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Abstract. Job satisfaction and motivation are vital in companies’ productivity rate. New technologies
shape our well know world in the way it wasn’t expected. The integration of Artificial Intelligence (Al) as an
enhancement tool in various areas has gained significant attention in recent years. Steps are being taken to
create new work experiences that include the use of Al as a motivation improvement tool. Main difficulties of
implementation of Al are — common biases towards Al as an instrument which will theft workplaces, slow
application of innovation by enterprises, and lack of simple way for applying such technologies. Main
methodology is qualitative research of secondary data by metanalysis and systematic review of various types of
works concerning motivation, correlation of it with productivity and its interconnection with job satisfaction,
and finally framework where Al can be used as enhancement tool. Conclusion proposes deeper in-house
research of behavior of employee tools it is applied on, and work towards biased opinion in the direction of Al
by increasing education on this subject.

Keywords: Artificial Intelligence, Employee Motivation, Personalized Experiences, Task Automation,
Data Privacy.

INTRODUCTION. Most of the time motivation in modern days overlooked at and
not taken into account when business strategies are built. Employee motivation is crucial
when steps towards improving work effectiveness and cost efficiency are taken. It is directly
affects in situations which involves organizational success, productivity, is decided by this
factor. Particularly in Small and Medium Enterprises (SMESs), vast majority of which revenue
depends on the productivity of employees. SMEs productivity rates go up with higher
employee engagement levels [1]. This effect seen not that much in big corporates which
revenue depend on strategies made by managers and people who work in the “fields”, because
of the scales and decentralization of all processes. Even so, vast increase of motivation level
can improve state of the big company’s income. Due to lack of enormous budgets generally
available to big concerns, opportunity to make research and study its weakness is inaccessible
for this category of firms. SMEs are one of the major parts of the country's economy, and
exceptionally vital in developing states [2]. This leads to indirect correlation of employee
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motivation with developing countries’ wealth. Job satisfaction and performance connection is evident
and noticeable [3]. Clearly motivation of worker is only one of the aspects for succeeding advance of
economy, however it should be reckoned as a key factor for general nation’s well-being and stable
growth. Three industrial revolutions happened in the past of the humanity history, and the 4th
on its early days, as a result of artificial intelligence achievements educational sectors benefit
from information technologies [4]. Al, cloud computing and Internet of Things are based on
the roots of the 3™ revolution, with increasing levels of information and continuous
integration of tech and human-machine interfaces[5], globalization and decentralization is
now the leading theme of the late 21st century. Information’s role became main in the current
fast paced technology centered states’ economies and average citizens’ everyday life as well.
Human perceptions' capabilities are no match for rapidly growing information consumerism,
which even shapes the way brain operates [6]. Information pollution is a modern term for the
overflow of the information field with unnecessary and sometimes dangerous information,
which can also leave its marks on employees' performance, leading to burnout, decreased
productivity and lack of motivation in workflow [7].

Techniques and instruments for combating burnout syndrome and work-related stress
with high effectiveness rate is appeared in studies [8], however it can result in extra expenses
as a reformation of companies’ healthcare policies. Personalized human support is in its
beginning with approaches toward motivation of employee with applications such as
“Naluri”, nevertheless application still needs consideration and future improvements [9]. In
the evolving landscape of the modern workplace, new technologies are playing an important
role in changing of the way how staff members are managed in terms of motivation.

With the continuous evolution of technology, Al has appeared as a powerful tool
capable of transforming various aspects of the office environment, including enhancing
motivation among employees. This study aims to explore the role of Al in improving
employee motivation, examining its impact on various sides of the workplace, and clarifying
the potential benefits and concerns associated with its implementation.

