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CHALLENGES AND
OPPORTUNITIES OF ARTIFICIAL
INTELLIGENCE ADOPTION

IN HUMAN RESOURCES
MANAGEMENT WITHIN

THE ICT INDUSTRY IN ARMENIA

Abstract

This study investigates the challenges and opportunities of artificial intelligence
(AI) adoption in human resources management (HRM) within the ICT industry of
Armenia. Utilizing a mixed-methods approach, the analysis is based on a structured
survey and in-depth interviews conducted with 30 HR specialists from Armenian ICT
companies in Yerevan between January and February 2025. The results of the expert
survey were analyzed using descriptive statistics, frequency analysis, and cross-tabu-
lation tests in SPSS software. The findings revealed significant opportunities for us-
ing AI in human resources management within the ICT sector. These opportunities
include improving management processes for employees and saving time and financial
resources through the effective use of artificial intelligence in HRM. However, there are
also evident challenges, such as the comparatively slow rate of Al integration in HRM
(only 43.4% use Al tools in HRM), and risks associated with human-AI imbalance
(27.8%), information protection (27.8%), job displacement (18.5%), Al bias (16.7%),
and resistance to change (9.3%). Nevertheless, the findings revealed no correlation be-
tween company size and the level of AT implementation in HRM (Pearson Chi-Square
= 0.143, p = 0.931), which does not support the hypothesis of a ‘digital divide’ within
the sector whereby larger companies are more likely to implement AI than small and
medium-sized enterprises. The study highlights the importance of balancing AI tech-
nology with the human factor, developing ethical standards, investing in Al literacy,
and implementing targeted training programs.

Keywords artificial intelligence, human resource management,
ICT sector, Armenia, Al integration, challenges,
opportunities

JEL Classification M54, M15

INTRODUCTION

Nowadays, the information and communication technology (ICT)
sector plays an increasingly important role in the global economy, as
it stimulates new jobs and transforms existing ones, and develops in-
novation and creativity in business (Kvochko, 2013). In the past few
years, Armenia has been undergoing a digital transformation, and
the digital sector has become one of the leading parts of the econ-
omy. The Armenian government declared the ICT sector a priority
in 2000 and, since then, has implemented various support measures,
including tax incentives, establishment of free economic zones, cre-
ation of the Ministry of High-Tech Industry, and development of the
“Digitalization Strategy of Armenia for 2021-2025” (International
Trade Administration, 2023; OECD, 2024). In 2023, Armenia’s startup
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ecosystem has gained recognition with a ranking of 15th in Eastern Europe and 57th globally according
to StartupBlink, which is higher than some EU countries (Prime Minister of the Republic of Armenia,
2023; Gomonov et al., 2021). According to Innotechnics (2024), the country is considered a leader in the
Caucasus region for startups.

However, a number of obstacles hinder further sustainable growth of the ICT sector in Armenia. Despite
a strong tradition of technical education, there is a significant shortage of specialists needed to implement
and use new technologies (World Bank Group, 2025). Although the relocation of tech professionals, es-
pecially from Ukraine, Belarus, and Russia, has significantly accelerated the development of the sector in
2022, the long-term future impact and sustainability of this factor is still a question (Modex, 2022).

One of the efficient ways to attract and retain talent in the ICT sector can be the use of artificial intelligence
(AI) tools and digital technologies in human resource management (HRM). The impact of digitalization
on HRM includes online recruitment and training, crowdsourcing, and knowledge management systems
(Melkumyan & Sahakyan, 2022). Therefore, it is interesting to explore how bridging the talent gap in

Armenia’s ICT sector through Al in human resource management can ensure sustained growth.

1. LITERATURE REVIEW

AND HYPOTHESES

A sufficient number of authors addressed and con-
sidered the issues of implementing artificial in-
telligence in different areas, but the studies con-
ducted in the field of information technology and
communication technologies in Armenia are very
superficial. The main research concerns the appli-
cation of Al in the education process, in the mili-
tary industry and defense (Danielyan, 2025), in
the process of managerial decision-making, and
information management (Karapetyan, 2024), but
there is very little research in the field of human
resource management, especially in the informa-
tion and communication industry. In addition,
this research mainly highlights the existing prob-
lems, including the insufficient use of AI potential
in various fields due to brain drain and other ob-
stacles (Danielyan, 2025). It is worth concentrat-
ing attention also on studies that highlight not on-
ly the economic effects and risks of AL but also the
legal issues that could arise, emphasizing the need
for a steady and harmonious development of not
only technologies, but also the legal framework
of the country to ensure increased positive effects
(Zihang et al., 2021).

