                                                    

                                                       ESSAY 


                                       Student name: Cristina Anton
                                                 Student ID: 2110293
                                        Lecturer: Zahra Mohammadnazari
           Module name: Developing Relationships and Workplace Achievement                                                     
                                                    BMSW5105
                                             Word count: 2133  



                                     BA Leadership and Management 


















                                                       Abstract 
This report analyses the potential merger or acquisition of Total Energies and Eneos, two companies based in France and Japan, respectively. The analysis includes a cultural and institutional analysis of the two countries, as well as the role of international human resource management in the pre-merger and post-merger stages. The report also applies the Haspeslagh and Jemison integration typology and Hall's theory of cross-cultural communication to the case of Total Energies and Eneos. Based on the findings, the report recommends that HRM practices should be modified or adapted to fit the different country contexts, and that a thorough pre-integration phase, careful planning, and effective communication are crucial for a successful merger or acquisition.
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[bookmark: _Toc131333506]                                          Introduction
The oil and gas sector is a crucial industry that plays a significant role in the global economy. It is responsible for the exploration, extraction, refining, and distribution of oil and gas products, which are used in various sectors such as transportation, manufacturing, and electricity generation. This industry is heavily regulated and made up of numerous businesses engaged in upstream to downstream activities. Oil exploration and production are considered upstream operations, whilst oil refining and marketing are considered downstream activities. At the end of 2022 generate its highest-ever free cash flows of $1.4 trillion. 93% of O&G executives state they’re positive about the industry in 2023 (Delloite, 2023)
The aim of this essay is to analyse two major players in the oil and gas industry - TotalEnergies SE and ENEOS Corporation. 
TotalEnergies SE, headquarter in Europa, is a French multinational energy company that was founded in 1924. It operates in more than 130 countries and with a 13% market share, it is among the top oil and gas firms in France (TotalEnergies, 2023). TotalEnergies SE employs over 101.000 employees and operates in all segments of the oil and gas industry, including upstream, downstream, and renewable energy (Macrotrends,2023). Automobile, aviation, and chemical sectors are just a few of the industries represented in its customer profile (TotalEnergies, 2023).
On the other hand, ENEOS Corporation is a Japanese integrated energy company that was found in 1888 in Tokyo, Asia and is the largest in Japan. In 2020 have around 40.75 thousand employees (Statista, 2023) and a market share of roughly 18% in Japan, it is a major producer of oil and gas there (Eneos, 2023). The main competitors are JXTG and Idemitsu. Operates in all segments of the oil and gas industry, including upstream, downstream, and petrochemicals, automobile, construction, chemicals, and electronics are just a few of the industries represented in its customer profile (Eneos, 2023).
This study will analyse the HR department's role in the merger and acquisition process between TotalEnergies SE and ENEOS Corporation, focusing on the institutional and cultural differences between France and Japan and the importance of IHRM in implementing effective mergers and acquisitions.
[bookmark: _Toc131333507]         Section 1: Part 1 Cultural Analysis of France and Japan
International mergers and acquisitions (M&As) are a common practice for firms looking to expand into new markets and grow their business (Antila, 2005). In order for these mergers and acquisitions (M&As) to be successful, it is essential to have a solid understanding of the various facets of HRM that will be impacted by the combination of the two companies (Rodriquez Sanchez et al., 2018). 
Culture plays a significant role in the success or failure of a merger or acquisition.
“Culture can be defined as the shared beliefs, values, customs, behaviours, and artifacts that characterize a group or society” (Hofstede, 2001). Culture influences how individuals perceive and interact with their environment, including how they communicate, make decisions, and behave in social situations. As such, understanding the cultural differences and similarities between countries is critical for organizations operating in a global context.
The Hofstede model can be used to analyse the cultures of France and Japan. 
Geert Hofstede, a Dutch psychologist, created this model in the 1970s to assess cultural variance between nations. Hofstede's cultural dimensions theory identifies six dimensions of culture (Hofstede, 2001).
[image: ]
                             (Source: Hofstede’s Cultural Differences, 1970)

