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Taras Kytsak (Ukraine), Denys Ovsiannykov (Ukraine)

WORKING HOURS OF THE FUTURE:
AI TECHNOLOGIES, COLLECTIVE
SYNERGY, AND BIORHYTHMS

AS THE FOUNDATION

FOR PRODUCTIVE WORK

Abstract

This article explores the potential of integrating biological rhythms, artificial intelligence (AI),
and collective synergy to create adaptive work schedules that meet both individual needs and
organizational objectives. The paper emphasizes the misalignment of traditional static schedules
with natural circadian rhythms, highlighting the negative effects on productivity, well-being, and
stress levels. The study aims to demonstrate how Al-driven technologies, combined with biomet-
ric data from wearable devices, can optimize work schedules to improve cognitive performance
by 20-30%, as evidenced by recent studies.

The proposed methodology leverages Al to process physiological and cognitive data, tailoring
individual work schedules while ensuring team synchronization through collective synergy. By
creating «synchronization windows» for collaborative tasks, AI mitigates the loss of collective ef-
ficiency often associated with flexible schedules. The article provides a framework for implement-
ing this model, emphasizing the balance between flexibility and team interaction, supported by
technologies such as fitness trackers and machine learning algorithms.

The findings underscore the practical value of integrating AI in workforce management, offer-
ing organizations a pathway to enhance productivity by 15-20% and reduce employee turnover.
This study contributes to the discourse on modern work optimization by bridging individual
productivity, technological advancements, and collective efficiency, presenting a dynamic, future-
oriented approach to work scheduling.

Keywords artificial intelligence in workplace, work-life integration,
workplace productivity, employee well-being, biological
rhythms, work hours, collective synergy, Al scheduling

JEL Classification J22, 030

T. I. Kunak (Yxpaina), [I. II. OBcanaukos (Ykpaina)

POBOYUYMM YAC MAVBYTHBOTO:
AI-TEXHOJIOTTI, KOJIEKTMBHA
CUHEPTTI TA BIOPUTMU SK
OCHOBA IJId ITIPOOYKTUBHOI
POBOTHU

AHoTauiA

Y crarTi JOCMiIKy€eTbCA TTOTeHIia iHTerpanii 6i0/oriYHNX PUTMIB, ITy4HOTO iHTemekTy (IIII)
Ta KOJIEKTVBHOI CHHepTii /11 CTBOPEHHSA afanTUBHMX rpadikiB po6OTH, AKi BiAMOBIIAIOT AK
iHAMBiAyanbHUM HOTpebaM, TaK i 1inam opranisanii. Haromomuryerbcsa Ha Hey3rofXkeHOCTi Tpa-
AUIHHNX CTaTUYHUX IpadikiB i3 TPUPOTHMMMU LMPKAJHMMU PUTMAMM, HiKPECTIOIOYM Hera-
TUBHUI BIUTMB HAa IPOXYKTUBHICTD, CAMOIIOYYTTSA Ta PiBeHb CTpecy. [IoCimKeHHs Ma€ Ha MeTi
HPOJIeMOHCTPYBATH, K TEXHOJIOTII, KePOBaHi IITYYHNM iHTEIEKTOM, y TIO€HAHHI 3 6ioMeTpId-
HVIMM JJAHMMM 3 HOCHMUX IIPUCTPOIB MOXYTb ONTUMI3yBaTu po604i rpadiku i1 MoKpamieHHs
KOTHITMBHYX 371i6HOCTeiT Ha 20-30%, ITPO 1110 CBiAYATh OCTAHHI JOCI/KEHHS.

