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Muccus M cTpaTermyeckue 3a1a4u

K 2130 rogy Ynpasnenue no padote ¢ nepconaiom bBHTY Oynet urpars KitoueByro
POJIb B CO3/IaHUU BBICOKOA((EKTUBHOM U aIallTUBHOW KOMAH/IbI, KOTOPasi CMOXET
NOJJIeP>KMUBAaTh MHHOBAIIMOHHOE Pa3BUTHE YHUBEPCUTETA U HAYUHBIX UCCIEIOBaHUMH,
oOecreunBasi TMHOKOCTh U BBICOKYIO KBATM(DHUKAIIMIO KAJAPOB B YCIOBUIX CTPEMUTENHHO
MEHSIOIIETOCS TEXHOJIOTHYECKOT0 U 00pa3zoBareabHOro Janamadra. OCHOBHOM
3a/laueil CTaHeT CO3/IaHKe U MOoAiepKaHue THOKOW SKOCUCTEMBI YIIPaBIECHUS
NIEPCOHAJIOM, UCTIOb3YSl UCKYCCTBEHHBI MHTEIIEKT, aBTOMATU3UPOBAHHBIE CUCTEMBI
no0opa 1 ynpaBlIeHUs], a TAK)Ke OMOMETpUYECKHe U HeUpouHTepPechl s
ONTUMAJIbHON PAaCCTaHOBKHU KaJpOB U 3PHEKTUBHOTO pa3BUTHUS COTPYIHUKOB.

OcHOBHbBIC HATIPABJICHHS 1eATEILHOCTH

1. IaTennexTyanbHas 1 aBTOMaTU3UPOBaHHAsL PACCTAHOBKA KaJpOB

* Vcnonw3zoBanue MU nnst mporuo3upoBaHust NOTpeOHOCTEH B Kaapax, aHaIM3a
npo(deccCHOHaNbHBIX U TUMYHOCTHBIX XapaKTEPUCTUK COTPYAHUKOB U aBTOMATHYECKOM
PacCTaHOBKH KaJpOB MO KJIKOYEBBIM HAMPABJIECHUSM Ha OCHOBE UX OIIBITA,
NPEANOYTEHUN U KAPbEPHBIX LEIEH.

* BHenpenue HelipounTepeiicoB 1 OMOMETPUUYECKUX TEXHOJIOTUM JIJISt OIEHKHU
IICUXO03MOIMOHATBHOTO COCTOSIHUSI COTPYAHUKOB M ONITUMU3AIUU UX TPYIOBOTO
NOTEHIIHAAJIA.

* [Ipumenenne cucTeMbl OJIOKUEHH JUIsl YIIpaBiICHUS KaIpOBBIMH 3aITUCSAMU U
oOecrieueHus X MOJHOM 0€30MaCHOCTH U IPO3PAYHOCTH.

2. Atrecranus U NpoPecCUOHAIbLHOE Pa3BUTHE

* Buptyansublie miat@opmsl 715 TPOBEICHUS aTTECTAllMU U OLICHKU COTPYAHUKOB B
dopmare VR/AR, rae nepconan MoxeT IpoJeMOHCTPUPOBATH CBOM HaBBIKU B
peanbHBIX padOYMX YCIOBUAX C UCIOJIb30BaHUEM IIU(POBBIX MOIEIEH.

* [lepconanu3upoBaHHbIe POrpaMMbl NPOHECCUOHATBHOTO Pa3BUTHUS, OCHOBAHHbBIC HA
aHaJu3€ TaHHBIX COTPYIHHUKOB € MOMONIbI0 M, 4TO MO3BOMISIET KaKIOMYy COTPYIHUKY
pa3BUBaTh CBOM KOMIIETEHLIUU B HYKHBIX HaIlPaBICHUSX.

* nterpanusi OMOMH>KEHEPHBIX TEXHOJIOTUN JUIsl YIy4YlIEHUS! YMCTBEHHOU U
(Gu3HUeCcKoi MOATOTOBKU MEPCOHAIA C TOMOILbIO HEUPOCTUMYJISIIIUM U KOTHUTUBHBIX
TPEHAXKEPOB.

