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Abstract:

This paper explores the complex concept of well-being, emphasizing its
significance in both personal and professional contexts. Well-being encompasses
physical, mental, emotional, social, spiritual, financial, career, occupational,
intellectual, digital, and environmental dimensions. The COVID-19 pandemic
has intensified global awareness of mental and physical well-being, prompting
organizations to prioritize these aspects. Effective well-being strategies enhance
productivity, resilience, and overall organizational success. Remote work, a
growing trend, offers flexibility and improved work-life balance. However, it
also presents challenges such as social isolation and the blurring of boundaries
between personal and professional life. By understanding the evolution of
remote work and implementing strategies to support employee well-being,
organizations can foster a harmonious and productive work environment.
Artificial intelligence is emerging as a powerful tool for increasing employee
performance, enabling more accurate analysis and prediction of work trends.
This paper explores the importance of personalized well-being approaches,
recognizing that individual needs vary, for which generic solutions are not
appropriate. Ultimately, prioritizing employee well-being leads to sustainable
personal and professional growth.
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INTRODUCTION

Since the emergence of the first welfare officers in the early 20™ century
workplace, workers’ health and safety have been recognized as a good
indicator of effective employment relations. In recent years, a more
holistic approach has developed - one that extends beyond health and
safety to encompass overall employee well-being. This brought an
increasing awareness of the value of supporting individual well-being both
within and beyond the workplace. As a result, the HRM function plays a
crucial role in establishing the well-being agenda by ensuring that senior
leaders regard it as a priority, and that employee well-being practices are
embedded in the organization’s daily operations (Benett et al., 2020).
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Nowdays, well-being is a multifaceted aspect of our private and professional life and following
the outbreak of COVID-19 pandemic in 2020, it received a significant attention. The World Health
Organization defines well-being as a mental state in which “every individual realizes his or her own
potential, can cope with the normal stresses of life, can work productively and fruitfully, and is able
to make a contribution to his or her community” (Benett et al., 2020). Simply put, well-being reflects
the overall quality of life and functioning at the individual, organizational, community, and national
levels, and the sustainability of these conditions over time.

From a personal perspective, people who focus on preserving their well-being tend to live longer,
pursue happier lives, and are easier to work with (Cooper et al., 2018). Likewise, organizations with
proper management that prioritize employee well-being policies tend to foster more positive work-
place experiences, which are often associated with increased profitability and enhanced stock market
performance (De Neve et al., 2025; Benett et al., 2020).

Nonetheless, the most fundamental characteristic of well-being is its inherently personal nature. What
benefits one employee may not necessarily benefit another. People have unique needs, so any well-being
expert who claims to know exactly what each employee needs is likely mistaken. Even well-intentioned
initiatives and solutions can actually increase stress if one fails to integrate them into daily lives. One of
the primary causes of workplace stress appears to be a workload, and a typical organizational response
is to add more tasks, webinars, apps, and even fruit bowls. This approach, while seemingly sensible and
logical, may not effectively address the issue (Hopkins, R., 2024).

One way to overcome these differences in traditional approaches is through the advanced
possibilities offered by the comprehensive development of artificial intelligence (AI) that use agile
and intelligent approaches with its boundless potential (Cormarkovi¢ et al., 2022). The emergence
of machine intelligence that replicates human cognitive abilities offers numerous benefits for human
resources (HR) professionals, allowing them to concentrate more effectively on key elements of the HR
management (HRM) process amid the ongoing Fourth Industrial Revolution (Jovanovic et al., 2025).
Machine learning (ML) methods have proven to improve various problems of real-world use cases,
and employee well-being is an important topic that could benefit from such methods. While AI is
becoming mainstream in the tech industry, this topic remains insufficiently explored. The lack of datasets
regarding employee information is scarce, as almost every company requires signing a non-disclosure
agreement (NDA) which covers the needed data to explore this topic. In this paper the potential of ML
for human resource-related objectives is recognized and explored to provide further insight as well as
help predict the satisfaction of employees.