France exhibits high levels of individuality, moderate levels of power distance, low levels of masculinity, and high levels of uncertainty avoidance.  Thus, it may be said that French people value independence and self-reliance more than hierarchy and power. Also, they are more inclined to be cautious when making decisions and to take less risks (Hofstede Insights, 2023). Comparatively Japan is characterized by high levels of collectivism, power distance, masculinity, and uncertainty avoidance.
These differences can have significant implications for organizational behaviour, business function and may provide difficulties throughout the M&A process. For example, French employees may prioritize individual achievement and autonomy, while Japanese employees may prioritize group harmony and conformity. French managers may value open communication and egalitarianism, while Japanese managers may emphasize hierarchy and deference to authority. This indicates also that Japanese people are more likely to take risks and make quick decisions due to their tendency to be more reliant and obsessed with hierarchy and power (Rodriguez &Brown, 2014).
Employees may be less likely to accept changes mandated by the new firm and may be more resistive to the new integration process due to France's high level of individualism (Hofstede Insights, 2023).  The high level of collectivism in Japan, on the other hand, may make employees more receptive to the new integration process and adjustments the new firm imposes (Hofstede Insights, 2023).
[bookmark: _Toc131333508]       Section 1: Part 2 Institutional analysis of France and Japan 
The institutional approach to IHRM emphasizes the role of institutional factors, such as political, economic, and social institutions, in shaping HRM practices and outcomes (Scott, 1995). Institutions provide the formal and informal rules, norms, and practices that govern behaviour within a society or organization.
France and Japan have distinct political, economic, and social institutions that can impact IHRM practices. In terms of political institutions, France is a unitary semi-presidential constitutional republic, while Japan is a parliamentary constitutional monarchy (The World Factbook, 2022). These differences in political systems can influence the legal and regulatory frameworks that govern HRM practices, such as employment laws and regulations.
In terms of economic institutions, France is a developed market economy with a strong welfare state, while Japan is also a developed market economy with a focus on exports and manufacturing (The World Factbook, 2022). These differences in economic systems can impact HRM practices in areas such as compensation and benefits, as well as employee training and development.
Finally, social institutions such as education and cultural norms can impact HRM practices in both France and Japan. For example, French employees may place a high value on work-life balance, while Japanese employees may prioritize company loyalty and long working hours (Kotter International, 2021). These social norms can impact HRM practices related to employee motivation, engagement, and retention.
In analysing the impact of institutional factors on IHRM practices, the theory of isomorphism is relevant. This theory suggests that organizations tend to adopt similar practices and structures as a result of institutional pressures, such as regulatory and normative pressures (DiMaggio and Powell, 1991). This can lead to the convergence of HRM practices across countries, even in the face of cultural and institutional differences.
Neo-institutional theory suggests that organizations are influenced by institutional environments, which shape their behaviour and practices (Scott, 1995). In the context of IHRM, this theory can help to explain how the institutional environment in a country may shape HR practices and policies of multinational corporations.
In the context of the merger and acquisition between TOTALENERGIES SE and ENEOS CORPORATION from France and Japan, the neo-institutional theory can help to explain how the institutional environments of both countries may shape the IHRM practices and policies of the merged entity (Scott, 1995). For example, the institutional environment in France may influence the merged entity to adopt certain HR practices such as collective bargaining, while the institutional environment in Japan may influence the merged entity to prioritize long-term employment relationships.
[bookmark: _Toc131333509]          Section 2. Part 1: M&A Rationale and Integration Strategy 
Merger and acquisition between TOTALENERGIES SE and ENEOS CORPORATION can be drove for many reasons. One possible reason is to gain global efficiency by expanding their presence and increasing their market share in multiple countries. Another reason could be to acquire new R&D or knowledge, which could help the merged entity develop new products or technologies. Additionally, talent acquisition may be a key motivation for the merger, as both companies may be looking to access a larger pool of skilled workers.
A merger of equals, in which the two businesses would combine their current activities to form a new firm with a new organizational structure and management team, will be a potential integration typology or strategy for the merger (Gomes et al., 2013). 
This would enable the integration of the various economic and social systems of France and Japan while assisting in ensuring that the cultures and values of both businesses are honoured (Gomes et al., 2013).
