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OCOBJIMBOCTI YIIPABJIIHHA JIOJACbKUMMU PECYPCAMMU Y MIZKHAPOJHUX
PEKPYTHHI'OBUX KOPITIOPALIIAX OAE

The management of labor (human) resources (HRM) in multinational companies (MNCs) acquires new
functions in the context of globalization. In this regard, the study of HRM, recruitment and training of
labor from among foreign citizens is of particular interest. Of particular interest is the successful
experience of recruiting activities and HRM of UAE MNCs in Asia and in the Arab region. As an
example, the characteristic features of HRM of MNC the Al Hawi Alalmya Facilities Management
(AHAFM) L.L.C., Abu Dhabi, UAE is considered.

In this paper, the authors propose:

» The permanent training and professional development for executive directors, top managers, the best
employees and higher qualified workers of AHAFM by:

v Inviting foreign and local professors, teachers, and professional specialists to train all employees
directly in subsidiary companies.

v’ The use of distance learning methods for all employees directly in subsidiaries.

v Sending of key employees from subsidiaries — executive directors, top and middle level managers
and highly qualified specialists for advanced training at AHAFM headquarters in the UAE or at well-
known universities and colleges of the world.

* Personal promotion of the best workers — the organization for them of foreign tours, providing
assistance to their families, financial bonuses.

* Organization of joint cultural-ethnic and moral-ethical events for employees of different nationalities
and ethnic groups, organization of joint holidays and festivals, teaching foreign languages.

» The widespread use of IT and computer technologies for the management of human resources and
production processes, continuous SWOT analysis of results and optimization of labor and material (and
financial) costs.
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* The wide informing of all employees on the performance of AHAFM and all subsidiaries, attracting all
employees to make decisions and take actions to improve the efficiency of the company and its
subsidiaries.

Based on a thorough study of the theory and practice of modern human resources management,
engineering and technical personnel, extensive use of SWOT analysis and study of the conditions of
AHAFM activity using new IT, computer and other technologies, the authors achieved some positive and
effective results.

Ynpasninua mpyoosumu (moocoxkumu) pecypcamu (HRM) 6 6acamonayionanvuux xomnawisix (MHK)
Habysac Houx QyHKYil 6 KoHmexcmi enooanizayii. Y 36'a3ky 3 yum ocobausuil inmepec npeocmasisie
BUBYEHHS YNPAGIIHHA NEPCOHANOM, Ni0OOPY Ma NI020MOBKU POOOYOI CUNU 3 YUCIA THOZEMHUX CPOMAOSH.
Ocobnusuii inmepec npedCmasisi€ yCniwHuii 00c8i0 pobomu 3 nioddbopy nepcoHary ma YNPAaGLiHHsA
moocekumu pecypcamu MHK OAE 6 A3ii ma 6 apabcvkomy pecioni. B sikocmi npukiady po3seismymo
xapaxmepHi ocobausocmi ynpaeninusa oocokumu pecypcamu MHK Al Hawi Alalmya Services
Management (AHAFM) L.L.C., A6y-/la6i, OAE.

Y oanin pobomi asmopu npononyroms:

* [locmitine naguanusa ma nio8UWEHHs K8aniQikayii GUKOHABUUX OUPEKMOPI8, MON-MeHeOHCepis, Kpaujux
cnigpoOIimHuKie ma eucoxkoksanigixosanux npayisnuxie AHAFM uepes:

v 3anyuenns inozemnux i micyesux npoghecopis, sukiadauie i Gaxieyie 0 Ni020MOEKU 6Cix NPAYIGHUKIE
be3nocepedHbo 8 QOUIPHIX KOMNAHISX.

v’ Buxopucmanns Memooié OUCManyilino20 HA8YaHHs Ol 6CIX NPAYIBHUKIE 6e3n0Ccepeonbo 6 O0UipHIX
niONpUEMCMBax.

v’ Bionpasnenns Kio4oeux cniépoOimHuKie i3 OOUIPHIX KOMNAHIU — BUKOHABUUX OUPEKMOPI6, KePIGHUKIE
BUWO20 MA CePeOHbO20 PIGHS MA BUCOKOKBANIPIKosaHux @axieyis 01 nioguujenHs Keéanigikayii 6
wma6b-keapmupi AHAFM ¢ OAE abo y eidomux ynigepcumemax ma Ko1eoxicax ceimy.