Recent research has shown that the implementa-
tion of Al tools in HRM can improve strategic po-
sitions and provide sustainable competitive advan-
tages for companies (Prikshat et al., 2023; Ratner
et al,, 2025; Budhwar et al., 2022). Thus, Rigotti
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and Fosch-Villaronga (2024) and Nawaz et al.
(2024) proved that the efficiency of Al in screen-
ing, attracting, evaluating, and interviewing can-
didates is very high due to the dramatic speed of
information processing. Although the working
logic of AI depends on specific algorithms created
by humans, which can lead to biases, many stud-
ies claim that implementing Al in the recruitment
process can reduce discrimination (Budhwar et
al., 2022). Benefits of AI use in HRM include the
reduction of the administrative burden in compa-
nies, acquiring talent, and predicting employee re-
tention in the workplace (Lokande, 2025).

Some researchers focus on the issues of digitali-
zation and AI implementation during recruit-
ment (Kshetri, 2021), as well as in career and per-
formance management (Gryncewicz et al., 2023),
while others study the process of training and de-
velopment of employees (Maity, 2019). Al can help
HR managers design and deliver personalized
learning and development programs for employ-
ees (Employer Flexible, 2025) and assess the level
of staff engagement using a variety of survey and
data collection methods (Minasyan & Petrosyan,
2024). There are advantageous implementations
of digital tools and Al in training and education
(Davenport, 2019).

According to several other studies (Sharma, 2021;
Mer & Virdi, 2022), AI chatbots promote the re-
duction of onboarding time due to the effective in-
tegration of new employees in teams. Particularly,
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chatbots can help new employees by providing
contact details of new colleagues and information
on professional training.

As the current process of gradual use of AI shows,
its role in language training and other types of
personalized training can increase. Al chatbots
can organize personalized training and even fore-
cast the efficiency of training (Chen, 2022). At the
same time, other researchers consider the role of
Al in the process of managerial decision-making
(Leicht-Deobald et al., 2019) or during the process
of assessing personnel performance (Claus, 2019).
Some researchers have shown that psychologically,
AT tool implementation does not cause demotiva-
tion, but leads to personnel turnover increase (Pan
& Froese, 2023).

Organizations increase the efficiency of employee
selection and hiring by implementing Al in hu-
man resource management, as Al helps to expand
the human resource pool. The main limitation of
AT, according to Kshetri (2021), is the lack of a sci-
entific basis for its implementation.

One of the main aspects where Al can make a sig-
nificant impact in HR is recruitment and selec-
tion. Al-powered algorithms can scan resumes
and job applications to identify suitable candi-
dates based on predefined criteria, reducing the
time and effort required for manual screening
(Maksudyan, 2024; Murugesan et al., 2023). Al
tools such as Machine Learning, Deep Learning,
and Natural Processing are filtering out the most
relevant talent from the gigantic piles of CVs
(Mugisha, 2024; Mer, 2023).

Statistics show that 72% of organizations face dif-
ficulties in finding workers with the necessary
skills; in addition, they spend an average of 14-63
days and 500 USD on filling each vacant position
(Blinnikova & Koyevich, 2020). Besides, 90% of
employees believe Al is a time saver - particular-
ly in reducing the number of repetitive tasks and
giving staff more time to focus on difficult tasks
(Nawrat, 2023). By automating and simplifying
manual processes that affect employee experience,
AT can reduce the amount of time HR profession-
als spend on administrative tasks and thus boost
the time spent on high-value tasks only a human
can do (Buchholz, 2023).

http://dx.doi.org/10.21511/ppm.23(4).2025.11
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According to Venugopal et al. (2024), the use of Al
tools in HRM comprises three stages: technocratic
(usage), integrated (integration), and fully embed-
ded (symbiosis). At the current stage of AI usage
in HRM, there is a time to effectively prepare for
further stages of integration and full embedding
when job reductions significantly increase.