3. OnTumu3anus YUCIEHHOCTU U CTPYKTYPbl YHUBEPCUTETA

* PazpaboTka 1 BHeipeHrEe THOKUX CUCTEM, KOTOpbIe ucnonb3ytoT MU s
IIPOTHO3UPOBAHUS U3MEHEHUH B CTPYKTYPE YHUBEPCUTETA, & TAKKE U1 ONTUMHU3ALINT
YUCJIEHHOCTU U 3P(HEKTUBHOCTH pabOTHI IEPCOHANIA B YCIOBUAX U3MEHEHHIA.

* Bueapenne camoo0yyaromuxcsi CUCTEM JJIs1 aBTOMAaTUYECKOTO COBEPILIEHCTBOBAHUS
BHYTPEHHEH CTPYKTYpbI U MNIAHUPOBAHUS KaIPOBBIX MOTPEOHOCTEH B 1OJATOCPOUHOM
NIEPCIIEKTUBE.

* Mcnonp3oBanue HU(PPOBBIX IBOWHUKOB JJIs1 MOACIUPOBAHUS PabOThI MepcoHaNa u
B3aUMOJEHUCTBUS MEXKIY MOAPA3ACIICHUSIMA YHUBEPCUTETA.



4. TTopaeprkka KOPIIOPATUBHOM KYJIBTYPBI U COOTIOJICHUE TPYIOBOTO
3aKOHOJIATENBCTBA

* lcnonp3oBanme HEMpOCETEBBIX MIaThOpM 111 GOPMHUPOBAHUS U TIOIICPKAHUS
KOPIOPATUBHOM KYJIbTYPbl, OCHOBAHHOM Ha LICHHOCTSX NHHOBAIMN, KOJUIEKTUBHOTO
VMHTEJUIEKTA U YCTOMYMBOIO Pa3BUTHSL.

* ABTOMATH3AIMA MTPOIIECCOB KOHTPOJISI 32 COOJTIOIEHUEM 3aKOHOIATEIhCTBA O TPY/IC
U TPYJOBOM IuCHUIIIHHE ¢ ToMoIsio MU, koTopelii OyeT aHanmu3upoBaTh padodne
MIPOLIECCHI U TPEAYIPEXKIATH O BO3MOKHBIX HAPYILICHUSAX B pEaIbHOM BPEMEHHU.

* Bueapenne ruOKUx MHCTPYMEHTOB JUISI a/IallTallid COTPYIHUKOB B MEHSIFOIIIEMCS
paboueM mpoliecce, B TOM YHCIIe Yepe3 MePCOHATH3NPOBAHHBIC TPOTPAMMBI 37J0POBBS
1 OJIaromnoIyJusl.

5. KanpoBoe f1e10npon3BoCTBO U MPETEH3MOHHAS padoTa

* ABTOMAaTH3aIMA KaJPOBOTO JCIONPOU3BOICTBA C UCTIOIb30BAHUEM OJIOKYCIH-
TEXHOJIOTUH J1s1 00eCTieYeHUsI MOTHON NPO3PAYHOCTH U UCKITFOUECHHS YEJIIOBEUYECKOTO
¢dakTopa B JTOKYMEHTAIIUH.

* Pa3zpaboTka MHTEIJIEKTyaIbHBIX CUCTEM JIJIsI 00pa0OTKU IPETEH3UN U 00paIeHH
COTPYAHUKOB, C BO3MOXHOCTBIO ABTOMATUYECKON JUArHOCTUKU U MPEIIOKEHUS
pELICHUH B paMKaxX KOPIOPATUBHOM MOJTUTHUKHU.

3akioueHue

VYmpasnenue no pabore ¢ nepconasom BHTY B 2130 roxy craner
BBICOKOTEXHOJIOTUYHOM €MHHULIEN, UCTIOJIb3YIOIEH HCKYCCTBEHHBIM UHTEIUIEKT,
HelipouHTepdenchl U qpyrue neperoBble TEXHOIOTHH ISl ONTUMH3AIUN BCeX
MIPOLIECCOB, CBA3aHHBIX C Kajpamu. biarogaps sTtoMmy yrpasieHue 00ecreduT
BBICOKHI YPOBEHb MOJITOTOBKH, a/IaNTAIlUU U PA3BUTHUS COTPYIHUKOB, CO3/1aBast
TUOKYT0 ¥ 2P(HEKTUBHYIO KaJIPOBYIO YKOCUCTEMY, KOTOpasi OyAeT CocoOCTBOBATH
YCHEIHOMY Pa3BUTHIO YHUBEPCUTETA B YCIOBUAX ObICTPO MEHSIOIINXCS TEXHOJIOTUI
Y COLMAJIbHBIX TEHIACHIIUM.