* Ocodbucme npocysamHs Kpawjux poOIMHUKIE — Op2auizayis Ons HUX [HO3eMHUX MYpi8, HAOAHHS]
oonomoau ixHim cim'sam, ¢inancosi bonycu.

* Opeanizayisi CRIIbHUX KYJIbMYPHO-EMHIYHUX MA MOPAIbHO-eMUYHUX 3AX00I8 0/ NPAYIBHUKIE DIZHUX
HayioHANbHOCMel mMa emHIYHUX 2pyn, OpeaHizayis CRIIbHUX céam ma ¢hecmueanis, GUKIAOAHHS
IHO3eMHUX MO8.

* [llupoke suxopucmanns IT ma komn'tomeprux mexnonoziti 01 ynpasiiHHA T0OCbKUMU Pecypcamu ma
supoOHUuUMU npoyecamu, besnepepsnuti SWOT-ananiz pesyromamie ma onmumizayiss mpyoosux ma
MmamepianvHux (i pinancosux) gumpam.

» [lupoke ingopmysanns 6cix npayienukie npo pooomy AHAFM ma ecix Oouipnix nionpuemcms,
3QNYy4eHHs 6CIX Npayi6HUuKie 00 NPUUHAMMA pIUeHb Mma 6XCUmMms 3axo0i8 01 NiOBULEHHs
eghekmusrHocmi OisIbHOCMI KOMNAHIi ma it O0YIpHIX KOMNAHIU.

Ha ocnosi pemenvnozo eusuenns meopii ma npakmuKku Cy4acHo20 YnpasiinHs NepcoHAIOM, THHCEHEPHO-
MEexXHIYH020 nepconany, wupoxoeo euxkopucmannss SWOT-ananizy ma 6uueHHs ymos OisAlbHOCMI
AHAFM 3 euxopucmannam noeux IT, komn'tomeprux ma iHuwux mexHon02it agmopu nponoHyIoms Uliaxu
00CsI2HEHHS NOZUMUBHOT OISIbHOCMI Ma eeKmUsHUX pe3yibmamis

Knwuoei cnosa: ynpaéninna nepcoHanom; YRPAGNIHHA NHOOCbKUMU Pecypcamu; MYIbMUHAYiOHANbHI
KOMNAHIL;, MPAHCHAYIOHANbHI KOpRopayii; MidcHapoOHutl 6i3Hec, O00YipHi nionpuemcmea; poboua cuia;
HABYAHHS (MPEeHYBAHHS) NepcoHany (pooouoi cunu).

Keywords: personnel management;, human resources management; multinational companies,;
transnational corporations; international business; subsidiaries; workforce; training (personnel training)

(workforce).

Problem statement.
The characteristics of some UAE multinational companies (MNCs) / transnational corporations (TCs) are active
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recruitment activities. This activity relates to the recruitment and management of personnel sphere, as well as the management
of human resources (HRM). The peculiarities of such MNCs are the presence of headquarters in a country where personnel (or
human resources) recruited from foreigners is used to perform various jobs [2], as well as foreign subsidiaries, where personnel
or human resources are recruited and trained [3; 7].

Subsidiaries are hired by local workers of different professions and different training [4-6]. Personnel recruitment and
human resources managers should choose the necessary staff for work in the country of headquarters placement.

These recruited staff must meet the following requirements:

a). To be physically ready to work in the climatic zone of the country where the headquarters is located;

b). Have the necessary professions or be ready to learn the necessary professions;

c). To be tolerant to workers-colleagues of different nationalities, different ethnic groups, different religions, skin
color, speaking different languages;

d). To be executive, ready to work in difficult climatic conditions, be able to obey managers, think creatively and
constantly learn and improve their professional skills.

Recruitment MNCs of the UAE, as a rule, create fairly good conditions for earning, eating, living and cultural life for
employees from different countries.

As an example, the characteristic features of HRM of MNC the Al Hawi Alalmya Facilities Management (AHAFM)
L.L.C., Abu Dhabi, UAE [1] is considered.

HRM of MNC/TC acquires new features in the context of globalization. In this regard, the study of HRM, and
recruiting of labor and employees in the MNCs/TC experience in Asia and Arab Region is extremely important and actual.

The object of research is a process or phenomenon of staffing, which is an important aspect of HRM, especially in
Multinational Corporations/Companies (or MNCs). The staffing policies of MNCs are determined by their approach to
globalization and are the one of the most important problem of success, efficient and competitiveness, success in international
markets and even the question of the existence (viability) of MNCs.