France and Japan have to adapt to local language, and rules in order for the companies to reach success.
One relevant theory that supports this approach is the resource-based view of the firm (RBV), which suggests that companies can gain a sustained competitive advantage through the development and management of their resources and capabilities (Barney, 1991). By taking a collaborative approach to integration, the merged entity can leverage the resources and capabilities of both companies to create a stronger and more competitive organization.
[bookmark: _Toc131333510]     Section 2, Part 2 – Role of IHRM in implementing effective M&A
IHRM is in charge of creating and carrying out the integration plan as well as managing the risks and difficulties relating to people that arise during the merger or acquisition process (Birkinshaw, 2000).
This entails recognizing and resolving problems including linguistic hurdles, organizational structures and management styles, disparities in cultural norms and values, labour regulations, and remuneration arrangements (Birkinshaw, 2000). IHRM should be able to recognize potential risks and barriers, plan and implement a successful integration strategy using theories models.
Haspeslagh and Jemison's integration typology
To facilitate the integration process for Total Energies and Eneos, the HR department could use Haspeslagh and Jemison's integration typology. This typology proposes four possible integration strategies: 
· Preservation, where the target company retains its identity and operates independently. 
· Symbiosis, where the two companies integrate their strengths and resources while maintaining some degree of autonomy.
· Absorption, where the acquiring company completely assimilates the target company; and
· Combination, where the two companies merge to create a new entity (Haspeslagh & Jemison, 1991).
Pre- integration and post-integration
Pre-Integration
During the pre-integration phase, HR should focus on identifying key talent and ensuring that the recruitment and selection process is aligned with the integration strategy. HR should also communicate the strategic rationale for the merger and ensure that employees are well-informed about the changes that will occur. Both countries have similar laws and regulations regarding employee rights, such as employment contracts and collective bargaining. 
In France, HR departments are generally more centralized, and the focus is often on long-term employment with high job security and pay. In Japan, HR departments are often more decentralized and the focus is often on short-term employment with low job security and pay (Rodriquez Sanchez et al., 2018). 
In the post-integration phase- employees acquisition
In France, employees are usually selected through a written application and are trained through formal education and on-the-job training. 
In Japan, employees are usually selected through a more informal process, such as an interview, and are trained through a combination of formal education, on-the-job training, and mentoring by more experienced employees (Rodriquez Sanchez et al., 2018).
Hall’s theory of cross- cultural communication
Hall's theory of cross-cultural communication can be applied to the merger between Eneos and Total Energies to ensure effective communication and collaboration between employees from different cultural backgrounds. According to Hall's theory, cultures can be categorized into high-context and low-context cultures. High-context cultures rely on implicit communication, nonverbal cues, and shared values and experiences, while low-context cultures rely on explicit communication, facts, and figures (Hall,1976).
In the context of the merger between Eneos and Total Energies, Japan can be considered a high-context culture, where nonverbal cues, implicit communication, and shared values play a significant role in communication. On the other hand, France can be considered a low-context culture, where explicit communication, facts, and figures are more important in communication.
Therefore, HR managers should consider these cultural differences when planning and implementing communication strategies during the merger process. They should use more implicit and nonverbal communication methods, such as face-to-face meetings and group discussions, when communicating with Japanese employees. For French employees, explicit communication methods, such as written reports and presentations, may be more effective.
[bookmark: _Toc131333511]                                       Conclusion and Recommendation
In conclusion, the success of the merger between Total energies and Eneos will depend on how well the two companies manage cultural differences and integrate HR policies and practices. By considering the cultural and institutional analysis, applying integration typology, and involving IHRM in the process, Total energies and Eneos can facilitate a smooth transition and achieve long-term success.
Recommendation to the IHRM department in Total energies and Eneos would be to consider cultural differences during the merger process, apply Haspeslagh and Jemison's integration typology, and use effective cross-cultural communication strategies to facilitate effective communication between the two companies. IHRM should also play a crucial role in both the pre-merger and post-merger stages by designing recruitment strategies that align with the cultural and organizational values of both companies and prioritizing cultural integration and alignment of HR policies and practices.
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