Average employee can find the idea of keeping up with growing number of machine
learning algorithms simply overwhelming. Taking another direction and rewriting not the
methods of motivation of employee, but forming new kind of interaction between office
team's members and Artificial Intelligence (Al) can change workflow itself by letting Al
shape landscape of the work. It seems possible to use technology in the advantage of the staff
for analysis of behavioral patterns and creation of a better condition for work. With Al
analyzing most productive personal patterns and reducing work hours by automatization. The
reduction in the working days and shift to 4 working days week shows its effectiveness
already, by establishing healthy work-life balance [7]. There are room for further
improvements and reduction of working hours to help employees to focus on creative work
and actions requiring emotional intellect (for instance: supporting coworkers, holding long
stressful communication with clients).

MAIN PROVISIONS. The integration of Al in the workplace has the potential to
significantly enhance employee motivation through personalized experiences, task
automation, and encouraging collaborative work environment. Addressing concerns related to
job displacement, data privacy, and biases in Al systems is crucial to ensure that the
implementation of Al augments, rather than hampers, employee motivation in the office.

RESEARCH METHODOLOGY. Methodology of this study is focused on the effect
of Artificial Intelligence (Al) as an instrument for enhancing office employee motivation
grounded on a qualitative metanalysis. Basing its research on theoretical framework,
involving a comprehensive review and analysis of existing literature, theoretical models, and
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case studies to explore and understand the various mechanisms through which Al affects
employee motivation in office environments.

The approach primarily includes a systematic review of academic papers, scholarly
articles, industry reports, and reputable publications focusing on Al applications in the
workplace and employee motivation. This review aims to identify and analyze the theoretical
underpinnings of how Al can influence motivational factors within office settings. Various
theories, such as Maslow's hierarchy of needs, Herzberg's two-factor theory, and Self-
Determination Theory, will serve as a foundational basis to comprehend the intrinsic and
extrinsic motivational elements relevant to Al integration.

Furthermore, the examination of case studies from organizations that have
implemented Al-driven initiatives to enhance employee motivation will provide practical
insights into the real-world impact of Al applications. These case studies will be analyzed to
extract key success factors, challenges, and implications arising from the implementation of
Al as a motivational tool in different workplace settings.

The methodology also involves the exploration of ethical considerations and potential
socio-psychological implications associated with the use of Al in motivating employees. This
includes understanding the impact of job displacement fears, ensuring data privacy, and
mitigating biases in Al systems, which can significantly influence the acceptance and
effectiveness of Al-driven motivational strategies.

The selection of relevant literature studies will follow a systematic approach, ensuring
that the sources used are credible, and contribute significantly to understanding the theoretical
and practical implications of Al as an enhancer of office employee motivation. The
combination of these various sources will enable an inclusive and strong theoretical
framework to understand the complex relationship between Al and employee motivation in
the office environment.

LITERATURE REVIEW. At its core, motivation in the workplace is a complex
concept influenced by various factors, encompassing both intrinsic and extrinsic elements.
Several theories, such as Maslow's hierarchy of needs [10], Herzberg's two-factor theory [11],
and Self-Determination Theory [12], emphasize the significance of factors like recognition,
autonomy, and a sense of purpose in fostering employee motivation. The integration of Al in
the workplace seeks to address these elements by leveraging technological solutions to supply
individual employee needs and preferences.

One primary way Al enhances motivation is through personalized experiences. Al-
powered systems can analyze vast amounts of data to understand individual preferences, work
patterns, and areas of interest [13]. By utilizing machine learning algorithms, Al can tailor
recommendations and suggestions for professional development opportunities, task
assignments, or even leisure activities within the office environment. For instance, an Al-
driven platform can suggest skill development courses or projects aligned with an employee's
career aspirations and interests, thereby enhancing their sense of purpose and engagement.

Al's capacity to restructure routine tasks contributes significantly to employee
motivation. Routine administrative work often leads to monotony and decreased motivation
among employees. Al, through automation and smart algorithms, can ease employees from
repetitive tasks, allowing them to focus on more intellectually stimulating and meaningful
work [14]. For example, Al-based systems can manage schedules, organize emails, and
generate reports, thus freeing up employees' time to concentrate on tasks that require
creativity and critical thinking.