3anponoHoBaHa METOJOJIOTisl BUKOPUCTOBYE IITYYHUIT iHTEIEKT sl 06po6ku disiomorivHux i
KOTHITMBHMX JJAHNX, aflanTaljil iHauBigyanpHux rpadikis po6oru, 3abe3nedyoun CHHXPOHi3a-
1if0 KOMAaH/M Yepe3 KONeKTUBHY cuHeprito. CTBOPIOIOYM «BiKHA CMHXPOHisalii» #1d crinbHux
3aBfaHb, 11 sMeHIIye BTpaTy KOMEKTUBHOI eeKTUBHOCTI, AKa 4aCcTO MOB’SA3aHa 3 THYYKUMIU
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rpadikamu. Y ZOCTIIKeHH] HABOJUTHCS OCHOBA JIsl peastisalii uiei Moyiesti, HaroIoMYy€eThCs Ha
6amaHci MiXK THYYKICTIO Ta KOMaH/JHOIO B3a€MOJII€I0, 1110 IiTPUMYEThCA TAKMMM TEXHONOTiAMH,
SIK (piTHEC-TpeKepy Ta ITOPUTMI MAIIMHHOTO HaBYaHHSI.

OTpuMaHi pesynbTaTu MiIKPECIIOITh IPAaKTUIHY LiHHiCTh inTerpauii Il B ympasninusa nepco-
HaJsIOM, TIPOTIOHYIOUM OpraHi3alliAM HIIAX [0 MiBUILEHHA MPOAYKTUBHOCTI Ha 15-20% i smeH-
IIEeHHs IIMHHOCTI KafpiB. [laHe JOCTIIKeHHs pOOUTb BHECOK Y IMCKYPC PO CY4acHY ONTUMI-
3aI1i10 pOOOTH IILAXOM TTO€FHAHH IHBI{yanbHOI IPOAYKTUBHOCTI, TEXHOIOTI4HOTO TPOTpecy
Ta KOJIEKTUBHOI e(peKTUBHOCTI, IPECTAB/IAI0YY ANHAMIYHIIL, OPIEHTOBAHMIT HA MalibyTHE IIifj-
XiJi 1o IIaHyBaHHA PO6OTIL.

Karo4yoBi csi0Ba IITYYHWIT iHTeTeKT Ha po6OYOMY MicIli, iHTerpartisa Mix
PO6OTOIO Ta 0COOMCTIM KUTTAM, IPOFYKTUBHICTD Ha PO6OYOMY
MICIfi, 671aromoTya4s CiBpOOITHNKIB, 610/I0TiYHI pPUTMI, TORMHI
po60TH, KOEKTUBHA CHHepris, nanyBanHs 111

Knacudikauia JEL J22,030

INTRODUCTION

The traditional five-day workweek, introduced under the influence of the Industrial Revolution, no lon-
ger meets the needs of modern society. Changes in the nature of work, the growing role of technology,
and increased awareness of employee well-being are driving the search for new approaches to organiz-
ing working hours. New models of the workweek are becoming important tools for enhancing social
capital, balancing work and life, and increasing overall productivity.

The traditional approach to structuring work schedules has long relied on uniformity, favoring stan-
dardized working hours over individual needs and preferences. This approach often overlooks the natu-
ral biological rhythms and cognitive cycles that dictate human productivity and well-being. With the
growing awareness of these rhythms, supported by advancements in biometric tracking technologies,
organizations are beginning to explore the potential of personalized work schedules to maximize efhi-
ciency and employee satisfaction.

Simultaneously, the rise of artificial intelligence (AI) has introduced unprecedented opportunities to
analyze complex data and design adaptive systems that can optimize both individual and collective
work dynamics. The ability of Al to process large volumes of data, including physiological, cognitive,
and behavioral metrics has positioned it as a transformative tool in rethinking workplace management.

However, the challenge of balancing individual flexibility with organizational objectives remains unre-
solved. The dichotomy between personal productivity and team synergy often leads to suboptimal out-
comes, either for individuals or the collective workforce. Current models of flexible work often sacrifice
one for the other, highlighting the need for innovative solutions that harmonize these priorities.

Modern workplaces lost the connection to natural rhythms. But integrating AI with biorhythms isn’t
about inventing new patterns - it’s about rediscovering and systematically implementing these eternal
principles.

The traditional guild system balanced individual mastery with collective knowledge transfer. Similarly,
AT systems should facilitate natural hierarchies of competence while preserving essential human
relationships.

Working hours are often viewed as a point of contention between employers and employees: employers
aim to maximize profit, while employees also seek to conserve their energy. However, the underlying
contradiction runs much deeper, stemming from a misalignment with natural biological rhythms. This
misalignment is exacerbated by the rigid use of mechanical, clock-based schedules, the nature of work
itself, and the ongoing struggle to balance individual and collective efforts effectively.