The subject of the research is the question of effective work in recruiting, educating, training and raising the level of
skill of international human labor resources in the countries where the subsidiaries are located, problems of securing the best
foreign workers, creating comfortable working conditions for them in the subsidiaries, and also the influence of cross-cultural
factor in the formation of effective human resource management activities in international companies.

The purpose and tasks that need to be addressed to achieve the goal:

*To analyze theoretical and practical bases, the essence and practical experience of human resources management in
companies / corporations of developed countries of the world (USA, Great Britain);

*To analyze theoretical and practical bases, the essence and practical experience of human resources management in
multinational companies / transnational corporations in the developed countries of the world (USA, UK);

*To analyze the practical experience of human resources management in multinational companies/transnational
corporations of the United Arab Emirates;

*To analyze the practical experience of the human resources and human resources management in the UAE
International Companies and Private Institutions Al Hawi Alalmya Facilities Management (AHAFM) UAE and to develop
innovative recommendations for improving the AHAFM multinational company in the area of HRM;

*To submit the conclusions about the results of this master's study.

In the opinion of the author, it is necessary to develop and supplement research on the creation and management of
effective groups of employees in subsidiaries in multinational companies, increasing the motivation of foreign workers,
creating friendly and moral and ethical relations of multinational human resources and labor personnel in MNCs — using, as
example, specifically selected real transnational companies from the UAE.

The author uses following methods of research:

*A dialectical approach to analyze and comprehend the content and specific characteristics of innovative development
of human resources management and the development and improvement of international multinational companies /
transnational corporations as economic categories in the system of socio-economic relations and relations of a holistic
economic system of modern society;

*Methods of abstraction, system-structural and theoretical-informational methods are used in the research of the
conditions of formation MNCs, international business, globalization and future development of international cooperation in
multinational companies;

*Methods of analysis of general, partial generalization for forming a coherent final picture of the positive and negative
features of development of transnational businesses and the use of cheap human resources in subsidiaries.

Analysis of recent research and publications.

Theoretical and practical aspects of human resources and personnel management in companies, international and
transnational corporations are considered in publications: [8; 10-14]. The theory and practice of organizing and promoting
multinational companies and transnational corporations are analyzed in publications: [15-21].

Scientific novelty. The author proposes personally:

1. The permanent training and professional development for executive directors, top managers, the best employees
and higher qualified workers of AHAFM by:

a). Inviting foreign and local professors, teachers, and professional specialists to train all employees directly in
subsidiary companies.

b). The use of distance learning methods for all employees directly in subsidiaries.
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¢). Sending of key employees from subsidiaries — executive directors, top and middle level managers and highly
qualified specialists for advanced training at AHAFM headquarters in the UAE or at well-known universities and colleges of
the world.

2. Personal promotion of the best workers — the organization for them of foreign tours, providing assistance to their
families, financial bonuses.

3. Organization of joint cultural-ethnic and moral-ethical events for employees of different nationalities and ethnic
groups, organization of joint holidays and festivals, teaching foreign languages.

4. The widespread use of IT and computer technologies for the management of human resources and production
processes, continuous SWOT analysis of results and optimization of labor and material (and financial) costs.

5. The wide informing of all employees on the performance of AHAFM and all subsidiaries, attracting all employees
to make decisions and take actions to improve the efficiency of the company and its subsidiaries.

Some practical values of the results, obtained by authors, are given below.

Presenting of the main material.

1. AHAFM SWOT analysis

SWOT analysis (2017-2018) is a method of evaluating internal and external factors that influence the development of
a company or project. This technique will help the owners and top managers to assess the strengths and weaknesses of their
business, find new opportunities and identify possible threats.

SWOT analysis of the AHAFM Company divides the factors of influence on the company into four categories, which
helps to evaluate it from all sides:

 S-strengths (strengths). These are: high quality of work performed; profit is greater than that of competitors;
customer service is one of the best in the UAE market; friendly attitude of employees of the corporation to customers; common
cultural and religious values of customers and employees of the corporation; high salary at corporation employees; good
human resource management in a corporation and its subsidiaries.

» W-weaknesses (weaknesses). This is an insufficient number of consumers of services and partners of the corporation;
insufficiently ineffective advertising and a relatively small target audience; insufficient qualification of foreign employees of
the corporation; insufficiently effective training of labor in subsidiaries.

