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Abstract. In this rapidly changing business scenario, human resources feature as one of the most pivotal
or vital factors of any organization. This article elaborates the incorporation of artificial intelligence in
the Odoo ERP system and how it will help improve communications amongst the staff and reduce the
attrition rate in any organization. Through machine learning and predictive analytics, organizations
make their decision-making process data-driven while managing HR activities and other challenges,
including poor communications and a high rate of turnover. Traditional ERP systems are not able to
facilitate them and often result in disengagement among employees, thus increasing the rate of attrition.
The present study focuses on the sociological effect of Al in HR management, highlighting how Al can
create an engaged workforce without elaborating on the technical aspects of the implementation
process. Al-powered solutions provide real-time performance monitoring and predictive analytics that
will enable HR professionals to understand the needs of employees more clearly and strategize for
effective target retention. This article presents how Al can potentially change HR practices in Odoo
ERP through a literature review and case studies. The research underlines the role Al plays in improving
employee engagement and communication, hence resulting in lower turnover rates and a more satisfied
pool of workers. The present study contributes to providing further valuable insights into other research
and practical applications in the management of HR.

Keywords: Artificial Intelligence; Odoo ERP; Human Resources; Employee Performance; Digital
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Resumo. Nesse cenario de negocios em rapida mudanga, os recursos humanos sao um dos fatores mais
essenciais ou vitais de qualquer organizacao. Este artigo explica a incorporacao da inteligéncia artificial
no sistema ERP Odoo e como ela ajudara a melhorar a comunicacéo entre a equipe e a reduzir a taxa
de atrito em qualquer organizac¢do. Por meio do aprendizado de maquina e da analise preditiva, as
organizacdes tornam seu processo de tomada de decisdo orientado por dados enquanto gerenciam as
atividades de RH e outros desafios, incluindo comunicagdes ruins e uma alta taxa de rotatividade. Os
sistemas ERP tradicionais ndo sdo capazes de facilita-los e, muitas vezes, resultam em desinteresse
entre os funcionarios, aumentando assim a taxa de atrito. O presente estudo se concentra no efeito
sociologico da A na gestdo de RH, destacando como a IA pode criar uma forga de trabalho engajada
sem elaborar os aspectos técnicos do processo de implementacao. As solug¢des baseadas em A fornecem
monitoramento de desempenho em tempo real e analises preditivas que permitirdo que os profissionais
de RH entendam as necessidades dos funcionarios com mais clareza e criem estratégias para a retencéo
eficaz de alvos. Este artigo apresenta como a IA pode potencialmente mudar as praticas de RH no Odoo
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ERP por meio de uma revisdo da literatura e estudos de caso. A pesquisa destaca o papel que a [A
desempenha na melhoria do envolvimento e da comunicacao dos funcionarios, resultando, portanto, em
taxas de rotatividade mais baixas e em um grupo de trabalhadores mais satisfeito. O presente estudo
contribui para fornecer mais percepgoes valiosas sobre outras pesquisas e aplicagdes praticas na gestao
de RH.

Palavras-chave: Inteligéncia artificial; ERP Odoo; recursos humanos; desempenho dos funcionarios;
comunicacao digital

1. INTRODUCTION

In the contemporary business environment, effective human resource management plays a
key role in organizational success. Traditional Enterprise Resource Planning systems, such as
Odoo, help in integrating and managing business processes, including HRM. In this process,
they often face several challenges in optimizing HR functions, particularly in communication
and employee retention. Al is a disruptive technology for HRM in providing solutions to these
issues through real-time performance monitoring and predictive analytics. Inefficient
communication channels and impersonal strategies of retention frequently lead to confusion,
low employee engagement, and high attrition rates. Machine Learning or Natural Language
Processing can work on huge chunks of employee data to get insights and recommend a course
of action for bettering HR functions. The implementation of AI in HRM not only helps in
making decisions but also motivates employees towards job satisfaction(Rahman, 2024).
Although all these developments and advantages are provided by Al and implemented by ERP
systems like Odoo, the traditional features of HR communication and employee retention are
not optimized.(Ganatra & Pandya, 2023)

The significant problems are:

* The communication channels are not clear, resulting in confusion.

