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Abstract
This research examines how successfully Murphy Oil Corporation's human resources division performed during TotalEnergies SE of France's global purchase of Murphy Oil Corporation. Given the significant institutional and cultural differences between the two countries, this study investigates the role of international human resource management (IHRM) in the efficient execution of mergers and acquisitions throughout both the pre-and post-merger stages. Key findings of the analysis include:
1. Significant institutional differences exist between France and the United States, including labour laws, employment contracts, and benefits.
1. The role of IHRM in managing these differences during the pre-merger stage, including cultural assessments and due diligence.
1. Effective communication and collaboration between HR departments in both companies are critical during post-merger integration.
1. A robust change management plan is needed considering the cultural and institutional differences between the two countries.
1. The need for ongoing monitoring and assessment of the HR department's progress and effectiveness throughout the merger and acquisition process.
According to the findings of this study, the Human Resources divisions of both TotalEnergies SE and Murphy Oil Corporation will be critical to the success of the aforementioned cross-border merger and acquisition. Human resources may be critical in ensuring a seamless and productive transition by bridging any cultural or institutional differences between France and the United States. 
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Introduction
This research aims to look into the efficacy of TotalEnergies SE (headquartered in France) and Murphy Oil Corporation's HR division throughout their global merger and acquisition (located in the US). This study will examine the pre- and post-merger stages of mergers and acquisitions, focusing on the role of international human resource management (IHRM) and the significant institutional and cultural differences between the two countries (Atris and Goto., 2019). 
[bookmark: _Toc128769075]Because the oil and gas industry is very volatile, firms in the field must be adaptive in the face of frequent change. With the merger of TotalEnergies SE and Murphy Oil Corporation, which is now underway, there is a significant chance to build a new worldwide leader in the sector. These two enterprises, each with a strong tradition of invention and achievement in their own country, will be able to combine their capabilities to become a global powerhouse through a merger and acquisition. The oil and gas industry is divided into three main sectors: upstream, midstream, and downstream. Upstream oil and gas activities include exploration, resource recovery, and sound construction (Zhu and Hu., 2021). Downstream operations include refining and marketing, whereas midstream activities include transportation and pipelines. The oil and gas industry is divided into two subsectors: oilfield service and equipment and integrated oil and gas. 
Overview of the Companies 
TotalEnergies SE 
TotalEnergies SE, a French multinational oil and gas business founded in 1924, is a member of the FTSE 100 index. The corporation employs a stunning one hundred thousand people and controls 20% of the French market. BP (British Petroleum) and Shell are TotalEnergies SE's key oil and gas industry rivals. The company has built upstream, midstream, and downstream activities to better serve its clients in the energy, industrial, and consumer industries (Tarsh et al., 2020). TotalEnergies SE has operations throughout Africa, Asia-Pacific, Europe, the Middle East, and North and South America. (TotalEnergies, 2023) 
Murphy Oil Corporation 
Murphy Oil Firm is a worldwide oil and gas firm founded in the United States in 1950. This corporation has a significant presence in both nations, with over 1,500 offices and a 15% market share in the United States. Murphy Oil's main competitors are ExxonMobil and Chevron (Strobl et al., 2020). The multinational corporation operates in South West Asia, Europe, Latin America, Asia Pacific, and North America. Most of the company's customers are in the refining and marketing sectors, although it also works with upstream clients.


 Section 1
Part 1: Cultural Analysis
Cultural differences must be carefully considered for mergers and acquisitions to succeed. This section will contrast TotalEnergies SE (representing France) with Murphy Oil Corporation (representing the United States) in order to show the disparities in the two nations' business practices (Stone et al., 2020). 
France is known for its strong cultural traditions and values, including a strong emphasis on individualism, collectivism, and the pursuit of equality. The French value intellectualism, aesthetics, and quality of life and have a solid national identity. According to Schwab and Zahidi., (2020), They are proud of their history and traditions and place a high value on art, literature, and culture. In contrast, the United States values individualism and capitalism, emphasizing personal freedom, self-reliance, and entrepreneurship. The US values innovation and is known for its "Can-do" attitude. The US is culturally diverse and values freedom of expression and individual rights. 
The United States' work ethic is characterized by a strong focus on hard work and efficiency (Miller. 2020).  [image: ]
[bookmark: _Toc128769080]Figure 1: Hofstede Cultural Dimension
(Source: Hofstede-Insights 2022)
Cross-border mergers and acquisitions must consider cultural variations between the nations and firms concerned. Here is a comparison of the corporate cultures of TotalEnergies SE in France and Murphy Oil in the United States. Geert Hofstede's idea of cultural dimensions provides a solid framework. Hofstede's six cultural dimensions provide a valuable framework for comparing and analysing different country cultures (Kondalkar, 2020). Examples are differences in power dynamics, individuality against collectivism, masculinity versus femininity, comfort with uncertainty versus openness to new experiences, long-term versus short-term emphasis, and hedonism versus moderation. Comparing France and the United States along these dimensions may explain how cultural differences affect TotalEnergies SE and Murphy Oil Corporation's merger and acquisition process (Hofstede, 2022). 