LITERATURE REVIEW

The importance of effective workforce well-being plans is crucial for business success. An effective
approach to well-being leads to key outcomes such as enhanced productivity and performance.
Additionally, it contributes to organizational effectiveness, resilience at both individual and organizational
levels, reduced absenteeism, higher morale, and a motivated workforce. By continuously focusing on
professional development, practitioners can connect well-being with leadership, ethics, and integrity,
ensuring that business remains competitive while upholding a strong commitment to social responsibility
(Cooper & Hesketh, 2019).
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In contemporary organizational settings, both individuals and institutions increasingly prioritize
workplace happiness as a central component of overall well-being. The question of what makes people
happy is ancient and multifaceted. Post-World War II, Western societies sought to forget war horrors
and overcome hardships, prioritizing economic prosperity and a more optimistic future. The 1968
European student revolts and the US peace movement introduced values like political participation and
democracy, challenging material goals. Despite the rise of environmental and civil rights movements
in the 1970s and 1980s, the pursuit of higher income and better living conditions persisted. In Europe,
ecological awareness has increased over time; however, the deeply rooted pursuit of material wealth has
persisted, continuing to shape societal behaviors and policy priorities to this day (Weimann et al., 2015).

Individual Well-being

Physical well-being refers to an individual's state of health and fitness. It encompasses aspects like
strength, flexibility, or freedom from illness, while also involving the promotion of healthy lifestyle
choices, providing access to fitness facilities, ergonomic workspace and health screenings. It is a vital
component of overall well-being, as a healthy body contributes to a fulfilling life. An important part
of physical well-being is disease prevention, which includes having regular medical check-ups and
screenings that should be carried out by HR in organizations.

The first step to incorporating physical activity into a daily routine is to allocate time for it and plan
it in advance. Many people find it challenging to make time for regular exercise, especially when
juggling work and other life commitments. This is particularly true for those who work from home or
in a hybrid setting. As a result, achieving the widely recommended benchmark of 10.000 steps per day
has become increasingly unattainable for many. For some individuals, reaching as few as 1.000 steps is
regarded as a successful day (Hopkins, 2024). Hence, individuals are encouraged to increase physical
activity, adopt healthier dietary habits, and eliminate tobacco use. While alarming public health statistics
underscore the urgency of these behavioral changes, they offer limited insight into the mechanisms
required to effectively motivate and empower individuals to adopt and sustain them (Putnam, 2015).

Physical well-being directly influences energy levels, productivity, and long-term resilience. While
individuals are responsible for their own health choices, organizations have a unique opportunity to
create environments that encourage and support physical well-being. Companies can take several
practical steps to promote physical health among employees. Providing ergonomic workstations helps
reduce physical strain and prevent musculoskeletal issues, especially for those who spend long hours at
a desk. Access to fitness facilities, for example gym memberships can motivate employees to stay active.
Additionally, offering healthy food options in the workplace and organizing regular health screenings
contribute to a culture of well-being.

Mental well-being encompasses the overall state of a person's psychological health. It refers to the
cognitive and psychological aspects of well-being and involves the way individuals think, perceive and
process information (Keyes, 2002; Ryft & Keyes, 1995). It includes factors such as cognitive functioning,
self-esteem, resilience, and the absence of mental health disorders. It is related to how individuals think,
reason, and make decisions, as well as their ability to cope with stress, manage emotions, and maintain a
positive outlook (Danna & Griffin, 1999). Mental health support is crucial, including access to counselling
services, stress management programs, and creating a culture that reduces stigma around mental health
issues (Robertson & Cooper, 2011; Harter et al., 2002). Employers can foster a supportive environment
through open communication and mental health awareness initiatives.




EJAE 2025 <~ 22(2) % 27-41
JOVANOVIC. S., PETROVIC. A, DRAZETA. L. < AN Al APPROACH TO ANALYZING AND ENHANCING EMPLOYEE WELLBEING AND PRODUCTIVITY

Psychological well-being (PWB) is a component of mental well-being that specifically focuses on
psychological state. PWB is linked to various outcomes, including job performance, physical health,
life success, and problem-solving abilities (Luthans et al., 2007; Dodge et al., 2012). The PWB levels of
individuals within business units are correlated with the overall performance of these units, encompassing
customer satisfaction and even the enterprise's share price. (Cooper et al., 2018; Harter et al., 2002).