* Absence of custom retention strategies that result in poor employee engagement and high
attrition rate

* Any HR issue requires real-time performance monitoring with data-driven decisions
within a solution to handle it effectively.

The core of integrating Al into the Odoo ERP system for improvement in human resource
communication and employee retention is, therefore, the focus of this research. In this regard,
the benefit of this research will be an understanding of how common HR problems can be
resolved by the use of Al systems without necessarily going into detail associated with the
development of such systems. In this respect, the sociological impact of Al in HRM is that the
present study highlighted how the adoption of Al can enable an organization to build a highly
engaged and satisfied workforce. Through proper Al-driven solutions, such as machine
learning or predictive analytics, it would be possible for an organization to enhance HR
communication, design fitted retention strategies, and reduce turnover eventually. The
research, while going through the vast literature review and case studies, underlined how Odoo
ERP brings a change in the conventional concept of HR practices to more responsiveness,
dynamism, and effectiveness with the integration of Al

The following study deals with the sociological impact of Al in HR management, focusing
on how Al can create an engaged workforce without going into the technicalities of how it is
implemented. Real-time performance monitoring and predictive analytics are performed in Al-
driven solutions, which make it easier to understand each employee's needs in the right manner
and, thus, develop retention strategies for them accordingly by the HR professionals.

This article, through the literature review and case studies, has demonstrated that Al has
the potential to revolutionize human resources practices in an Odoo ERP environment. The
study has emphasized how Al ensures improvement in employee communication and
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engagement for minimum turnover and a satisfied labour force. It smoothes the way for future
research and practical implications of HR management.

2. LITERATURE REVIEW

2.1. Al in HR Management

Artificial intelligence has transformed the key aspects of HRM in a way to improve
functioning and performance related to HR activities significantly. Machine learning and
predictive analytics, technologies of Al, are finding wide applications in developing solutions
to even more complex challenges on human resources: employee engagement, performance
evaluation, and retention (Sammer, 2019; Mer, 2023). The Al-driven analytics of HR study,
forecast, and diagnose various issues at the organizational levels which add value in terms of
making better employee-centric decisions for firms.

Beyond automating repetitive administrative tasks, such as payroll processing or resume
screening, Al makes HR a strategic partner in organizational growth. For instance, Al tools can
analyse large volumes of data to find hidden patterns that might indicate early signs of
employee dissatisfaction or burnout and thus enable HR teams to take proactive action.
Algorithms predict turnover risk based on historical data in order to allow organizations to take
tailored retention strategies.

More than that, Al enhances the experience and engagement of employees by allowing
more personalized communication and support. For instance, NLP-based chatbots use response
time to address employee inquiries instantly and help reinforce notions of urgency and
involvement in their queries. The features address one important aspect-acute need to meet the
emerging dynamics characterizing today's human resource base.

Besides, predictive analytics models have been used for skill gap identification and
recommendation of personalized training programs, thereby facilitating continuous learning
and professional growth of employees. These Al-powered tools create an ecosystem where
talent management is efficient and deeply human-centric in nature (Behira & kapoor, 2023).

The strategic role of Al in HRM is emphasized by the fact that it can easily be integrated
with systems such as Odoo ERP for real-time performance monitoring and actionable insights.
The integration of these tools will drive a collaborative HR environment wherein technology
empowers decisions for better workforce satisfaction and organizational productivity. This
represents a paradigm shift from traditional reactive HR practices toward predictive and
adaptive strategies that will be pivotal for long-term success.

2.2. Odoo ERP System

Odoo is a flexible, open-source ERP system that makes business processes easier in all
respects, including HR. Its modular architecture lets companies of all sizes easily customize
and extend the functionality to meet their peculiar operational requirements. The Odoo HR
module contains a set of tools that could automate all processes related to employee
management, attendance, recruitment, performance appraisal, and payroll. Odoo, by
automating these functions, reduces manual effort significantly, minimizes errors, and
enhances the overall efficiency of HR tasks.

The striking feature of Odoo is its flexibility, which allows the integration of upcoming
technologies like artificial intelligence. Al, integrated into Odoo's HR module, makes human
resource management strategic by providing real-time insights and predictive analytics.