Power Distance 
Hofstede. (1984) stated that the power structure in France is highly stratified, and the accompanying authority gap is generally recognised. Compared to other industrialised countries, the gap between the rich and the rest of the population in the United States is relatively modest. 
Individualism vs Collectivism 
In many circumstances, French people prioritise their desires and needs over those of the community. Americans, on the other hand, value personal freedom due to their value of individuality. 
[bookmark: _Toc128769083]Masculinity vs Femininity 
With a score of 43, France has a somewhat Feminine culture. however, another unique characteristic. The upper-class scores Feminine while the working class scores Masculine. The score of the US on Masculinity is high at 62, and this can be seen in the typical American behavioral patterns. This can be explained by the combination of a high Masculinity drive together with the most Individualist drive in the world.
Uncertainty Avoidance 
Given the country's median degree of masculinity, one may expect French culture to be competitive and goal-oriented. Because of the focus on achievement and material prosperity, the United States is sometimes regarded as having a "masculine" culture.   
Long-Term vs Short-Term Orientation 
Evidence reveals that the French exhibit a modest uncertainty avoidance, implying that they are not particularly concerned about ambiguity. The United States has more significant uncertainty avoidance than other countries, implying that its citizens are less tolerant of ambiguity and may even see it as harmful (Haspeslagh and Jemison., 1991). Long-term objectives and ideals are only somewhat important to the French. In contrast, American society emphasises the now above the future. 
Indulgence vs Restraint 
French people are mellow hedonists, which means they enjoy themselves but are not outraged when others go too far. On the other hand, Americans place a higher emphasis more restraint and discipline, indicating that their culture is more subdued. Finally, cultural differences between France and the United States may influence the merger and acquisition process between TotalEnergies SE and Murphy Oil Corporation. Knowing these distinctions might help plan for the difficulties and possibilities that come with cross-border integration (Cockcroft. 2019).  

Section 1
Part 2 Institutional Analysis of TotalEnergies SE-France & Murphy Oil Corporation-United States
Institutional Approach to IHRM
The institutional approach to International Human Resource Management (IHRM) recognises the impact of country-specific institutions on HR practices. It focuses on analysing the influence of laws, regulations, and industry standards on corporate HR policies and processes (MNCs). It suggests that these institutions, such as political, economic, and social structures, shape how organisations manage their employees in different countries. This approach highlights the need for organisations to adapt their HR practices to suit the cultural and institutional environment of their country. Understanding the possible influence of TotalEnergies SE of France and Murphy Oil Corporation of the United States on IHRM practices necessitates a look at both firms' political, economic, and social structures (Eichengreen. 2019). 
Political, Economic, and Social Institutions of TotalEnergies SE and Murphy Oil Corporation
TotalEnergies SE, a French multinational oil and gas company, operates in a country with a highly centralised political system. The French government significantly regulates labour markets, including employment protection legislation, minimum wages, and working time. The country also has a strong tradition of collective bargaining, with labour unions playing a vital role in negotiating employment terms and conditions. 
In contrast, Murphy Oil Corporation operates in a country with a more decentralised political system. The United States is a federal republic, with states having a significant degree of autonomy in regulating labour markets. This means that labour laws can vary significantly from state to state. The US also has a robust legal system that protects individual rights and freedoms, including labour rights. Labour unions have a weaker presence in the US than France, with a lower unionisation rate and less collective bargaining.
SPC. (2022) reported that the economic institutions in France and the US also differ significantly. France has a highly regulated labour market, with strict employment protection legislation and complex regulations that make it difficult for companies to dismiss employees. Conversely, the US has a more flexible labour market, with lower levels of employment protection and more at-will employment contracts. The social institutions in both countries also vary, with France having a more generous welfare system and higher income redistribution than the US.
Impact of Political, Economic, and Social Institutions on IHRM Practices
The differences in political, economic, and social institutions between France and the US significantly impact IHRM practices. For instance, TotalEnergies SE, operating in France, may need to comply with strict labour regulations, including collective bargaining agreements. At the same time, Murphy Oil Corporation in the US may have more flexibility in managing its workforce. Additionally, TotalEnergies SE may need to consider the impact of France's generous welfare system on employee compensation and benefits. At the same time, Murphy Oil Corporation may have less of a need to provide extensive benefits due to the US's more limited social welfare system.
The neo-institutional theory (Scott, 1995) explains how organisations adopt practices seen as legitimate in their institutional environment to gain acceptance and legitimacy. This means that organisations operating in France and the US may need to conform to the institutional norms of their respective countries to be seen as legitimate and gain stakeholder acceptance.