2 http://dx.doi.org/10.21511/slrtp.15(1).2025.01
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1. LITERATURE REVIEW

The misalignment between traditional work
schedules and human biological rhythms has
been a critical subject of study in the field of pro-
ductivity and workforce management. Walker
(2018) provides foundational research into cir-
cadian rhythms, revealing significant variations
in human cognitive and physical performance
throughout the day. Studies by Bottenheft et al.
(2020) have demonstrated that fixed work sched-
ules often lead to reduced cognitive efficiency and
heightened stress by disregarding individual vari-
ations. Early research into circadian rhythms re-
vealed significant variations in human cognitive
and physical performance throughout the day,
identifying chronotypes such as “early birds” and
“night owls” with distinct peaks of productivity.

The integration of wearable technologies into
workforce optimization opens new avenues for
collecting real-time physiological and cognitive
data. As documented by Hyysalo et al. (2017),
these devices capture metrics providing a founda-
tion for understanding individual productivity cy-
cles. The effectiveness of biometric data in guiding
adaptive scheduling systems has been validated
through several empirical studies (Newport, 2016;
Walker, 2018).

Recent advancements in artificial intelligence en-
hance the ability to design dynamic work sched-
ules. Glaveski (2018) reported increase in produc-
tivity in organizations adopting Al-driven solu-
tions. This is further supported by McParlane’s
(2023) analysis of Microsoft’s implementation of
flexible scheduling, which demonstrated signifi-
cant organizational benefits.

The challenge of balancing individual flexibility
with collective synergy remains prominent. Yang
et al. (2021) examined how remote work affects
collaboration, while Bernstein and Turban (2018)
analyzed the impact of workspace design on hu-
man collaboration. Clopton (2011) emphasizes the
importance of social capital in team performance,
suggesting that any scheduling system must ac-
count for team dynamics.

Global workplace trends support the need for in-
novative scheduling approaches. The Gallup State

http://dx.doi.org/10.21511/slrtp.15(1).2025.01

of the Global Workplace Report (2024) and OECD
Compendium of Productivity Indicators (2024)
highlight declining engagement and productiv-
ity under traditional work models. Research by
Pencavel (2015) demonstrates diminishing re-
turns in productivity from extended working
hours, while Haraldsson and Kellam (2021) docu-
ment successful implementations of shorter work-
ing weeks.

Building upon existing research from Vise and
Malseed (2006) to recent studies by Rungta (2024),
this study proposes a comprehensive model inte-
grating biological rhythms, AI-driven personal-
ization, and collective synergy to optimize work
schedules effectively.

2. DISCUSSION

The integration of biological rhythms into work-
place scheduling represents a fundamental shift in
how we conceptualize productivity and organiza-
tional effectiveness. While traditional work struc-
tures have long prioritized standardization over
individual differences, emerging research suggests
that aligning work schedules with natural biologi-
cal patterns could unlock previously untapped
potential in both personal and team performance.
The relationship between individual chronotypes
and collective productivity presents a complex
challenge that requires careful consideration of
multiple factors.

The desire to work less can be explained by a va-
riety of psychological, social, economic, and cul-
tural factors that reflect changes in society and
human nature. Key explanations for this phenom-
enon include the following.

The desire to work less is the result of a complex
interplay of factors: the evolution of values, the
necessity to maintain health, technological prog-
ress, and the aspiration for a higher quality of
life. Scientific research supports this trend, dem-
onstrating that fewer working hours not only en-
hance well-being but often improve productivity.

Reducing working hours is also associated with ad-

dressing social issues such as demographic crises
and the restoration of family values. In European

3
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Table 1. Reasons behind the motivation to reduce working hours

Source: Based on (Bernstein & Turban, 2018; Haraldsson & Kellam, 2021; Newport, 2016; Pencavel, 2015).

Reasons Explanations

1. As material well-being and living standards improve, people begin to prioritize quality of life over
mere financial success. Studies show that people value free time for family, hobbies, and self-

Evolution of Values development more than additional work hours for extra income.

and Priorities : o ) ) )
2. Modern society increasingly seeks a balance between work and personal life (work-life balance) as a

response to the exhausting work schedules of past generations.