The application of AI tools can lead to the trans-
formation of HRM functions, organizational, and
work transformations. These will include such
challenges as job reduction, biased algorithms,
problems with data safety, and ethical concerns.

A more established debate in human resource
management is about pluralistic or recipro-
cal approaches to human resource management
(Venugopal et al., 2024), which mainly focus on
management and employees as the main stake-
holders, but argue that they should be considered
in a social context. This emphasis was clearly ex-
pressed in the concept of “people-centered” per-
sonnel management (Boxall, 2021). In this context,
the different interests of the main stakeholders
(owners and employees) can be reconciled; other-
wise, negative consequences may arise. Managing
human resources for the common well-being aris-
es from the fact that a fundamental responsibil-
ity of business is to effectively contribute to the
sustainable development challenges that we col-
lectively face. The common good can encompass
both immediate communities and local and glob-
al society, but can include other living beings and
our shared natural environment - the ecosystem.

Artificial intelligence (AI) skills guarantee higher
wages by about 11%, while programming skills
provide only 6% increase in salary (Alekseeva et
al., 2021). Companies that implement artificial in-
telligence tools gain not only optimization, but al-
so provide opportunities to integrate the company
into the environment and social life more effec-
tively (Patricio et al., 2024). It also contributes to
responsible behavior toward society and improves
corporate culture within the company.

As organizations increasingly move toward digi-
talizing their HR operations, it is crucial to un-
derstand the effects of AI on different aspects of
HR. Still, AI identifies correlations between ex-
isting successful employees and their traits and
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performance (Murugesan et al., 2023). According
to Dan Beck, there are three key areas where Al
is taking off within HR tech; they are the follow-
ing (SAP, 2024):

o Al-driven insights provide insight into work-
force dynamics;

o AI streamlines HR processes, from recruit-
ment through onboarding to employee man-
agement, enhancing efficiency and reducing
administrative burdens;

o solutions using AI help craft personalized
employee experiences to foster engagement
by understanding individual employee needs,
wants, and styles.

Therefore, studies show that the advantages of Al
models include predicting a candidate’s suitabil-
ity for a position based on the candidate’s previous
work experience or other known work factors, and
that AI can help avoid “unconscious bias,” pro-
moting more diverse and inclusive teams in the
future. However, it is controversial to claim that
Al tools are unbiased, as there are algorithms that
are programmed with certain principles that can
also have “inherent” or prior biases.

However, the diffusion of AI tools in human capi-
tal management is still small. In part, this is due to
a shortage of digital skills and a lack of specialized
education. Some recent research proves that with
better digital skills among the company’s person-
nel, these companies are more likely to adopt AI
technologies in the HR sphere more quickly and
effectively (Agarwal, 2023). According to Eurostat
(2024), there is a correlation between educational
level and digital skills, as the smallest gap in digi-
tal knowledge and abilities is for persons with
higher education. The largest gap in Europe was
in Portugal (66%) and the smallest one in Estonia
(12%). Therefore, the level of digitalization and the
implementation of artificial intelligence tools are
usually correlated with the level of education.

At the same time, education system improve-
ment and comprehensive reforms in this sphere
are mostly explained by the policies governments
usually adopt. Studies have revealed that, though
in the short run perspective, government spend-
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ing on education is not effective, in the long run,
these expenditures give solid results (Melkumyan
et al., 2023). Thus, the more society invests in edu-
cation, the more it gains in the future. At the same
time, digitalization in any sphere is a consequence
and a precondition for a high-quality education.

Therefore, the research on AI in human resource
management is still very fragmented, with a need
for more cohesive studies to understand the full
impact of AI on HR functions. This fragmenta-
tion can hinder the effective implementation of
AT technologies in HRM, especially in situations
where the business lacks digital skills and experi-
ence in successful Al implementations.

The ICT industry has become a major driver of
economic growth in Armenia, with a significant
number of specialists employed and a high aver-
age salary (Davoyan, 2020). This shift is supported
by the successful implementation of digital tech-
nologies in various industries and consequently
contributes to the development of the economy in
Armenia (Panasenko et al., 2019; Sergi et al., 2023;
Melkumyan, 2024).