» O-opportunities (opportunities). Improving marketing and expanding corporate advertising in the UAE and other
countries: potential customers should learn everything they need about corporate services from advertising and the Internet;
round-the-clock activities of the corporation in the UAE and in other countries; fundamental training of foreign workers in the
subsidiaries of the corporation; expanding the scope of the corporation in the UAE and in other countries.

* T-threats (threats). The brand of its competitors is better known in the market, and the quality of services provided
by competitors is higher; tightening of tax and immigration policies in the UAE; increase in the corporation's competitors in
the market of services in the UAE.

Among the internal factors affecting the success of the AHAFM Corporation, as a rule, are taken into account:

* Financial resources: sufficient funding, income generation opportunities are quite high;

* Physical resources. The equipment is new and its enough; there are necessary buildings, the location is quite good;

*Human resources. There are enough staff and they have sufficient qualifications; Target audience — companies and
municipal structures of the UAE;

* Access to natural resources is not required; copyrights are protected, patents are filed in accordance with the law;

* Current processes: The AHAFM Company is developing, expanding the scope of activities, increasing the number
of local and foreign employees, creating new projects and programs. Motivational programs, training programs for personnel,
workers (foreign workers and employees) are systematically introduced; the system of departmental hierarchy is being
improved, etc.

External factors

The impact of external circumstances on the AHAFM Company and each individual employee of the Company and
consumers of their services is very strong. They tend to affect the business directly or indirectly. It is important to know and
take into account each of them. External factors are, as a rule, those circumstances that the AHAFM Company and its
managers cannot control at will. They must, of course, adapt and take advantage of new opportunities.

The activities of the AHAFM Corporation are affected by:

* Market trends. These include new services and products of the Company, technologies, changes in the needs of the
target audience and the orientation of the Company to new challenges;

* Economic trends. The corporation should make maximum use of local, national, international financial areas;

 Financing. A corporation must attract private investment, donations, use government influence, take taxes into
account, etc .;

» Demographic information. The corporation is obliged to take into account the age, gender, race, nationality, cultural
values of the target audience and hired foreign labor;

* The corporation must constantly maintain good and friendly relations with suppliers and partners;

* The activities of the Corporation directly depend on the political, environmental and economic situation in the home
country (the place of registration and location of the headquarters) and the countries of the subsidiaries.

2. The results of the research



As a result of study authors proposes:

*» The permanent training and professional development for executive directors, top managers, the best employees and
higher qualified workers of AHAFM by:

v Inviting foreign and local professors, teachers, and professional specialists to train all employees directly in
subsidiary companies.

v'The use of distance learning methods for all employees directly in subsidiaries.

v'Sending of key employees from subsidiaries — executive directors, top and

middle level managers and highly qualified specialists for advanced training at AHAFM headquarters in the UAE or
at well-known universities and colleges of the world.

* Personal promotion of the best workers — the organization for them of foreign tours, providing assistance to their
families, financial bonuses.

* Organization of joint cultural-ethnic and moral-ethical events for employees of different nationalities and ethnic
groups, organization of joint holidays and festivals, teaching foreign languages.

» The widespread use of IT and computer technologies for the management of human resources and production
processes, continuous SWOT analysis of results and optimization of labor and material (and financial) costs.

* The wide informing of all employees on the performance of AHAFM and all subsidiaries, attracting all employees to
make decisions and take actions to improve the efficiency of the company and its subsidiaries.

The practical value of the results obtained by author:

Based on a thorough study of the theory and practice of modern human resources management, engineering and
technical personnel, extensive use of SWOT analysis and study of the conditions of AHAFM activity using new IT, computer
and other technologies, the author achieved the following results:

*Optimization of the arrangement and use of human and labor resources was made, which made it possible to achieve
a saving of capital investments by 4,5% (or 450 thousand US dollars) with an increase in the volume of work performed by 1-
1,5%;

*5% of the key personnel were trained and 25% of managers improved their qualifications (expected economic
growth in 2019-2020 — up to 150-200 thousand US dollars per year);

*The design of a new AHAFM subsidiary in Iraq has begun on August, 2018.

*Five new business units (3 units in Abu Dhabi and 2 units in Dubai) of AHAFM from employees of subsidiaries
(from Iraq and other countries) were created to carry out the service works offered by the multinational company AHAFM.
The total number of new foreign employees amounted to more than 300 people.

*Together with the local government of Abu Dhabi and Dubai, new long-term partnership agreements have been
concluded on the use of AHAFM structural units, consisting of local managers and foreign employees of subsidiaries. The total
funding of the AHAFM (investments from the local government) increased by 5,4%.