Emotional well-being focuses on the state of a person's emotions and emotional health. It relates
to the awareness, understanding, and management of one's emotions. Emotional well-being involves
being in touch with one’s own emotions, having a range of emotional experiences and being able to
express and regulate emotions in a healthy and balanced manner. It encompasses factors such as
emotional awareness, emotional resilience, emotional intelligence, understanding and acceptance of
own emotions, and the ability to cope with and navigate through different emotional states.

Fear, crises, and misinformation increasingly dominate news and social media, drawing continuous
public attention. The rise of doom-scrolling, compulsive engagement with negative news has been linked
to elevated stress and anxiety. This reflects a growing dependence on the 24-hour news cycle, prompting
critical reflection on whether such constant exposure is truly beneficial to individual well-being.
Contemporary news media often prioritize sensationalism over factual reporting, aiming to capture
attention in what has become a global attention economy. In this competitive landscape, alarming
headlines tend to overshadow positive news, as stories of conflict and crisis generate greater engagement.
While staying informed is important, it is equally essential to manage media consumption in ways that
protect mental health and overall well-being (Hopkins, 2024).

Financial well-being encompasses an individual's economic stability and security, including the
capacity to meet basic needs, maintain savings, and plan effectively for the future. Achieving financial
well-being involves effective budgeting, managing debt, and saving for long-term goals. It is a critical
component of overall well-being, as financial security and independence contribute to peace of mind
and the freedom to pursue one's aspirations. While increased income does not directly lead to greater
happiness, financial resources can enhance well-being by enabling personal autonomy and choice.
Research also indicates that spending on experiences tends to yield greater and more lasting happiness
than spending on material possessions (Dunn & Courtney, 2020). Still, people tend to overestimate the
impact of wealth on happiness. Research shows that well-being increases with income up to around
$75.000, after which additional earnings yield minimal gains so that incomes of $150.000 annually do
not necessarily correlate with greater happiness (Kahneman, 2022; Mack, 2018). Even when wealthier
individuals within a society tend to report higher levels of happiness, the overall increase in a nation's
wealth does not always lead to a proportional increase in the overall happiness of its citizens. Over time,
as a country's average income increases, the average happiness of its population does not follow in the
same way. This paradox challenges the assumption that economic growth and increased income will
always lead to greater well-being and happiness for a population (Easterlin, 2021; Weimann, 2015).

Effects of Technology on Well-being

In remote or hybrid work settings, physical well-being can be more difficult to maintain. Employers
can support their teams by encouraging regular movement breaks, sharing wellness resources, and
even offering stipends for home fitness equipment, like Microsoft. Virtual wellness challenges, such as
step-count competitions or guided stretching sessions that are applied in EY can foster engagement
and promote healthy habits (Vantage Fit, 2025).
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Organizations can support employees' mental well-being by fostering a psychologically safe work
environment, offering access to counselling services like Oliver Wyman, mindfulness sessions from
Unilever, employee assistance programs employed in Johnson & Johnson and promoting open
communication about mental health in UKG and Pinterest. Flexible work arrangements and regular
mental health awareness initiatives also contribute to reducing stigma and encouraging self-care
(RippleMatch, 2022). Artificial intelligence can enhance these efforts by enabling early detection of
stress patterns through sentiment analysis and behavioural data.

Leadership plays a critical role. When managers and executives model healthy behaviours, such
as taking breaks, prioritizing sleep, and engaging in physical activity, they send a powerful message
that well-being is valued and supported. Organizations can support emotional well-being by offering
training in emotional intelligence, and encouraging open dialogue. For example, SAP runs an internal
program called Global Mindfulness Practice (SAP, 2025), which includes guided meditation and
emotional resilience training. Unilever offers emotional well-being workshops and peer support networks
(Unilever, 2025), while Salesforce provides access to emotional fitness tools and encourages leaders to
model vulnerability (Salesforce, 2024).

Artificial intelligence (AI) offers new possibilities for supporting physical well-being in the work-
place. Al-powered health applications can analyse data from wearable devices to provide personalized
recommendations for exercise, sleep, taking appropriate amount of water and healthy eating. These
tools help individuals make informed decisions based on their unique health profiles. Al can also be
used to monitor patterns that may indicate health risks, such as prolonged inactivity or irregular sleep.
By identifying these trends early, organizations can intervene with targeted support, reducing the likelihood
of burnout or chronic health issues.