1. Working at a high pace leads to professional burnout, recognized by the World Health Organization

Psychological Burnout | (WHO) as a global issue.
and Stress 2. People aim to reduce stress caused by task overload, multitasking, and constant availability in the
digital age.

1. Thanks to automation and the use of technology, people can accomplish more tasks in less time.

2. Psychologists argue that reducing working hours helps improve mental health and overall

Technological Progress productivity.

and Automation o . } o
3. Reduction in working hours without loss of productivity.

4. Redistribution of time towards innovation, creativity, or relaxation.

The human body and brain have limited capacity for productive work. The desire to work less is a
natural mechanism of self-preservation. Biological rhythms and neuropsychological studies confirm
that after 8 hours of mental or physical work, productivity sharply declines.

Biological and psychological
need for rest

i1.  People feel the need to replenish their energy, which is spent on rest, sports, or creative activities.
H In most developed countries, increased labor productivity enables people to work less.

Increased social welfare 2. Reduction of the workweek in developed economies following the Industrial Revolution.

3. Studies demonstrate that people experience greater happiness and satisfaction when they have
; more free time for self-realizatio ial connections.

The traditional role of work as the primary purpose of life is evolving. Desire to devote more

Changing role of work attention to family, travel, and hobbies.

in human life H
i2.  Desire to engage in meaningful and fulfilling work.

countries, low birth rates are partially attributed Flexible work models and reduced working hours
to the modern labor market leaving insufficient are becoming essential tools for harmonizing pro-
time for family, child-rearing, and personal de- fessional and personal life in the modern world.
velopment. In this context, a shorter workweek al-

lows employees to harmoniously balance profes- The 4-day, 10-hour workweek seeks to combine the
sional life with family obligations. The experiences advantages of a shortened workday while main-
of countries like Finland and Norway show that taining the output of a typical 40-hour workweek.
flexible working conditions positively impact so- On the one hand, employees gain an additional
cial well-being. day off, potentially improving work-life balance

Table 2. Comparison of different work-week models

Source: Author based on (Clopton, 2011; Haraldsson & Kellam, 2021).

Parameter 40-hour week (5 days) Shortened week

4-day week of 10 hours
(30-32 hours over 4-5 days) y
Total working hours 40 hours 30-32 hours + overtime (4-6 40 hours
Daily workd:L:JHr':‘a::ﬁon | 10 h(:):urs

‘Init'iallyuhigh, declines b\; day’s
) end (N'SO%) )
Declines daily (”85%)

Average productivity per
hour

o~

Moderate, increases with

j High due to extended workdays
overtime

_High due to prolonged stress

oderate, disrupted with
overtime

Moderate due to fatigue

‘ Moderéte; mofé days of‘f but
fatigue on workdays

Overtime costs None

4 http://dx.doi.org/10.21511/slrtp.15(1).2025.01
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and facilitating recovery. Overtime is avoided, re-
ducing costs and mitigating the negative psycho-
logical effects of extended work hours. Ultimately,
the total working hours (40) remain unchanged,
preserving the scope of tasks.

However, certain drawbacks not only remain but
also intensify:

1. Along working day (10 hours) leads to signifi-
cant cognitive overload and fatigue towards
the end of the day. This results in decreased
productivity during the last hours of work.

2. Team synergy suffers due to fatigue, especially
in the afternoon.

3. Flexibility in balancing work and personal
matters during working days is reduced.

As a result, during the first 6-7 hours, productiv-
ity remains high, but by the 9th-10th hour of the
workday, there is a sharp decline (to ~85-90% of
initial productivity). This is due to exhaustion and
the decrease in cognitive abilities.

To maximize effectiveness, it is worth experi-
menting with flexible schedules, productivity
monitoring (using AI), and considering biologi-
cal rhythms, which would help optimize working
hours based on the characteristics of each profes-
sion and employee.

The implementation of a 4-day workweek increas-
es the additional time available for participation
in social life, volunteering, and family relationship
development. Specifically, studies show that reduc-
ing the workweek by 20% increases the number of
interpersonal interactions outside of work by 30%.