The results of the study were testing on the conferences, seminars, round tables and public speeches of the author in
universities and scientific institutions of Ukraine, the UAE, and Iraq. The results of the Omar Khaled Hussein Al-Hawi Master
graduate work (thesis) were discussed and approved by the AHAFM Body of Directors.

Conclusions.

The main characteristics of multinational companies are:

In general, there is a national strength of large companies as the main body, in the way of foreign direct investment
or acquire local enterprises, established subsidiaries or branches in many countries;

*It usually has a complete decision-making system and the highest decision-making center, each subsidiary or branch
has its own decision-making body, according to their different features and operations to make decisions, but its decision must
be subordinated to the highest decision-making center;

*MNCs seek markets in worldwide and rational production layout, professional fixed-point production, fixed-point
sales products, in order to achieve maximum profit;

*Due to strong economic and technical strength, with fast information transmission, as well as funding for rapid cross-
border transfers, the multinational has stronger competitiveness in the world;

*Many large multinational companies have varying degrees of monopoly in some area, due to economic and technical
strength or production advantages.

One of the samples of MNCs confirming this theory is the AHAFM.

Human resource management in international companies and MNCs is characterized by the consideration of
personnel and human resources as one of the most important resources of an organization, which is necessary to achieve all of
its goals, including strategic ones. Employees of an international company — the most important asset of the organization,
which must be preserved, developed and used for success in competition. The nature of the staff directly depends on the
economic and other capabilities of the organization. Therefore, an integrated approach to staff is necessary from the point of
view of the whole organization as a system. Integrating human resources management into the overall strategy of an
international company is the most important difference between human resources management and human resources
management. In this case, any management decisions must take into account the human aspect, that is, the capabilities of
people and the impact on personnel.

Human resource management is most fully and widely used in the commercial sector. International companies
practicing human resource management, as a rule, are distinguished by higher efficiency, proximity to the market, and a
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greater degree of satisfaction of consumer needs. In such organizations, a better system of motivation and career prospects,
fewer accidents, absenteeism, lower staff turnover, higher job satisfaction.

Due to the paramount importance of staff in international companies, human resource management usually falls under
the purview of the president of the company or his first deputy. Top management and line managers at all levels are directly
involved in human resource management, directly connecting this function with the entire organization's strategy. This means
that the efforts of managers acting in unity with the service staff, focus on attracting, selecting, promoting, encouraging,
rational use, development and preservation of employees in the organization that meet its needs and strategic goals.

The most important elements of real human resource management in international companies, and in AHAFM also,
are:

*focus on the quality of attraction, recruitment and development of employees;

*the use of collective, group methods of work organization in order to create a favorable climate for delegating
competence and responsibility, as well as cooperation of employees.

Based on empirical studies of several hundred companies cultivating human resource management, it is possible to
identify the following list of priorities for MNCs and AHAFM activities:

v  occupying management positions primarily by employees of their company;

v/ care about quality and pride in the results achieved;

v elimination of the status gap between managers and subordinates;

v ensuring favorable working conditions and the environment;

v encouragement of open business communication, reasonableness and evidence of decisions, employee participation
in decision making;

v/ linking the dismissal with attempts to find another job for the employee;

v/ training in teamwork and the formation of an appropriate culture;

v’ employee participation in the company's profits;

v professional development of workers.

Summarizing the above, it can be noted that the essence of the modern stage in human resource management is:

v’ the presentation of human resource management at the highest level of management of the organization;

v his involvement in the definition of the strategy and organizational structure of the company;

v the participation of all line managers in the implementation of a common policy and solving problems in the field
of human resource management;

v integration of the activities of human resources managers and line managers, the continued participation of the
former as second advisers in addressing issues related to human resources in all divisions and at all levels of the corporation;

v’ systematic, integrated solution of personnel management issues, as well as all other strategic tasks on the basis of a
single program of the organization’s activities.

It should be noted that the movement from personnel management to human resource management is quite a long
process. For example, researchers distinguish various stages in the development of human resource management of a
corporation from personnel management to human resource management and link this with the overall evolution of an
organization. They divide the company's development into five main stages, which correspond to the characteristics of human
resource management.

According to experts, modern Western companies correspond approximately to the third, Eastern European — the
second stage of development. Most effective western firms are between the third and fifth stages.

The process of transformation of human resources management functions continues today. Scientists, researchers and
practitioners identifies a number of trends in the evolution of human resources management, which partly repeat some of the
features of the current stage of human resources management that have already been considered. Most of them are inherent and
for AHAFM.