Virtual assistants and chatbots can remind employees to take breaks, hydrate, or stretch during the
workday. These small nudges, delivered consistently, can lead to meaningful improvements in physical
well-being over time (Jovanovi¢ et al., 2025). AI-powered chatbots can provide immediate support: by
leveraging machine learning, they match employees with tailored care plans, including therapy and
coaching. These technologies, such as Headspace Health or Lyra Health, help scale mental health
support and make it more accessible across diverse workforces (Dommeti, 2025).

Organizations tend to be most proactive in supporting financial well-being when their employees are
engaged in relatively short career spans, such as in professional sports or military service. Companies
can support by offering education, counselling, and access to financial tools and resources. The
National Football League (NFL) provides tailored financial wellness programs through its Total Wellness
initiative, helping players and staft navigate budgeting, investments, and life after football (NFL Total
Wellness, 2025). Similarly, the U.S. Army runs a comprehensive Financial Readiness Program, offering
interest-free loans, financial counselling, benefit calculators, and educational resources to support
soldiers and their families in achieving long-term financial stability (U.S. Army, 2025).

Finally, AI enables companies to evaluate the effectiveness of wellness programs using real-time
data. By analyzing participation rates, health outcomes, and employee feedback, organizations can
refine their strategies to better meet the needs of their workforce. Al tools such as mood-tracking apps
and sentiment analysis platforms can help identify emotional distress early, enabling timely support
and personalized interventions.
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Environmental Effects on Well-being

Social well-being relates to individual's interactions and connections with others. It implies the quality
of relationships, social support and sense of belonging to a community or group. Human beings are
inherently social, with the need for connection emerging early in life. Social isolation is a major risk
factor for physical and mental health issues, comparable to hypertension, obesity, and physical inactivity.
In contrast, individuals who feel socially connected report lower levels of anxiety and depression, higher
self-esteem, and greater empathy and trust, fostering reciprocal social bonds (Cook, 2021).

Organizations can foster social well-being by encouraging team collaboration, organizing social
events, and supporting peer networks. Companies like Google (CEO Today, 2025) and Zappos (Strixus,
2023) are known for cultivating strong workplace cultures through community-building activities and
inclusive environments. Al tools can further enhance social well-being by analyzing communication
patterns to identify isolation risks and by facilitating virtual team-building experiences that connect
remote employees.

Community well-being reflects the collective quality of life within a shared environment, shaped by
access to resources, social cohesion, and civic participation. Organizations can contribute by supporting
local initiatives, encouraging employee volunteering, and investing in inclusive infrastructure. For
example, Patagonia actively engages in environmental and social advocacy, empowering employees
to participate in grassroots movements. These efforts strengthen communities and also foster a sense
of purpose and belonging among employees (Patagonia, 2009). It also encompasses factors like safety,
civic participation, and the overall quality of the community's social and physical infrastructure (Roy
& Farmer, 2022).

Environmental well-being refers to the state of the natural environment and its ability to sustain
life and provide resources for human well-being. It encompasses the health and balance of ecosystems,
the availability and quality of natural resources such as air, water, and land, and overall ecological
sustainability (Boston University, 2022). It recognizes the interdependence between humans and the
natural environment and emphasizes the importance of preserving and protecting it for the benefit of
both current and future generations.

Career well-being is the long-term satisfaction and fulfillment derived from a person's career as a
whole. It goes beyond the boundaries of a specific job or occupation and looks at the individual's overall
career trajectory and development. Career well-being includes personal growth, professional development,
alignment of one's values and skills with their career path, opportunities for advancement and a sense
of purpose and meaning in one's chosen field (Gallup, 2025).

Digital well-being involves establishing healthy habits and boundaries in the use of technology to
ensure a balanced and positive experience in the digital world. It involves setting boundaries for time
spent on digital devices and practicing digital hygiene, such as taking regular breaks while working on
the computer or cleaning and organizing digital files. Another important activity to keep one’s digital
well-being is focusing on quality content online and limiting time spent on unproductive activities.
Simply put, people need breaks from digital media, to reduce stress and anxiety.

Technology has revolutionized work, making it easier to stay connected and work from anywhere.

