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[bookmark: _Toc127648084]Introduction
The overall environment of business organizations is getting more compounded than ever before. It must be noted that the increasing complexity in the business environment has fundamentally resulted from the increasing need of customers and the updated technological facilities in this world, which have virtually removed the long-existent barriers in the business world, thus enabling the business organizations to cater to the needs and wants of customers living in the furthest regions of the world. As a result of this, business organizations increasingly resort to mergers and acquisitions to optimize the overall resources to gain a competitive advantage over other similar competitors in the industry (Teerikangas et al, 2016). Mergers and acquisitions have been very common in the industries like oil and gas. Chevron Corporation and China National Petroleum Corporation agreed with each other to cater to the needs and wants of customers more effectively. However, it should be stated that Chevron Corporation is an American organization while the China National Petroleum Corporation is a Chinese organization (Teerikangas et al, 2016). As a result of this, there are many issues to be popped up in the process of merger and acquisitions because two different countries have completely two different cultures, therefore requiring a new set of international human resource management practices to be applied in place. 
[bookmark: _Toc127648085]Major institutional and cultural differences
International business organizations often face institutional and cultural differences when it comes to mergers and acquisitions. The major cultural differences facing Chevron corporation and China National Petroleum Corporation are described as follows.
[bookmark: _Toc127648086]Cultural differences
[bookmark: _Toc127648087]Different decision-making styles
It must be noted that depending upon the thinking patterns of the people of the nation, the overall decision-making style may be different from country to country. In the case of Chevron organization and China National Petroleum Corporation, The Chinese company may focus on collectivism, which enables the company to consider the goal of merging and acquiring collectively, while the American organization may focus on individualism, in other words, the American organization just considers its benefits before making any decisions (Zhang et al, 2015).
[bookmark: _Toc127648088]Attitudes toward work and workplace practices
The tendency of avoidance may greatly be different from country to country. Uncertainty avoidance may be lower for the Chinese organization while the American organization may have a higher level of uncertainty avoidance. Therefore, different human resource management practices should be in place.
[bookmark: _Toc127648089]Division of responsibilities and decision-making hierarchy
In the scenario of merger and acquisition, the overall philosophy for the division of responsibilities and decision-making hierarchy may be different from country to country. Because the values of each country are often different (Tarique, Briscoe, and Schuler, 2015). American organizations may delegate more responsibilities to lower-level employees while the China National Petroleum Corporation may not delegate more responsibilities to lower-level employees (Tarique, Briscoe, and Schuler, 2015). 
[bookmark: _Toc127648090]Institutional differences
[bookmark: _Toc127648091]Policy perspective
The overall policy perspective may be different from country to country. The policy of China is completely different from the national policy of the United States of America. As a result of this, there may be a conflict of interest between Chevron organization and China National Petroleum Corporation.
[bookmark: _Toc127648092]Leadership and management
The leadership and management practices are also different from country to country depending upon the inherent culture. American organizations often enjoy a democratic working environment while Chinese organizations enjoy an autocratic working environment.
[bookmark: _Toc127648093]Role of international human resource management in implementing effective mergers and acquisitions
The IHRM may formulate the following strategies to positively affects mergers and acquisitions. 
[bookmark: _Toc127648094]Analysing organizational cultures
Before formulating the HRM practices, the organizational cultures should be analysed. Proper analysis of the organizational cultures will lead to the development of an effective plan for a smooth transition of mergers and acquisitions (Zhang et al, 2015).
[bookmark: _Toc127648095]Boosting the morale of anxious employees
When it comes to mergers and acquisitions in an international context, the employees of the respective organizations are often anxious. In addition to this, employees may also be very concerned about the security of their job. In this case, the main job of HRM is to boost the morale of the employees by convincing them that the merger and acquisitions will not harm the security of their job, rather it would improve the employees in terms of skills and qualifications (Hajro, 2015).
[bookmark: _Toc127648096]Solving employee benefits issues
In this step, necessary strategies should be taken by the human resource management so that several employee benefits issues may not emerge after the mergers and acquisitions are taking place, such as there having to be adequate funds.
[bookmark: _Toc127648097]Conclusions and recommendations
This report contains the major institutional and cultural differences which separate America from China, along with discussing the role of International Human Resource Management in implementing effective mergers and acquisitions at the pre-merger and post-merger stages (Schuler, Khilji, and Ruël, 2015). In the merger and acquisitions between China National Petroleum Corporation and Chevron corporation, the following strategies may be resorted to to have a smooth transition in practice.
Strategy development
A proper strategy should be developed for both Chevron Corporation and China National Petroleum Corporation (Hajro, 2015). This strategy would lead to the accomplishment of the later stages.
Valuation analysis
The valuation analysis should be conducted properly to evaluate the overall suitability of the merging organization.
Negotiations and due diligence
Proper negotiations and other investigations should be conducted in order to ensure the overall suitability of both parties in acquisitions.
Deal closer.
After a proper due diligence process, the deal will be closed by completing the acquisition process.
Financing and restructuring
Proper plans will be formulated between the parties.
Post-merger compliance
Internal operational policies should be formulated by ensuring that the practices support both cultures.
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