ABOUT THE DIVISION
Text generated by ChatGPT 40

Mission and strategic objectives

By 2130, the BNTU Human Resources Department will play a key role in creating a
highly effective and adaptive team that will be able to support the innovative
development of the university and scientific research, providing flexibility and highly
qualified personnel in a rapidly changing technological and educational landscape.
The main task will be to create and maintain a flexible ecosystem of personnel
management using artificial intelligence, automated recruitment and management
systems, as well as biometric and neural interfaces for optimal staffing and effective
employee development.



Main areas of activity

1. Intelligent and automated personnel placement

 Using Al to predict personnel needs, analyze professional and personal
characteristics of employees, and automatically assign personnel in key areas based
on their experience, preferences, and career goals.

* The introduction of neural interfaces and biometric technologies to assess the
psycho-emotional state of employees and optimize their work potential.

* The use of a blockchain system to manage personnel records and ensure their
complete security and transparency.

2. Certification and professional development

* Virtual platforms for certification and evaluation of employees in VR/AR format,
where staff can demonstrate their skills in real-world working conditions using digital
models.

* Personalized professional development programs based on the analysis of employee
data using Al, which allows each employee to develop their competencies in the right
areas.

* Integration of bioengineering technologies to improve the mental and physical
fitness of staff through neurostimulation and cognitive simulators.

3. Optimization of the number and structure of the university

* Development and implementation of flexible systems that use Al to predict changes
in the university's structure, as well as to optimize the number and effectiveness of
staff in the face of change.

 Implementation of self-learning systems for automatic improvement of the internal
structure and planning of personnel needs in the long term.

* The use of digital doubles to simulate the work of staff and the interaction between
university departments.

4. Support for corporate culture and compliance with labor laws

* Using neural network platforms to create and maintain a corporate culture based on
the values of innovation, collective intelligence and sustainable development.

» Automation of the processes of monitoring compliance with labor legislation and
labor discipline using Al, which will analyze work processes and warn about possible
violations in real time.

 Implementing flexible tools to adapt employees to a changing workflow, including
through personalized health and wellness programs.

5. Personnel records management and claims work

« Automation of personnel records management using blockchain technologies to
ensure full transparency and eliminate the human factor in documentation.

* Development of intelligent systems for processing employee claims and complaints,
with the ability to automatically diagnose and propose solutions within the framework
of corporate policy.



Conclusion

In 2130, the Personnel Management Department of BNTU will become a high-tech
unit using artificial intelligence, neural interfaces and other advanced technologies to
optimize all personnel-related processes. Due to this, the management will ensure a
high level of training, adaptation and development of employees, creating a flexible
and efficient personnel ecosystem that will contribute to the successful development
of the university in the face of rapidly changing technologies and social trends.



N3o06paxxeHue creuepupoBaHo ¢ rnomoisio DALL-E 3.
[Tpomrt:

OyTypucTHyeckoe ynpasieHue nepconanom 2130 ropa: MU u
HelpouHTepENChl AJ1sl ONTUMHU3AIMKI PACCTAHOBKU KaJpOB,
BUPTYyaJbHbIE MIIATPOPMBI ISl aTTECTALMU U PA3BUTHUS COTPYIHUKOB,
aBTOMAaTHU3UPOBAHHBIE CUCTEMBI 11 KOHTPOJISI TPYI0BOM
JTUCHUIUIMHBI U COOJIIOICHUS 3aKOHOAATeNIbCTBA. IHTEIeKTyanbHas
KOCHCTEMA C OMOMETPUUYECKUMU TEXHOJIOTUSIMU U OJIOKYEHH IS
PO3PAYHOCTH KAJPOBBIX MPOIIECCOB
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Promt:

Futuristic personnel management in 2130: Al and neural interfaces
for optimizing personnel placement, virtual platforms for employee
certification and development, automated systems for monitoring
labor discipline and compliance with legislation. An intelligent
ecosystem with biometric technologies and blockchain for
transparency of HR processes
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