Al also nurtures a collaborative work environment. Collaboration is a crucial aspect of
employee motivation, as it promotes a sense of belonging and teamwork. Al facilitates
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collaboration by enabling seamless communication, knowledge sharing, and team
coordination. Intelligent chatbots, for instance, can provide real-time assistance and
information, enhancing communication within teams [15]. Furthermore, Al-powered
platforms can suggest suitable team compositions based on individuals' strengths and skill
sets, thus optimizing productivity and fostering a sense of collective achievement.

The implementation of Al in the workplace also raises certain concerns that can
potentially impact employee motivation. One significant concern is the fear of job
displacement. Employees may feel threatened by the prospect of Al taking over their roles,
leading to demotivation and decreased job satisfaction [16]. Addressing these concerns
requires effective communication and transparency from management to assure employees
that Al aims to augment their capabilities rather than replace them.

Another concern pertains to data privacy and ethical considerations. Al systems
heavily rely on data to function effectively. The collection and utilization of employee data
may raise ethical questions regarding privacy and consent [17]. To maintain high employee
motivation, it is crucial for organizations to establish clear policies regarding data usage,
ensuring transparency and respecting employee privacy.

The reliance on Al systems introduces the risk of technical failures or biases in
decision-making [18]. If employees perceive Al as flawed or biased, it might negatively
impact their trust in the system and subsequently their motivation to engage with Al-driven
processes.

RESULTS AND DISCUSSION. Al-Driven Personalization for Employee
Motivation. Artificial Intelligence (Al) has revolutionized the landscape of employee
motivation in office environments through personalized experiences. The customization of
work experiences tailored to individual preferences and aspirations has significantly impacted
motivation levels. Al-driven personalization not only caters to the diverse needs of employees
but also aligns work assignments and developmental opportunities, influencing their sense of
purpose and engagement.

Al's ability to process extensive data and identify individual patterns plays a pivotal
role in creating personalized experiences for employees [13]. This personalization begins with
the analysis of an employee's work preferences, strengths, career goals, and interests. By
employing machine learning algorithms, Al systems can recommend tasks, projects, or
learning opportunities suited to individual aspirations. For instance, an Al-driven platform
might suggest tailored skill development courses aligned with an employee's career path or
assign projects that resonate with their interests. Such recommendations contribute to
fostering a sense of value and relevance in the assigned tasks, enhancing an employee's
intrinsic motivation [12].

Moreover, Al's personalization strategies extend beyond work-related tasks. By
considering an employee's personal preferences or hobbies, Al can suggest leisure activities
or social events within the workplace, further elevating employee satisfaction and
engagement. For example, an Al system might recommend wellness activities or team-
building events based on employees' interests, thus promoting a sense of belonging and
enhancing their overall workplace experience.

Furthermore, the continuous learning capacity of Al systems ensures the adaptation
and refinement of recommendations based on an employee's changing preferences and
aspirations over time. The dynamic nature of these Al systems enables ongoing adjustments
to accommodate evolving needs, thereby sustaining a high level of personalization in the
workplace.
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Several studies demonstrate the effectiveness of Al-driven personalization in
employee motivation. Organizations that have successfully implemented Al for personalized
experiences have reported increased job satisfaction, engagement, and a positive impact on
retention rates [15]. These findings highlight the importance of tailoring work experiences to
individual employee preferences as a key driver of motivation and satisfaction in the
workplace.

However, challenges associated with Al-driven personalization include ensuring the
ethical use of employee data, transparency in data collection, and addressing concerns related
to employee privacy [17]. Maintaining trust and confidentiality while leveraging Al to
personalize experiences is essential to uphold employee motivation and commitment.

Al-driven personalization significantly influences office employee motivation by
tailoring work experiences, tasks, and developmental opportunities to individual preferences
and aspirations. The continual evolution and refinement of Al systems ensure ongoing
personalization, ultimately enhancing employees' sense of purpose, engagement, and
satisfaction in the workplace.