Furthermore, the level of trust and interaction be-
tween colleagues increases. In a flexible schedule
environment, employees are more likely to choose
collaboration over competition, as free time re-
duces the feeling of burnout and social pressure.

Paradoxically, reducing the length of the workweek
can enhance productivity. This idea is based on the
concept of “reducing costs through focus”. Limited
time conditions encourage employees to work more
focused, cutting down on unproductive tasks.

http://dx.doi.org/10.21511/slrtp.15(1).2025.01

The experience of companies like Microsoft Japan
demonstrates that a four-day workweek can in-
crease productivity by 40% through reducing time
spent on meetings and focusing on key tasks.

Moreover, a flexible schedule reduces stress levels
and improves employees’ overall health, which
positively impacts their performance.

Employee well-being depends not only on their
salary but also on their quality of life, which is
determined by physical, emotional, and social
comfort levels. Prolonged work without sufficient
rest leads to burnout, increased depression, and
chronic illnesses.

Flexible workweek models allow employees to focus
more on physical activity, hobbies, and spending
time with loved ones. Additionally, reducing trans-
portation loads through remote work improves the
environmental situation and lowers stress levels.

The integration of flexible schedules not only
changes approaches to work but also stimulates
innovation. In companies with flexible work mod-
els, there is an observed increase in the number
of creative ideas. For example, the introduction of
“innovation time” at Google led to the creation of
Gmail and Google Maps.

On the other hand, there are drawbacks and hid-
den risks associated with this model. These issues
are especially relevant today due to various influ-
encing factors.

The paradox of flexible scheduling lies in its du-
al nature as both catalyst and potential inhibi-
tor of innovation. While designated “innovation
time” has proven transformative in tech giants
like Google, as evidenced by products like Gmail
and Google Maps, the underlying mechanism ex-
tends beyond mere time allocation. Companies
implementing flexible schedules must balance the
benefits of individual creative freedom against the
challenges of maintaining organizational cohe-
sion. Research during the pandemic period has
highlighted this complexity — while digital tools
can bridge physical gaps, they may filter out the
spontaneous interactions that historically con-
tributed to innovation. This creates what we might
term a “flexibility-innovation paradox”, where the

5
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Work pace: impact and ineffective

management

A fast work pace leads to:

Source: Developed by the author.

e Constantstress due to the need to

meet deadlines.

¢ Reduced accuracy and quality of

work due to rushing.

¢ Exhaustion, which affects long-term

productivity.

Loneliness for single individuals
in free time

*  Flexible schedules and less time in
the office lead to a sense of isolation,
especially for employees without
social support at home.

e This negatively affects emotional
well-being and productivity.

Intellectual degradation

e Fullfocus on routine or highly
specialized tasks limits intellectual
development, leading to a decline in
critical thinking, creativity, and
adaptability.

Skill erosion

e Long breaksin the work schedule or
narrow specialization result in the
loss of broader professional skills,
limiting the worker's development.

e This causes professional stagnation
and reduces competitiveness.

Cognitive load

e Complex tasks requiring high
concentration and decision-making
cause cognitive exhaustion.

¢ The lack of balance between work
and rest exacerbates the problem.

Figure 1. Disadvantages and threats of reducing working hours

very policies intended to boost creativity could
potentially disrupt the social fabric that facilitates
idea exchange.

However, this does not mean that reducing working
schedules is unreasonable. Technological progress
enables the individualization of work schedules, but
few jobs can be performed entirely independently or
generate benefits in large organizations. Alongside
technological advancements, there is a trend toward
collective work, responsibility, and security.

Although technology allows for the customization
of work schedules, no employee can work in com-
plete isolation:

1) most tasks in large organizations are interde-
pendent, where the work of one specialist af-
fects the work of others;

2) projects that require collective effort (engi-
neering, research, or creative) cannot fully rely
on asynchronous individualization.

Technological progress not only increases produc-

tivity but also presents new challenges concerning
social and economic well-being:

6

1) collective work provides psychological support,
promotes the distribution of responsibility, and
reduces the stress of individual isolation;

2) in large organizations, teamwork creates ac-
countability and reliability, which are often
lacking in fully individualized processes.