Moreover, the ICT sector in Armenia has seen
a substantial increase in exports, particular-
ly in computer services, which have become
the dominant component of ICT exports. The
growth rate of ICT service exports has sur-
passed the overall export growth of the country
(Tadevosyan, 2024).

According to Armstat (2025) data, the num-
ber of people employed in the information and
communication technology sector was quite
high in Armenia, reaching up to 44,900 people,
which is about 4% of the total number of em-
ployed. However, as in other post-Soviet coun-
tries, the sluggish and inertial education system
does not allow for the prompt closing of the ed-
ucational gap in the field of rapidly developing
digital technologies (Aghajanyan et al., 2025). It
creates a notable mismatch between the demand
for ICT specialists and the output of the educa-
tional system. The number of graduates in ICT
fields is insufficient, and the skills provided by
educational institutions do not fully meet in-
dustry needs (Gevorgyan & Tumanyan, 2022).
At the same time, larger companies experience
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fewer problems with staff training, as they have
more opportunities to organize corporate train-
ing (Ratner et al., 2022; Revinova et al., 2020).

The aim of this study is to assess the level of AI
implementation in human resource management
in the ICT sector in the Republic of Armenia
and identify the main risks and opportunities of
digitalization.

Therefore, our hypotheses of the study are as
follows:

HI:  The size of the company affects the inten-
sity of the use of Al tools in HRM in the
Armenian ICT sector.

H2: Using AI in HRM is positively linked to the

automation of different tasks.

2. METHODOLOGY

This study employs a mixed-methods approach,
combining qualitative expert assessments and
quantitative survey analysis to assess the adoption
of artificial intelligence (AI) in human resource
management (HRM) within the Armenian in-
formation and communication technology (ICT)
sector. The primary data were collected through
semi-structured interviews and a standardized
questionnaire.

The research was conducted between January and
February 2025 in Yerevan, Armenia. The choice of
time and place was justified by the rapid growth
of the ICT sector and the increasing interest in Al
adoption within the country during this period.
A total of 30 HR specialists from Armenian ICT
companies were selected as expert participants.
The selection criteria included:

o holding a middle or senior management posi-
tion within an HR division;

o working for a company that has been operat-
ing in the market for at least five years;

o representation from all three national tele-

communications service providers, as well as
a diverse range of other IT organizations.

http://dx.doi.org/10.21511/ppm.23(4).2025.11
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This purposeful sampling strategy was used to en-
sure that the participants had extensive experience
and a deep understanding of the HRM landscape
in Armenia’s ICT sector. Given that only large and
medium-sized enterprises typically have dedi-
cated HR departments, the sample was intention-
ally skewed toward these larger companies. The
composition of the expert panel is summarized in
Table 1.

Table 1. The composition of the expert panel
by the size of the company

. i Number of | Percentage
Company size ;

experts . of sample (%)
large (>250employees)  © 19 © 633
_Medium (50-249 employees) 6 200

87
100

_Small (< 50 employees)

Total 30

In addition to the expert survey, in-depth inter-
views were conducted with a representative from
the Republican Union of Employers of RA and
three large ICT company representatives to pro-
vide further context and clarify information re-
garding companies that are members of this pub-
lic organization.

The data collection process was twofold. First, a
structured questionnaire was developed and re-
fined through discussions with industry experts
to ensure its relevance and conciseness. The
questionnaire consisted of both open-ended and
closed-ended questions designed to explore key is-
sues related to AI implementation in HRM. The
questions were carefully formulated to address the
study’s core hypotheses and research objectives
(Table 2).

All participants provided informed consent prior
to completing the survey and interviews. To en-
sure impartiality, anonymity and confidential-
ity, data were anonymized and aggregated, with
no identifying information about individuals
or their companies being recorded or presented.
The research protocol was approved by the Ethics
Committee of the Armenian State University of
Economics under Protocol No. 2 dated January 21,
2025.