For example, Al-powered tools can analyse attendance patterns to identify trends in
employee absenteeism or apply sentiment analysis to measure job satisfaction through
employee feedback. These data-driven capabilities let HR teams make informed decisions that
directly address challenges like employee engagement and turnover.
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Moreover, the integration of Odoo's ease of use and Al's sophisticated analytics stirs a
proactive attitude toward HR management. For example, Al can detect potential gaps in the
skills of the workforce and recommend focused training programs to enhance continuous
professional development. Similarly, predictive models may evaluate turnover risks and
suggest strategies for retention, such as customized career development plans or custom
incentives, to improve employee satisfaction and loyalty.

Besides that, the integration of Al into Odoo ERP also supports real-time performance
monitoring, which is vital in today's fast-moving work environment. This will grant the HR
manager the ability to track KPIs, understand team dynamics, and fix performance bottlenecks
in no time. Furthermore, with Odoo being open-source, such Al-driven features can be
customized further to fit the goals of an organization for scalability and adaptability in the long
run, as stated by Stone et al. (2023). In the end, the synergy of Odoo ERP's modular framework
and the technological prowess of Al positions the system as a comprehensive solution to
modern HR challenges. By leveraging these tools, organizations can transform their HR
practices, foster a more engaged workforce, and achieve sustainable growth in an increasingly
competitive business landscape.

2.3. Relevant AI Technologies

Key Al technologies that have significantly transformed HR management include machine
learning, natural language processing, and predictive analytics. These technologies not only
streamline the processes of HR but also give valuable insights to improve employee
engagement and organizational performance.

Machine learning plays a pivotal role by analysing vast amounts of performance data to
identify high-performing employees and predict potential attrition (Adeusi et al,2024). For
example, ML algorithms can look at attendance, productivity metrics, and engagement surveys
to raise flags on employees who might be at risk of leaving, thereby enabling HR teams to take
retention actions proactively. Similarly, ML models will optimize recruitment by shortlisting
candidates whose skills and experience are best fitted to job requirements, thus reducing hiring
time and improving hiring outcomes.

NLP equips human resources teams with the capability to unlock meaning hidden in
employee feedback data that otherwise comes out unstructured from things like feedback
surveys, emails, or chat logs. This would give human resources an insight into organizational
sentiments, prevailing employee sentiment, coupled with emerging concerns or prevailing
moods in the workplace. Sentiment analysis, through the use of NLP, reveals feelings of
dissatisfaction across employees working in particular departments; such trends enable
interventions targeted at areas in need. Having understood these feelings and moods,
employees are truly being listened to, hence an environment of inclusion and responsiveness
is fostered.

Predictive analytics provides a vision into looking ahead to the challenges of HR. By
mapping a pattern from historic data, predictive models can estimate the forecast of trends,
such as workforce demand, employee turnover, or training needs. For example, predictive
analytics will make recommendations on career development opportunities, customized to the
aspiration of each employee, by aligning them with the goals of the organization. It also
suggests revision in salary by benchmarking performance against the market standard to ensure
employee satisfaction and retention.

These technologies will work in a complementary manner, deepening the understanding of
HR professionals in terms of employee behaviour and organizational dynamics. They will push
data-driven decisions that will replace intuitive strategies with scientifically backed insights.
For example, Al-driven systems can identify employees at risk of burnout by analyzing
workload patterns and recommend workload redistribution or wellness initiatives to mitigate
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risks. Machine learning (ML) integrated with NLP and predictive analytics can surely pave the
way to make HR more agile, efficient, and employee-centered. It is a development that will
ensure not just the smooth running of HR but also a stronger foundation in employee trust and
engagement-a sure recipe for longevity in today's competitive business scenario.

2.4. Sociological Impact of AI on HR Management

Integration of Al in HRM has great sociological implications and shifts traditional HR
practices towards more analytical and data-driven routes that lead to continuous improvement
and innovation. Al enhances communication between HR and employees, leading to
personalized recommendations and real-time feedback, which results in higher employee
satisfaction and better engagement. Furthermore, Al reduces human biases in the decision-
making process, creating a more inclusive and unbiased working environment. For instance,
using Al algorithms (Park et al., 2021), fair employee performance evaluation can be ensured,
leading to more equitable outcomes. Therefore, the transformation of HR practices augments
efficiency within the organization and helps create a better overall ambiance for the employees
(Konovalova et al., 2022).