Collective work plays an important social role in
a society increasingly immersed in technological
detachment. Another contradiction lies between
the static nature and flexibility of work schedules.

3. The transition from static schedules is neces-
sary due to the following reasons:

1. Inefficiency of a fixed approach with regard to
biological rhythms.

2. 'The need to enhance productivity and reduce
stress.

3. Modern technological capabilities to adapt
schedules.

A static schedule ignores individual biological
rhythms (circadian rhythms) that dictate a person’s

http://dx.doi.org/10.21511/slrtp.15(1).2025.01
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4

Source: Developed by the author.

* individual productivity;
e work-life balance;
* motivation and creativity;

* problems with
coordination;

Flexibility

* need for strong discipline;

* risk of blurring boundaries
between work and personal
time.

* stability and predictability; \
* collective synchronization;
* organizational control;

* ignoring individual
characteristics;

Awoness

* limited adaptability;
¢ exhaustion and burnout.

N

Figure 2. Advantages and disadvantages of static and flexible schedules

productivity and energy levels throughout the day.
People are conventionally categorized into “larks”
and “owls”, whose peak activity times differ:

1) larks are more productive in the morning;
2) owls are more active in the evening.

According to research, adherence to fixed sched-
ules reduces productivity and causes chronic
stress and burnout, as work occurs during periods
of physiological energy decline.

A flexible schedule, adapted to the physiological
and cognitive characteristics of an employee or
student, allows work to be done during moments
of peak concentration and motivation:

1) for instance, individual intervals of “cognitive
peak” (the time when the brain processes in-
formation most effectively) can be utilized for
complex tasks;

2) conversely, routine tasks can be performed
during periods of reduced activity.

A study by Harvard Business Review indicates
that organizations with flexible work schedules
observe a 15-20% increase in productivity and
a significant reduction in employee turnover.
Biological rhythms determine individual produc-
tivity peaks at different times of the day. To achieve
team synergy, however, it is crucial to synchronize

http://dx.doi.org/10.21511/slrtp.15(1).2025.01

key collaborative activities (e.g., meetings, team-
based tasks) with periods of optimal activity for
each employee:

1) using Al tools to synchronize the circadian
rhythms of different team members enhanc-
es team synergy, as individuals work together
during their “cognitive peaks”

2) conversely, poor synchronization can reduce
team productivity by misaligning activity
peaks and diminishing focus during critical
moments.

Circadian rhythms, team synergy, and Al form
a cohesive ecosystem where optimizing one ele-
ment strengthens the others. Artificial intelligence
plays a pivotal role in ensuring the flexibility, pre-
cision, and adaptability of this model. To imple-
ment such a system, technological advancements
like fitness trackers, smartwatches, and similar
devices should be leveraged to measure biological
rhythms. Al-driven algorithms can then reformat
work schedules based on the following principles:

1) incorporating biological rhythms to maxi-
mize individual productivity;

2) preserving and enhancing team collaboration
through synchronized activities;

3) wide-scale integration of AI to ensure dynam-
ic and flexible scheduling.
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1. Biological Rhythms:
* measurement of physiological and

Source: Developed by the author.

2. Al Data Processing:

creation of individualized work

psychological indicators; —> schedules.
* cognitive testing.
3. Enhancing Collective Productivity through 4. Development of customized schedules:
Team Synergy: * alignment with organizational and
 balancing collective and individual work; |———> team-specific dynamics;

* minimizing the loss of collective and
individual productivity.

flexibility and scalability.

Figure 3. Scheme for implementing biological indicators, artificial intelligence technologies,
and the concept of collective synergy in creating a work schedule

Analysis of data from wearable devices measuring
heart rate variability, cortisol levels, and cognitive
alertness reveals distinct patterns of peak perfor-
mance that vary significantly among individuals.
When AI algorithms process this biometric data
alongside team collaboration metrics, they can
identify optimal “synchronization windows” - pe-
riods where individual peak performance times
naturally overlap, creating opportunities for en-
hanced collective output. The key innovation lies
in AT’s ability to continuously adapt schedules
based on real-time physiological data while main-
taining what organizational psychologists call
“collaborative momentum” - the state where indi-
vidual circadian optimization actually strength-
ens rather than fragments team cohesion. This
creates a self-reinforcing cycle where improved
individual performance enhances team dynamics,
which in turn supports better personal productiv-
ity patterns.