On the other hand, technology has blurred the lines between work and personal life, making it hard to
find a healthy balance (Hopkins, 2024).
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Resilience

Resilience is a multidimensional concept that covers various definitions and perspectives (Masten,
2014; Luthans, 2002). According to Haglund et al. (2007), resilience is the ability to adapt successfully
to stressors successfully, maintaining psychological well-being in the face of adversity.

Masten (Masten, 2014) expands on this idea by describing resilience as the capacity of a dynamic
system to adapt successfully to disturbances that threaten its function, viability, or development. This
perspective emphasizes the adaptability of systems, whether they are individuals, organizations, or
communities, in response to external threats.

Luthans (Luthans, 2002) describes resilience as a positive psychological capacity to rebound or bounce
back from adversity, uncertainty, conflict, failure, or even positive change, progress, and increased
responsibility. This definition highlights the ability to recover and thrive despite various challenges.

Resilience can be viewed in two aspects. The first aspect is the ability to cope with everyday stressors,
those constant minor challenges people routinely face. This form of resilience is influenced by various
factors, including minor setbacks. The second aspect is the capacity to handle major traumatic events/
situations where something goes drastically wrong, testing emotional stability to its limits. Ideally, if
the resilience is strong, people can endure these life events and recover to a functional state. According
to the American Psychological Association, resilience is "the process of adapting well in the face of
adversity, trauma, tragedy, threats, and even significant sources of stress." (Cooper & Hesketh, 2019).

METHODS

This work recognizes a research gap in the use of modern techniques for well-being. While modern
challenges have arisen with the technological advancements, well-being still remains an under-researched
topic. Firstly, the initiatives in the organizational structure are analyzed, followed by ML approaches
that provide much needed aid to this issue.

Organizational initiatives

Well-being initiatives do not always lead to improved outcomes and may, under certain conditions,
even negatively impact well-being in both personal and workplace settings. Research from Oxford
University's Well-being Research Centre in 2023 evaluated common workplace well-being initiatives,
such as apps, mindfulness, relaxation products, coaching, courses, and volunteering (Fleming, 2023).
The study found that many of these initiatives can also harm mental well-being, worsening individual
subjective well-being. Offering generic solutions does not address systemic issues of working conditions
and work-induced stress. Despite common claims, evidence supporting the benefits of these interventions
is minimal. Among them, volunteering appears to be the most beneficial - likely because a sense of
belonging is a fundamental driver of well-being in the workplace. Such initiatives are not inherently
ineftective, but they often fall short when underlying organizational stressors remain unaddressed. Even
well-intentioned solutions fail to succeed if individuals lack time and capacity for self-care. Effective
well-being strategies must prioritize creating space and acknowledging time constraints to align with
individuals' actual circumstances (Hopkins, 2024).
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Since the outbreak of COVID-19 pandemic, remote work has become an indispensable business
strategy, having a significant impact on well-being. It offers flexibility, reducing commute stress, enabling
better diet and allowing for a better work-life balance (Kornadt et al., 2025). However, it can also lead
to feelings of isolation and blurred boundaries between work and personal life (van Dick et al., 2024).
In an office setting, the workday is typically more structured, especially regarding time, with activities
synchronized among employees. In-person work typically involves more frequent and casual interactions
with colleagues, making it inherently more social than remote work. Working in person facilitates
the absorption of organizational culture and relationship building. During the COVID-19 pandemic,
employers found that remote onboarding took about a month longer than in-person onboarding and
was not always successful.

Conversely, remote work offers more flexibility in the workday, with fewer strict start and end times
and the absence of commuting, which can provide well-being and financial benefits. Communication
is primarily technology-driven, with fewer distractions, enhancing focus and productivity for some
employees. However, remote work can be more isolating due to digital interactions, potentially losing
important social aspects of work. From a career perspective, remote work can be less visible, requiring
employees to find new ways to demonstrate their success (Dale, 2022). Hence, effective remote work
strategies, such as maintaining regular communication and setting clear boundaries, are essential to
enhance overall well-being and productivity.