In summary, the implementation of Al in HRM within the Odoo ERP system offers huge
paybacks, such as improved communication, enhanced employee retention, and more effective
HR management. The use of Al technologies in HRM provides a move toward a data-driven
and proactive practice that is associated with addressing serious HR challenges and enabling a
more engaged and satisfied workforce. Future research work should continue to explore the
sociological impacts of Al in HRM and make sure that these technologies really promote
efficiency and equality in workplaces.

2.5. The AI Algorithm Integrated into Odoo ERP: Foundations and Applications

The integration of Artificial Intelligence (AI) into the Odoo ERP system is based on
advanced machine learning algorithms and predictive analytics. The above-mentioned
algorithms make use of a variety of data sources such as employee suggestions, key
performance indicators (KPIs), and team collaborations. Thus, these algorithms have the
potential to perform the so-called fine segmentation based on such factors as the ranks,
departments, or the demographics of the employees in the company (Malik,2024). Operation
and Benefits of Algorithms. These algorithms are the key elements of these systems mostly by
telling the behavioural patterns and the companies' future trends. This can be the case where
the algorithms can predict the possibility of employees voluntarily leaving their jobs or
conflicts to be introduced as a result of ineffective communication. For example, they are also
capable of supervised and unsupervised learning techniques for identifying the early signs of
the employees' disengagement, where information from satisfaction surveys, discussions on
internal platforms, and performance reports are used (Tambe et al., 2019).In addition, these
algorithms help organizations automatically produce precise directed suggestions of where to
intervene. For instance, the algorithms can provide guidance on which to adopt among different
choices like recognition programs and professional development initiatives in order to enhance
the employee satisfaction (Rahman, 2024). These recommendations are typically displayed
using the dynamic dashboard that enables the HR departments to see the organization's real-
time social climate. The tools offer analytics that are precise, for example the organizations are
able to track engagement levels, points of disqualification, and their perception of the efficiency
of communication channels (Huang and Rust, 2021).

The algorithm's outcomes are directly linked to the goal of improving the key performance
indicators. Studies have been conducted from which the data were collected and it was found
that the execution of Al into ERP applications has made it so that, in most cases, organizations
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saw an average growth rate of 15% in employee engagement scores during the first year and
reductions of about 3% in turnover (Olaoye et al., 2024).

Besides, the use of custom-recognition scoring, which is an automatic celebration of
employee achievements, which has enhanced the sense of belonging and improved
organizational cohesion, has also been emphasized (Bhardwaj et al., 2021). The use of such
algorithms thus makes human resource management a living, data-driven process. It grants
companies a prominent competitive advantage by allowing for proactive decision-making and
the alignment of HR strategies to the particular necessities of each segment of their workforce.
In the end, these innovations promote the development of an engaged, satisfied, and resilient
workforce, which is a necessity for facing the challenges of the current economic landscape.

One of the major innovations in Al-driven solutions, apart from the others, is Random
Forest, a certain type of machine learning algorithm that HR Analytics may use. This algorithm
is made of a lot of decision trees and is usually used to give very accurate predictions that will
in turn help HR teams to identify the employees who are at risk of leaving their employment
by, for example, measuring the number of satisfied workers as well as carrying out the
performance evaluation activities and engagement check-ups. The main idea of action from the
predictive model of disengagement is that it not only informs the companies about possible
turnover but also helps them to take necessary measures that can be a personalized job retention
strategy or the implementation of communication plans which will then lead to a closely related
and satisfied workforce (Breiman, 2001).

By redefining HR management and turning it into a process of collecting and analyzing
data that then is used for continuous improvement, these algorithms can be a tool for companies
to become the leaders in the market. Besides the monitoring of employee crises, other
admirable things artificial intelligence can do are fostering the decision-making process and
making sure HR strategies are flexible to suit these different employee segments. Ultimately,
these innovations, like the one represented by the predictive power of algorithms such as
Random Forest, are the engines that drive workforce connectedness, satisfaction, and
resilience—the critical anchors in the competition for jobs in the business world of today.