This scheme describes the integration of bio-
rhythms, artificial intelligence, and collective syn-
ergy to form an adaptive work schedule that satis-
fies both individual employee needs and organiza-
tional needs.

1. Biorhythms determine physiological and psy-
chological states of a person throughout the
day. They include circadian rhythms (changes
in body activity over 24 hours) and cognitive
peaks (periods of maximum brain productiv-
ity). Using fitness trackers and cognitive test-

ing, data can be collected about optimal per-
formance times and physiological states (for
example, heart rate, stress level).

2. Artificial intelligence analyzes collected bio-
metric and cognitive data and forms indi-
vidual work schedules. Machine learning and
big data are used to build productivity models.
Optimized schedules take into account em-
ployee characteristics (cognitive peaks, energy
levels) and organizational tasks (time for col-
lective and individual work).

3. Collective energy is the synchronization of work
schedules to maximize collective work efficiency.
Team interaction often suffers in flexible sched-
ules. AI should minimize the loss of collective
advantages. AI combines workers into groups
with similar biorhythms and provides “synchro-
nization windows” for joint work.

4. Creating an optimized schedule involves bal-
ancing flexibility and collective interaction.
The schedule must correspond to employee
characteristics, take into account organiza-
tional goals, and maintain collective effective-
ness through synergy.

The revolutionary concept lies in treating the
workplace as a living organism with its own con-
sciousness, where Al acts not just as a scheduling
tool but as a collective neural network of the or-
ganization. By introducing AI to the workplace

http://dx.doi.org/10.21511/slrtp.15(1).2025.01
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ecosystem, we can visualize and quantify how in-
dividual biorhythms, team dynamics, and organi-
zational goals create a unified field of productiv-
ity - similar to how neurons form consciousness
in the brain. This biological-organizational par-
allel allows us to apply neuroscience principles to
workplace optimization, where Al serves as the
organizational limbic system, constantly balanc-
ing individual needs (like neurons) with collective
goals (like brain functions), ultimately creating a
self-aware, self-optimizing workplace ecosystem.

To form a new work week, it’s important to consid-
er the balance between productivity, biorhythms,
and demographic challenges. The development of
artificial intelligence will allow flexible integration
of individual work schedules according to each
employee’s biological rhythm while maintaining
a collective rhythm. For example, Al can analyze
productivity data, cognitive load, and tasks to op-
timize working hours.

The specifics of different industries are taken
into account through a modular approach: criti-
cal sectors operate on a mixed model, while
creative or office professions implement short-
ened or flexible weeks. The example of Iceland
and Canada demonstrates the effectiveness of a
four-day week, however maintaining effective
communication requires additional technologi-
cal solutions.

Technologies will also help maintain work rhythm
and hybrid schedules, contributing to solving the
demographic crisis through better work-life bal-
ance. Al can create a platform that adapts to com-
pany-specific tasks, personal characteristics of
employees, and global trends.

This model combines productivity with flexibility
and aims to preserve synergy in teams, eliminat-
ing excessive cognitive load and allowing human-
ity to adapt to the future labor market.

CONCLUSION

Changing the traditional approach to working time allows for achieving a better work-life balance.
Research confirms that adapting schedules to employees” biorhythms increases productivity while re-
ducing stress and professional burnout. Technological progress, particularly AI tools and biometric
devices, allows for creating individualized and adaptive work schedules. This increases the efficiency of
both individual and collective work. AT helps optimize “synchronization windows” for team collabora-
tion, minimizing the negative consequences of flexible schedules. Despite the individualization of work
schedules, collective work remains an important factor in organizational success. The integration of
biorhythms and technologies helps preserve team synergy, ensuring support, distribution of responsi-
bilities, and effective communication. The introduction of adaptive work models using AI harmonizes
individual employee needs with organizational objectives, creating conditions for economic develop-
ment and well-being.
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