Task Automation and Motivation.

In the contemporary workplace, task automation through Al stands as a significant
tool in enhancing office employee motivation. The capacity of Al to streamline and automate
routine tasks, liberating employees from monotonous responsibilities, has a profound impact
on their motivation levels. This process enables employees to focus on more challenging and
intellectually stimulating work, leading to increased job satisfaction and motivation.

Al's automation abilities rely on smart algorithms and machine learning to handle
repetitive and mundane tasks, freeing up employees' time and mental energy [14]. For
instance, administrative duties such as data entry, scheduling, or basic customer service can
be efficiently managed by Al systems. By automating these tasks, employees can allocate
their time and efforts to more engaging and high-value tasks that require creativity and critical
thinking.

The liberation from mundane tasks positively affects employees’ motivation by
reducing monotony and enhancing job satisfaction. This aspect is crucial as mundane and
repetitive tasks often lead to a decrease in motivation, with employees feeling disengaged or
undervalued [11]. When Al takes over these routine tasks, employees can redirect their focus
towards work that provides a sense of accomplishment and intellectual challenge, contributing
significantly to their motivation levels.

Studies have shown a positive correlation between task automation through Al and
increased job satisfaction. Organizations implementing Al-driven automation have reported
higher levels of employee engagement, as individuals feel more fulfilled and productive in
roles that emphasize their unique skills and capabilities [16]. This shift in focus from routine
tasks to more stimulating work contributes to a greater sense of purpose and accomplishment
among employees.

However, concerns arise regarding the potential fear of job displacement due to Al
automation [16]. Employees might feel threatened by the prospect of Al taking over their
roles, which could negatively impact their motivation and job satisfaction. Addressing these
concerns is crucial for maintaining employee morale and ensuring that Al is perceived as a
tool that complements and elevates their work rather than a threat to job security.

Moreover, effective implementation of Al-driven task automation requires careful
management to prevent any negative consequences. Maintaining open communication and
involving employees in the process of task reassignment or skill development can mitigate
apprehensions and enhance acceptance of Al-driven changes within the workplace [14].
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In summary, the integration of Al for task automation significantly influences
employee motivation by relieving them from mundane tasks and allowing them to engage in
work that is intellectually stimulating and rewarding. Nonetheless, addressing concerns
related to job displacement fears and ensuring effective communication and involvement of
employees in the process are essential to sustain and enhance employee motivation.

Fostering collaboration through Avrtificial Intelligence (Al) stands as a pivotal strategy
in enhancing office employee motivation. Al-driven tools and platforms have significantly
influenced the way employees communicate, share knowledge, and coordinate activities,
ultimately contributing to a more collaborative and motivated work environment.

Al facilitates communication among employees, enabling seamless and efficient
exchange of information, ideas, and feedback. Intelligent chatbots and communication tools
powered by Al can provide real-time support and guidance, which not only improves
communication within teams but also fosters a sense of interconnectedness and support [15].
Such platforms create an environment where employees feel more connected and engaged,
leading to higher levels of motivation.

Al tools are instrumental in knowledge sharing by organizing and providing access to
vast amounts of information within the organization. Intelligent systems can analyze data to
offer valuable insights and suggestions, fostering an environment where employees have
access to relevant information, leading to more informed decision-making and increased
collaboration. When employees have access to the right information at the right time, it
encourages a more collaborative atmosphere, enhancing motivation and engagement.

Al's role in team coordination is also noteworthy. By analyzing employees' skills,
strengths, and past performance data, Al systems can suggest suitable team compositions,
optimizing productivity and fostering a sense of collective achievement [13]. This optimized
team dynamic promotes a sense of inclusivity and ensures that each team member's strengths
are utilized effectively, contributing to overall motivation.