These trends are:

*The transition from personnel management to human resource management, that is, from vertical management,
centralized personnel functions and traditional human resources to horizontal management, decentralized human resources
management, involving linear management; from personnel planning as a response to production plans to human resources
planning, fully integrated into corporate planning;

*The transformation of human resource management from the instrumental personnel functions in the strategic
component of the corporation. The main emphasis of the personnel policy is shifted from the selection and placement of
personnel to participation in the formation and implementation of the organization's strategy;

*The transition from fragmented, personnel service activities to the integration of management functions and
personnel functions. In this case, line management is involved in the management of human resources, especially in the
development of the future human potential of the organization, and at the same time receives assistance from the personnel
services. Keeping a number of former personnel functions, human resource management has added a new important function
to itself — assisting line management in the development and better use of employees subordinate to it. Specialists in the field
of human resource management are increasingly becoming highly qualified advisers and consultants to managers at various
levels who help them solve common problems in selecting employees, their motivation, career development and the
implementation of various organizational and cultural changes;

*Professionalization of the human resource management function. The strategic and integrative nature of the human
resource management function, the wider involvement of linear management in its implementation, as well as the enhancement
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of its advisory nature, make it necessary to professionalize human resource management. If earlier the head of the personnel
department could be almost any responsible person (often from the military - retirees), able to manage a small staff of low
qualifications, then today the growing proactive and integrating role of human resources management, raising its status to the
highest management level, complicating the selection technique, placement, development, motivation, promotion and use of
human potential make this profession one of the most important for the survival and success of the company;

eIncreasing the importance of managing change among human resource management functions. Since flexibility and
the ability to change are the key success factors today, and the main obstacle (as well as the engine of change) is the human
resources of the company, active change management and organizational development become one of the most important
functions of human resource management. The ability to change usually requires both ordinary employees and, first of all,
managers and specialists of personnel services of a higher level of education, creativity and inclination to innovations, wider
qualifications, the ability to retrain;

eInternationalization of the human resource management function. The globalization of production, the development
of international relations, cooperation and integration make it necessary to develop multinational teams with different values
and cultures. This requires the formation of a small but dynamic elite group of cosmopolitan specialists with developed
communication and linguistic abilities, able to work in international teams and in different countries;

*An increase in the human resources management of the share of the functions of deepening social partnership and
regulating labor relations. Social partnership means, first of all, recognition of the difference and interdependence of the
interests of entrepreneurs, on the one hand, and hired workers, on the other, the need for solidarity of all participants in
production to achieve common corporate goals. Human resource management plays a crucial role in the development of this
process and in its use as a tool to improve the efficiency of human resource management;

*Change of principles and system of motivation. The most important principles of

motivation today are: creating an atmosphere of mutual trust, convincing decisions and feedback; preservation of
employment, which is incorporated in the system of motivation for high-performance labor; equal opportunities for
employment, promotion and remuneration depending on the results achieved; protection of health, ensuring normal working
conditions; equitable distribution of productivity gains between employees and entrepreneurs. The system of motivation
evolves from the principles of egalitarianism, payment for the position and for attendance to the principle of payment for the
result, for a concrete contribution to the achievement of the goals of the organization. Effective use of new principles of
motivation implies a higher level of human resource management;

*The transition from advanced training to the development of human resources. Traditional training or such
fragmentary function as advanced training is no longer able to solve new tasks in the field of training competent employees;
therefore the development of employees is becoming an increasingly important task of human resource management.

Thus, the main impetus to the emergence of human resources management was the need of many international
companies to increase their competitiveness. At the same time, the best use of human resources through the use of systems and
methods of human resource management was considered as the main means to achieve this goal. Despite the fact that human
resource management has much in common with traditional personnel management, this approach addresses some of the
drawbacks inherent in personnel management used in the past. In particular, this relates to the strategic approach used in the
management of human resources. These trends indicate an enrichment of the human resource management function in the
foreseeable future and an increase in its importance in management as a whole, which in turn determines the increasing role of
science, which studies and constructs this most important area of management.

In our opinion, honesty, truthfulness, decency and respect, as well as modern principles, trends and methods of
management of MNCs and friendly management of human resources allow AHAFM to be among the leaders of international
corporate in the UAE. Our future development of the AHAFM is the expansion of subsidiaries to other countries: India,
Pakistan, Bangladesh, and Indonesia.
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