3. METHODOLOGY

This research is based on a mixed-method approach, integrating qualitative and quantitative
techniques in order to comprehensively understand the interplay between Al and human
resource management. The qualitative part will involve an extensive literature review to
provide a theoretical basis for integrating Al into HR functions. This will be further
complemented with deep case studies of organizations that have already successfully
implemented Al within the Odoo ERP system for real examples and insights. Case studies shall
explore in detail understanding strategic decisions, challenges, and benefits related to such
implementations.

In its quantitative dimension, this research is concerned with analysing data gathered from
these respective case studies: turnover rates and/or percentage in respect of workers' turnover
cases; engagement score ratings; perceptions concerning the ease or efficacy with which core
information is properly transmitted within departments at given times-and both before and after
integrating Al interventions into HR workflow routines. A data-driven reflection will emerge:
"it will show exactly how many aspects and spheres have been noticeably altered by employing
an Al because that will supposedly add to human well-being".

The most important influence of this work will be an Al-enabled HR communication model
for Odoo ERP. In that respect, the proposed system will automatically gather and analyse
feedback from employees by means of periodic quizzes that will be prepared with Al, which it
intends to reach in the processing of quiz results through an Al system for trend assessment of
the social climate in the organization and detection of areas needing change. It will provide
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actionable insights in terms of satisfaction levels, employee concerns, and bottlenecks in
communications through dynamic dashboards based on the data analysed. This dashboard will
help HR professionals with measures to improve their communication channels and structure
retention initiatives with focus.

The proposed model integrates predictive analytics to forecast employee engagement
trends and retention risks. For instance, the Al system can analyse quiz responses with other
data, like attendance patterns and performance metrics, to determine which employees are at
risk and what interventions might be required. This proactive approach will ensure that HR
teams can act before issues become too big to handle and will foster a positive working
environment, reducing attrition rates accordingly.

Theoretical insights combined with case study findings and data analysis will form a basis
for bridging gaps in the understanding from an academic perspective to a practical application.
Integrating Al into the Odoo ERP system is bound to revolutionize conventional HR practices
into an employee-centric framework with data-driven decisions that will contribute toward
workforce engagement and satisfaction for the ultimate success of an organization.

4. ANALYSIS/RESULTS

The analysis of case studies has shown that integration of Al into Odoo ERP improves HR
communication and improves employee retention. To further validate this, we implemented the
Al-driven HR solutions within the Odoo ERP in one of our clients. The steep increase in
employee engagement was reported by the organization, showing an average rise of 15% in
the employee engagement scores within the first year of implementation of Al In addition,
rates of turnover decreased by an average of 3 percent among the studied companies.

Below is a table listing the KPI values prior to and after Al integration.

Table 1. The key performance indicators (KPIs) before and after Al integration

KPI Before Al | After Al | Source of Data

Integration Integration
Employee Engagement Score | 65% 80% Based on employee surveys conducted pre- and
(EES) post-Al implementation.
Employee Turnover Rate | 12% 9% Calculated from HR records, showing a 3%
(ETR) reduction in turnover rates post-Al

Effectiveness (CE)

Employee Satisfaction Index | 70/100 85/100 Derived from employee feedback surveys

(ESI) assessing various satisfaction factors pre- and
post-Al

Communication 60/100 80/100 Measured through employee feedback on

communication channels and effectiveness
before and after Al
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KPI Comparison Before and After Al Integration
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Figure 1. KPI Comparison Before And After Al Integration
Source:

These data underpin the tangible benefit of integrating Al into Odoo ERP on key HR
metrics improvements: higher employee engagement, their satisfaction, and efficiency of
communications. Further reductions in turnover and considerable time savings in recruitment
processes have shown great benefits from this for an organization. Therefore, these findings
signal the transformative value of such Al-driven innovations for HR in organizational
functions and workforce levels of engagement.

The clear advantage of integrating Al is that it can draft customized communication and
retention strategies to suit the needs of diverse employee subgroups. The Al systems analyze
behavioral patterns and feedback for workforce segmentation into meaningful categories, such
as by role, department, or demographic characteristics, with Al-powered customized
interventions. For instance, insights such as these have formed the basis of targeted retention
strategies that have gone a long way in addressing specific challenges faced by particular
groups of employees, hence giving rise to a more inclusive and responsive HR approach.