Studies have shown that organizations leveraging Al for collaboration have reported
improved teamwork and higher levels of employee satisfaction. These organizations have
witnessed a significant increase in productivity and innovation due to the collaborative
environment fostered by Al [15]. When employees feel they are part of a collaborative team
that values their contributions and skills, it positively impacts their motivation and job
satisfaction.

Challenges related to Al-driven collaboration exist, such as the risk of biases in team
compositions and decision-making processes. Biases in Al algorithms can potentially affect
team dynamics and performance, leading to concerns about fairness and trust among
employees [18]. Mitigating these biases and ensuring fair and transparent Al systems are
essential to maintain and enhance motivation in a collaborative workplace.

Al significantly impacts office employee motivation by fostering collaboration
through enhanced communication, knowledge sharing, and optimized team coordination.
While the advantages of Al in collaboration are evident, addressing concerns related to biases
and ensuring fair Al systems are crucial to sustain and elevate employee motivation in a
collaborative work environment.

Challenges and Concerns in Al Implementation.

The implementation of Artificial Intelligence (Al) in the workplace, while offering
numerous benefits in enhancing office employee motivation, also presents several challenges
and concerns that need careful consideration for effective integration.
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One of the primary concerns revolves around the fear of job displacement. Employees
might perceive Al as a threat to their job security, leading to a decrease in motivation and job
satisfaction [16]. Addressing this concern requires transparent communication from
management to assure employees that Al's implementation aims to augment their capabilities
rather than replace them.

Data privacy and ethical considerations also emerge as significant challenges. Al
systems heavily rely on data, raising ethical questions regarding data privacy and consent
[17]. To maintain high employee motivation, it is crucial for organizations to establish clear
policies regarding data usage, ensuring transparency and respecting employee privacy.

Additionally, the reliance on Al systems introduces the risk of technical failures or
biases in decision-making [18]. Employees might perceive Al as flawed or biased, which can
negatively impact their trust in the system and subsequently their motivation to engage with
Al-driven processes. Addressing these concerns requires continuous evaluation and refining
of Al systems to minimize biases and errors.

Furthermore, the need for upskilling and retraining employees to effectively work
alongside Al is a notable challenge in implementation. It's crucial to provide adequate training
and resources to ensure that employees feel empowered and capable of working in harmony
with Al systems [14]. This training not only contributes to employee satisfaction but also to
the success of Al implementation in enhancing motivation.

Another challenge lies in the potential psychological impact on employees. The fear of
change and uncertainties surrounding Al adoption can lead to resistance, affecting employee
motivation negatively. Strategies to manage these psychological impacts, such as clear
communication and change management initiatives, are essential for successful Al integration
[11].

Successful integration of Al as an enhancement instrument for office employee
motivation is contingent on addressing these challenges and concerns. Mitigating fears of job
displacement, ensuring data privacy and ethical usage, minimizing biases in Al systems,
providing adequate training, and managing the psychological impacts of change are crucial to
sustain and enhance employee motivation in the workplace.

CONCLUSION. The integration of Artificial Intelligence (Al) as a tool to enhance
office employee motivation represents a deep transformation in the contemporary workplace.
Throughout this comprehensive review, it becomes evident that Al holds significant potential
in influencing various facets of employee motivation, ranging from personalized experiences
to task automation, fostering collaboration, and presenting both opportunities and challenges
in its implementation.

Al-driven personalization offers a remarkable opportunity to tailor work experiences
to individual employee preferences and aspirations. By harnessing machine learning and data
analysis, Al can recommend tasks, projects, and learning opportunities tailored to an
employee's career path, thereby boosting intrinsic motivation and providing a sense of
purpose. Additionally, Al's capability to automate routine tasks alleviates employees from
monotonous responsibilities, freeing up time for more stimulating and rewarding work. This
liberation positively influences employee satisfaction and motivation by allowing them to
engage in tasks that provide a sense of fulfillment and intellectual challenge.