Furthermore, the theory of isomorphism (DiMaggio and Powell, 1991) suggests that organisations may adopt similar HR practices to their peers in the same industry and institutional environment to gain legitimacy and reduce uncertainty. This means that TotalEnergies SE and Murphy Oil Corporation may adopt similar HR practices to their peers in the French and US oil and gas industries to be seen as legitimate and reduce uncertainty. 
Section 2
Part 1 : M&A Rationale and Integration Strategy 
This section will focus on the potential merger between Murphy Oil and TotalEnergies SE in France. Firstly, we will discuss the reasons why a merger or acquisition is being considered and then propose a possible integration strategy for the merger. There are several reasons why Murphy Oil and TotalEnergies SE may be considering a merger or acquisition. These reasons include achieving global efficiency, reducing excess capacity, acquiring new knowledge and skills, and talent acquisition (Tarsh et al., 2020). The merger could help both companies to benefit from economies of scale and a more significant market share in the oil and gas industry.
The next step in the analysis is to determine whether the prospective merger or acquisition will be a merger of equals or an acquisition. This will be crucial in deciding the most appropriate integration strategy (Zhu and Hu., 2021). For example, in a merger of equals, functional integration might be appropriate, where the operational departments of both companies, such as HR, finance, and marketing, are joined. In contrast, in an acquisition, cultural integration may be more important, emphasizing the integration of the two organizations' guiding ideas and values (Strobl et al., 2020).
Before deciding on the best integration strategy, it is essential to analyze the political, economic, and social structures of France and the United States, where both companies operate, as well as the cultural differences between the two organizations. This analysis will help ensure that the chosen integration strategy is suitable for the context in which the two companies operate. For instance, cultural integration may require a more gradual and collaborative approach than functional integration. In conclusion, by examining the reasons for considering a merger or acquisition and proposing a possible integration strategy, this section provides an initial analysis of the potential benefits of a merger between Murphy Oil and TotalEnergies SE(Schwab and Zahidi., 2020). It emphasizes the importance of considering the cultural and contextual factors that can impact the success of a merger or acquisition. Relevant literature and theoretical frameworks will be used to support and justify the analysis. 
Section 2
Part 2: Role of IHRM in Implementing Effective M&A 
In this section, we will focus on the role of IHRM in implementing effective M&A and the challenges that arise during the pre and post-stages due to the cultural and institutional analysis conducted earlier. Specifically, we will explore the role of HR in M&A processes and how HRM can improve the chances of M&A success.
In the case of TotalEnergies SE and Murphy Oil Corporation, both companies have gone through M&A processes in the past. TotalEnergies SE has engaged in several acquisitions, including the acquisition of Saft Groupe in 2016 and Direct Energie in 2018 (Schwab and Zahidi., 2020). Similarly, Murphy Oil Corporation acquired LLOG Exploration Offshore in 2019. These M&As had significant implications for the HR function of these companies.
The institutional and cultural analysis conducted earlier provides insights into the HR challenges that may arise during the M&A process. For instance, differences in HR practices and cultures may create resistance to change, which can affect the success of the M&A. HR plays a crucial role in identifying these differences and developing strategies to mitigate them (Stone et al., 2020). The strategic rationale for the M&A and the proposed integration strategy should inform HR's role in the process. For example, HR should identify and retain the right talent during the pre-merger phase. In the post-merger phase, HR should ensure that integration is done in a way that aligns with the company's culture and values while at the same time ensuring that the new entity has a clear and shared identity.
To effectively address these challenges, HR can draw upon various theories and frameworks, including Haspeslagh and Jemison’s integration typology and Adler and Ghadar’s model (Miller. 2020). By aligning HR practices with the strategic rationale for the M&A and proposed integration strategy, HR can help ensure the success of the M&A process.






Conclusion
This cultural and institutional comparison reveals significant contrasts between the French corporation TotalEnergies SE and the American corporation Murphy Oil Corporation regarding corporate conventions, norms, and government supervision. During a merger or acquisition, HR may confront issues maintaining a consistent company culture while complying with the laws and conventions of the acquired or merged entity's location. The IHRM department is critical to the success of any merger or acquisition. The strategic basis for the M&A and the planned integration approach should serve as a road map for IHRM's activities. IHRM must coordinate HR policies and practices for the combined businesses and address the grounds for both sides of the convergence-diversity debate.  
TotalEnergies SE and Murphy Oil Corporation's IHRM divisions may benefit from a more country-specific approach to HR policies and practices. While doing so, various HR policies and practices will likely need to be updated to match local customs and requirements without jeopardising the harmony of the two organisations' working cultures. Human resource management (IHRM) should prioritise cultural and institutional analysis, open communication with all stakeholders, and develop culturally responsive and conventional HR policies and procedures. With adequate planning and execution, the IHRM department may prove to be a crucial component in the merger and acquisition process of TotalEnergies SE and Murphy Oil Corporation
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