Machine learning

Properly selecting initiatives that will have a positive effect on the employees appears to be a harder
task than it seems at first. Unfortunately, a large number of employers applies meaningless initiatives,
including those that negatively affect their employees. Hence, a novel approach is required, that can
offer higher precision and more insight into this problem. As for many similar problems that require
pattern recognition, Al has proven to yield significant improvements for the said matters.

This work exploits a publicly available dataset that was downloaded from https://www.kaggle.com/
datasets/davidepolizzi/hr-data-set-based-on-human-resources-data-set. The data is synthetically generated
since real-world data is hard to obtain, and when available, often lacks detail or has key information
redacted. The dataset consists of very detailed information about the employees, which would never be
possible to be released to the public. However, this is a model study and the principles shown here can
be applied by the employees and the companies they work for. Two biases are inserted into the dataset.

The Al approach chosen for this work is the Auto-Weka (Kotthoff, 2017). This is an automatic ML
(auto-ML) model developed by the University of British Columbia. It is important that ML-ops is a
trend that is gaining momentum. The Auto-Weka is a plugin for the Weka software that is developed
by the Waikato University (Frank, 2016). Its goal is to make running AI methods more easily as well
as visualizing and preprocessing the data. The Weka software offers a wide variety of pre-implemented
algorithms that can be run from the graphical interface. This approach was chosen due to the limited
research in this area and is used to setup further research. This is due to the fact that the ML predictions
require a lot of trial-and-error, which in this field takes too much time to achieve anything meaningful.
For every new dataset, even if it is on the same topic, an ML method needs to be empirically chosen.
Hence, the same data is used to test multiple algorithms which are compared in performance and the
best one is used for prediction. This is due to the no free lunch (NFL) theorem, which suggests that there
is no single approach that can equally solve all problems. Auto-Weka cuts this time as it can test the data
against all the different algorithms in its implementation and returns the best algorithm as the result.



EJAE 2025 <~ 22(2) % 27-41
JOVANOVIC. S, PETROVIC. A, DRAZETA. L. < AN Al APPROACH TO ANALYZING AND ENHANCING EMPLOYEE WELLBEING AND PRODUCTIVITY

The algorithms were tasked with predicting the employee satisfaction, a part of employee well-being
regarding employees’ fulfillment with their job roles rather than holistic state of an individual health,
which is based on various job-related information including different performance metrics for employees.
The employee satisfaction in this dataset has 5 classes labelled from 1 to 5, where 5 indicates the most
satisfaction. However, the data is imbalanced that was done on purpose to replicate real-world conditions, and
the class distribution can be observed from Figure 1. As the data suggests, only a very small percentage
of employees will self-asses their satisfaction below mark 3. For a further study, marks 1, 2, and 3 could
be grouped as a dissatisfied employee and the marks 4 and 5 as satisfied, for a more objective analysis.

Figure 1. Employee satisfaction distribution
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The metric used to evaluate the performance of the models that Auto-Weka trained is the f-measure
due to a high-class imbalance. The score of f-measure of the best model was 0.79365, while the accuracy
was 82.3%. Considering that this is an approach which was determined automatically, this is a very good
score which indicates that the further tuning of the random forest algorithm, which scored 0.79365, can
yield even better results. Considering that the extreme gradient boosting (XGBoost) (Chen & Guestrin,
2016) relies on the same principles as the random forest algorithm, this is a prominent solution to be
explored in further studies.

Individual effects of features have not been analyzed in the scope of this work, and this topic will
be explored in further research. While this is a relevant topic, it is also important to note that the goal
of application of Al methods in this work is to explore prominent algorithms that will be analyzed in
more detail later, as the task is extremely computationally intensive.

More precise information on the performance models can be found in Figure 2. A confusion matrix
for all 5 classes is shown. When taking into account that there are very few classes 1 and 2, it can be
observed that both cases of class 1 have been identified correctly, while only 5 out of 20 cases of class
2 have been misclassified, of which 2 as a class 5, and 3 as a class 4. This is particularly interesting, as
it implies that the dissatisfaction of these employees could come from factors not accounted for in the
model, which interpreted their data as indicating a much higher satisfaction level. As for the remaining
predictions, the model demonstrates high precision, correctly classifying the majority of cases.
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Figure 2. Confusion Matrix
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CONCLUSION