Promoting collaboration through Al-driven tools and platforms significantly impacts
employee motivation by improving communication, knowledge sharing, and team
coordination. The ability of Al to offer real-time support, access to information, and
optimized team compositions enhances a sense of interconnectedness and inclusivity,
fostering a more collaborative work environment and promoting employee motivation.
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Despite the evident benefits, the implementation of Al presents several challenges and
concerns. Job displacement fears, ethical considerations regarding data privacy, biases in
decision-making, the need for employee upskilling, and potential psychological impacts
require meticulous attention. Managing these concerns is pivotal to ensure that Al
implementation augments, rather than hampers, employee motivation.

To resolve these challenges, organizations must provide transparent communication,
clear policies on data usage, continuous assessment of Al systems to minimize biases, ensure
adequate employee training, and make effective change management initiatives. These efforts
are crucial in abating employees' fear of job displacement and fears associated with Al
adoption, which can negatively impact their motivation and overall satisfaction.

The successful integration of Al to enhance employee motivation requires a strategic
balance. Organizations must recognize the importance of Al in transforming the workplace
and acknowledge its potential to improve employee motivation. At the same time, it is critical
to understand and manage the concerns associated with its implementation to maintain a
positive work environment.

This scientific exploration into Al's role in enhancing office employee motivation
underscores the need for ongoing research and development. As Al technology evolves,
continued studies and practical applications will refine strategies to leverage Al effectively as
a motivational tool in the office environment.

In conclusion, the integration of Al as an enhancement instrument for office employee
motivation is a complex process. While there are high expectations of capability in
personalization, task automation, and collaboration, it requires cautious consideration to
discourse tasks and guarantee that it contributes positively to the workplace, enhancing
employee motivation and overall satisfaction.
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KEHCE KbBI3BMETKEPJIEPTHIH MOTUBAIIMSICBIH ) KAKCAPTY K¥PAJIbI PETTHJIE
KACAHAbI MTHTEJUIEKT KOJITAHBICHI

Cykupno, K. Bazoayremog*
IDicoxvaxapma Memnexemmik Yuueepcumemi, Hnoonesus

Tyiin. Kymvicka xanasammauywslivlk HeH MOMUBAYUs KOMNAHUSHBIY OHIMOINIK Oeneeliinde
Manpi30bl  pon  amxapaosl. Kanwa mexnono2usnap 0i30iy JHCAKCHl MAHLIC 2AeMOI  KymnezeH mypoe
Kanvinmacmulpaowl. Kacanovr uumennexkmmi (Al) apmypai canranapoazel dcaxcapmy Kypaivl pemiHoe
OIpiKmipy CoHebl JHcbli0apvl aumapavlKmai Hazap ayoapovl. MomusayusHvl dcaxcapmy Kypanel peminoe Al
nanoananyovl KAMMUMblH JICAHA JHCYMbIC Madcipubecin dcacay Ywin Kadamoap oiscacanyoa. Kacanowl
UHMeNIeKm eH2i3y0ly He2i3el KUbIHObIKMAPbl — HCYMbIC OPLIHOAPLIH Ypraumely Kypan peminoe AH-ce Oecen
HCANNBL KOIKAPACMAD, KICINOPLIHOAPOLIH UHHOBAYUAAPOLL DAY KOIOAHYbL HCIHEe MYHOAL MEeXHONI0SUANAPObL
KONOanyObly KapanauvlM macinoepiniy swcokmoievl. Heeizei adicmeme — momusayused, oHblH OHIMOLNIKNEH
APAKAMBIHACHIHA  JICIHE JICYMBICKA KAHARAMMAHYMEH 03apa  OAIAHbICLIHA  KAMbICMbL IPMYPIL  JHCYMbIC
mypiepin Memamanoay HcaHe JHCYUenl WOLy apKblibl Kaumanama Oepekmepoi candaibl 3epmmey JHCIHE
axvipuinoa, Al scakcapmy Kypanvl peminde nanoananyza 6oiamoin Kypolivim. Kopulmeinosl Kbizmemkepiepoin
MIHEe3-KYIKbIH mepeHipek 3epmmeyoi YCoiHabl, 01 KOLOAHbLIAMbIH KYPAI0apObl HCIHE OCbl MAKbIPLIN OOUbIHUA
binim bepyoi apmmuipy apxvlavl Al bazeimvinoa Oipocakmel RIKipee HCYMbIC icmeyOi YCbIHAObL.