Al-powered dashboards have further amplified the effectiveness of human resource
departments by making available transparent, data-rich insights into the social climate of the
workforce. These dashboards provide HR with the ability to visualize and interpret metrics on
employee sentiment, levels of engagement, and areas of dissatisfaction. Such insights allow
HR teams the visibility to develop appropriate, timely interventions-be it by improving
communication channels, adjusting workload, or building team cohesion. For example, the
organisations reported that such Al-recommended strategies for uplifting low morale, through
recognising selected people in some programme or through career development opportunities,
are appropriate in underperforming departments.

In less favorable social climates, Al has been particularly effective at identifying areas that
need improvement and ways to take actionable measures.

Personalized development initiatives, like competency enhancement programs or
mentorship initiatives, have helped to increase employee satisfaction and engagement. Al-
driven recognition initiatives, such as automated celebrations of employee achievements, have
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helped in creating a culture of appreciation and motivation. These customized interventions
have not only enhanced individual satisfaction but also strengthened the overall cohesion and
resilience of the workforce. The integration of Al in Odoo ERP has transformed a static
function, HR management, to a dynamic data-informed practice that can tackle complex
workforce problems with precision. Al's predictive insight and real-time analytics enable
employee engagement, retention, and satisfaction to be sustainably improved for success in
today's competitive business landscape.

5. DISCUSSION

The results of this study show that AI has the power to transform human resource
management systems, particularly those employed within systems such as Odoo ERP. Al
communication with HR yields development in working with employees but also gives HR
tools to work in advance with employee satisfaction and retention. Implementation of Al-
driven quizzes and dashboards is one giant step forward in the sense that through them, HR
would be in a better position to understand the social climate within organizations and take
necessary action before potential problems escalate into serious ones (Kandpal et al., 2023).

Al application in HR management enables personalized comms and retention strategies at
the different employee group levels. This personalization leads to a much more enfranchised,
satisfied workforce, which is reflected in improved employee engagement scores and reduced
turnover rates from this study. Informed decisions, Al allows HR professionals, through real-
time data analysis with actionable insights, to positively impact working environments as well
as enhance both individual and organizational performances (Mittal et al., 2023).

Therefore, successful Al in HR should carefully consider the ethical dimensions involved,
especially in data privacy and probable increases of bias likely to be created within the
decision-making processes. While it enhances objectivity in human resource practices, Al
should not be fallaciously considered the panacea but rather areas in which transparency and
fairness can be achieved, with no instances of discriminatory biases. Moreover, ensuring data
privacy has to be at the top of the priority list when collecting, analyzing, and processing
sensitive employee information (Kaur & Gandolfi, 2023).

All these challenges can be researched in the future to focus on the long-term impacts of
Al on HR practices and the well-being of the employee. This will include sustainability issues
with regard to Al-driven interventions for HR, the impact of such interventions on the
organizational culture, and unforeseen downsides that could be engendered by Al. There will
be a necessity to balance its advantages in automation and data-driven decision-making against
ethical concerns linked with its use in human resource management (Luz & Olaoye, 2024).

6. CONCLUSION

It is, therefore, of essence to finally conclude that integration of Artificial Intelligence
within Odoo ERP presents significant benefits for HR communication and employee retention.
By means of Al technologies, organizations are able to get more in-depth information about
their workforce, improve engagement, and reduce turnover rates. The study adds to the existing
knowledge of the sociological impact which can result from the application of Al on HRM, so
that scholars are helped by such studies in further academic research while giving insights into
the practical field of application. As Al further evolves, so will its role in supporting the
transformational drive of HR practices and opening further opportunities to improve
organizational success.

This human resource management study has been such a success that we hereby are
encouraged to explore its possibilities in enhancing other areas within the organization, such
as commercial and purchasing operations. It is exactly these Al-driven insights and efficiencies

Br. J. Ed., Tech. Soc., v.18, n.sel, p.37-47, 2025
DOI http://dx.doi.org/10.14571/brajets.v18.nsel.37-47

ISSN 2316-9907



http://dx.doi.org/10.14571/brajets.v18.nse1.37-47

46

that have shown their prowess in HR and could equally well be applied to these departments,
driving better decision-making, process automation, and increased overall performance.
Through extending Al reach outside of HR, we seek to follow with similar transformative
results in many business functions and will continue to leverage the optimal strengths of Al to
help drive organizational outcomes.
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