Well-being significantly influences all aspects of private and professional life, shaping the overall
quality of life and productivity. Physical well-being ensures that one has the energy and health to engage
in daily activities, while mental and emotional well-being help individuals manage stress, build resilience,
and maintain positive relationships. Social well-being fosters a sense of community and belonging, which
is essential for both personal happiness and professional collaboration. Financial well-being provides
stability and reduces stress, allowing employees to focus on their goals without the constant worry of
financial insecurity. Career well-being, through opportunities for growth and development, enhances
job satisfaction and motivation in the workplace. To provide a broader perspective, this paper showed
how applied artificial intelligence techniques could contribute to gaining a deeper insight into the issue
of well-being. With the use of such techniques it is possible to reveal previously hidden trends that can
help management provide better informed decisions. By nurturing these different aspects of well-being,
employees can achieve a balanced and fulfilling life, both at home and at work.

Hence, well-being should not be treated as a reactive measure addressed only when problems arise.
No digital application, webinar, or training can substitute for the consistent, personal commitment
required to sustain well-being. Prioritizing oneself by identifying and honoring daily non-negotiables is
essential for well-being. The notion of work-life balance can be misleading, as it implies separation between
life and work, whereas work is merely one aspect of life, but not its central component. Establishing
clear boundaries is a necessary precursor to achieving any meaningful sense of balance.

From an organizational perspective, remote work has become a crucial factor in influencing employee
well-being in today's dynamic work environment. By understanding the definition and evolution of remote
work, recognizing its effects on psychological and physical health, appreciating its benefits and challenges,
and implementing strategies to enhance well-being, organizations and individuals can thrive in a remote
work setting. Embracing remote work and prioritizing employee well-being can help organizations
create a balanced and productive work environment that supports both personal and professional growth.
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This research provides a broad scope of analysis of different factors on employee well-being. This
only confirms the complexity of the problem itself and the challenges that come along with it. The
question is rooted deeper in psychology, where something that is an excellent well-being initiative
for some employees might appear as a nightmare to others. Hence, this problem seems impossible to
tackle. However, with the use of novel methods, such as Al, new insights into individuals’ needs can be
uncovered. Further research will include more ways in which Al can aid this process, as well as improve
the solutions proposed in this work.
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PRISTUP VESTACKE INTELIGENCIJE ZA ANALIZU 1 JACANJE
BLAGOSTANJA ZAPOSLENIH | PRODUKTIVNOSTI

Rezime:

Ovaj rad istrazuje slozen koncept blagostanja (engl. well-being),
naglasavajudi njegov znacaj kako u li¢cnom, tako i u profesionalnom
kontekstu. Blagostanje obuhvata fizicke, mentalne, emocionalne,
socijalne, duhovne, finansijske, karijerne, profesionalne, intelektualne,
digitalne i ekoloske dimenzije. Pandemija kovida 19 povecala je svest
o mentalnom i fizickom blagostanju, podsti¢uéi organizacije da daju
prioritet ovim aspektima. Efikasne strategije za unapredenje blagostanja
zaposlenih doprinose vecoj produktivnosti, otpornosti i ukupnom
uspehu organizacije.

Rad na daljinu, kao rastu¢i trend, nudi fleksibilnost i bolji balans
izmedu poslovnog i privatnog zivota, ali donosi i izazove poput izolacije
inejasnih granica izmedu posla i privatnog vremena. Razumevanjem
evolucije rada na daljinu i primenom strategija za podr$ku blagostanju
zaposlenih, organizacije mogu stvoriti harmoni¢no i produktivno
radno okruzenje.

Kljucne reci:
blagostanje,

Vestacka inteligencija postaje klju¢ni alat za povecanje radne fleksibilnost,
efikasnosti zaposlenih, a ovaj rad istrazuje takve pristupe radi boljeg
razumevanja i predvidanja radnih trendova. Ovaj rad posebno istice
vaznost personalizovanih pristupa blagostanju, prepoznajudi da se

otpornost,
rad na daljinu,

vestacka inteligencija.
potrebe pojedinaca razlikuju i da genericka reSenja ¢esto nisu dovoljna.

Kona¢no, davanje prioriteta blagostanju vodi ka odrzivom licnom i | JEL klasifikacija:

profesionalnom razvoju. 131, M54, 015