Tyiin ce3dep: dicacanovl uUHmMeENIEKm, Kbl3memkepaepoi bIHMAIAHObIPY, Jiceke madicipubenep,
Mancelpmanapobl agMOMammanovipy, 0epeKmepoiy KYNUusibliblebl.

UCKYCCTBEHHbII MTHTEJUIEKT KAK MHCTPYMEHT MOBBIIIEHAS MOTUBALIMU
OPUCHBIX COTPYJIHUKOB

Cykupno, K. bazoayremog*

Tocyoapcmeennviii Yuusepcumem [icokvskapmot - Mnoonesus
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Pesrome. Yoosenemsopennocmv pabomoii u MOMUBAYUA USPAIOM  GAJICHYIO PONb 6 HOGbIULEHUU
npouszsooumenvHocmu Komnauuil. Hogvie mexnonozuu opmupyrom Hawi XOpowo 3HAKOMbIU MUp Max, Kax
HUKMO He odcuoan. B nocrneonue 200vl 3nauumenvroe HuUMaHue yOelsemcs UHmezpayuu UCKyCCmEeHHO20
unmenaexkma (MH) 6 kauecmee uHcmpymenma nogvluieHus 3ghgexmusnocmu 6 pasiuuHuiX 00ACMAX.
IIpeonpunumaromes wiazu no co30aHUI0 HOBO20 ONbLIMA pabomvl, EKIOYAIOWeE20 ucnonv3osanue UM ¢ kauecmee
uHcmpymenma  nosviuwenus  momusayuy. OcHogubiMu  mpyOHOCmAMU — eHeOpeHus MU aensiomes -
pacnpocmpanentoe npedybexcoenue npomus MU xax uncmpymenma, Komopulii npusedem K nomepe padouux
Mecm, MeOneHHOe NpuMeHeHue UHHO8AYUI NPeOnpUAmUAMY U OMCYMCmeue NPoCmvlX Cnocob08 npumeHeHus
makux mexuonozuil. OcHOBHASL MemOoOoao2Us - KA4ecmeeHHoe UCCIe008aHUe 6MOPUUHBIX OAHHBIX HYymeM
Memaananu3a u cUCmeMamuyeckozo 0030pa pasiuyHvlx padom, KACArowuxcs MOMUSAYUY, ee Koppeiayuu ¢
nPoU3BOOUMENbHOCHBIO U 83AUMOCEA3U C YOOSIIeMEOPEHHOCMbIO pabOmOl, U, HAKOHeY, PAMOK, 8 Komopuix MU
Modicem Oblmb UCHOAL308AH KAK UHCIPYMEHM Nosbluienus sggexkmusnocmu. B 3axmouenuu npeonazaemcs
bonee 2myboKoe BHympeHHee ucciedosanue nosedeHUs: COmpyOHUKO8, Ha KOMOPLIX OH NPUMeHsemcs, u paboma
no gopmuposanuro npeode3snmozo MHuenuss 6 cmopory MH nymem noeviuieHus ypogHs 06pazoeanus 6 3moil
obnacmu.

Knrwouesvie cnosa: Hckyccmeenuviili uHmMeLIEKn, MOMUBAYUsE COMPYOHUKO8, NEPCOHATUSUPOBAHHbIL
ONbIM, ABMOMAMU3AYUA 3A0aY, KOHDUOEHYUATLHOCIb OAHHBIX.
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