Both qualitative and quantitative methods were
used to analyze the collected data. For the quan-
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Table 2. Main questions included in the questionnaire

Variable Question Type of the question
Ql : Size of the company Ranking: small/ middle/large
@ " Semogaptic
Q3 Dichotomous: yes/no
as openendes
Q5 _Multiple choices
Q6 Open-ended
o openendes
Q8 nghotomou'g; yes/mo
Q9 Open-ended
Q10 Open-eﬁ:cjied
Ql1 _Multiple choices
Q12 ___Open-ended
Q13 __Open-ended
Q14 : Recommendations on the effective use of Al in human resources management Open-ended

titative analysis, the survey results were processed
using SPSS software. Statistical tests such as de-
scriptive statistics, frequency analysis, and cross-
tabulation tests (including Pearson’s chi-squared
and M-L chi-squared tests) were employed to
identify trends, relationships, and statistical signif-
icance. This enabled us to test the study’s hypoth-
eses quantitatively.

For the qualitative analysis, thematic analysis
was performed on the data from the open-ended
questions and in-depth interviews. This enabled
us to identify common opinions, challenges, and
opportunities shared by the experts, providing
critical insights that complement the quantitative
findings. This dual-method approach ensures a
comprehensive and robust analysis of the research
problem.

3. RESULTS

The in-depth interview with experts from the
Republican Union of Employers of RA revealed
that only 30% of employers utilize artificial intel-
ligence to enhance the efficiency of their HR de-
partments. The remaining 70% had not integrat-
ed Al yet, primarily due to a lack of information
and insufficient skills. This highlights the growing
need for awareness-raising initiatives and targeted
training programs to fill the gap and promote Al
integration.

The results of the survey, which included 30 ICT
companies, showed that most professionals in hu-
man resource management positions in the ICT
sphere (more than 70% of respondents) believe
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that the implementation of AI will automate most
of the operations and increase their personal per-
formance. About 43.3% of the surveyed compa-
nies already use artificial intelligence in human
resource management, while 56.7% still do not use
AT in HRM. The companies, which used AI, re-
ported on the application of Al tools in functions
such as recruitment and staff selection, talent ac-
quisition and onboarding, data analytics, training,
and performance management.

The distribution of the companies by size and Al
usage in human resource management is present-
ed in Figure 1.

The shares of medium-sized companies using and
not using Al tools in human resource manage-
ment are equal (50% and 50%). Among small com-
panies, the percentage of those that do not use Al
tools is predominant (60% vs. 40%). Among large
companies, almost 58% reported not using Al,
while the others reported using AT in HRM.

However, applying Pearson’s Chi-square and M-L
Chi-square statistical tests shows that there is no
statistically significant difference between compa-
nies of different sizes in the use of AI (x* = 0.143,
p =0.931 and x* = 0.142, p = 0.931). So, the first
hypothesis (HI), which states that the size of the
company can affect the intensity of the use of Al
tools in HRM, can be rejected. This means that
the decision to use AI depends primarily on those
who manage the companies or the departments
of human resource management. Simultaneously,
the research has shown that the age of respondents
did not affect the use of AI, as the main constraints
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Figure 1. Distribution of the companies by size and Al usage in HRM

W lack of financial resources and
lack of qualified staff

B data security concerns

planning Al use in the nearest
future

Figure 2. The most compelling reasons why Al is not yet being utilized in HRM

with the implementation of AI were connected to
the lack of finance and skills.

Among the most compelling reasons why AT is not
yet being utilized in HRM of the companies, re-
spondents noted a lack of financial resources and
qualified staff, as well as data security concerns.
41.2 % respondents claimed about planning Al use
in the near future (Figure 2).

The respondents were also questioned about the
implementation of training in companies related
to the use of AI tools in HRM. The results ob-
tained are presented in Table 3.

Table 3. Considering training implementation
related to the use of Al tools in HRM

Response Frequency %
Yes 13 43.3
No 3 10.0
Not sure 10 333
\é\(/)e;:ave already 4 133
Total 30 100.0

Nearly 60% of surveyed companies are ready to
implement training or have already done it, while

http://dx.doi.org/10.21511/ppm.23(4).2025.11

the rest of the companies are not considering this
opportunity or are not sure about it. At the same
time, most of the respondents (58.3%) (multiple
options have been chosen simultaneously) imple-
ment Al for recruitment, 43.3% for staff selection
and talent acquisition, and others implement it for
data analysis, employee engagement, and other
processes.

As the analysis shows, using AI'in human resourc-
es management significantly promoted the auto-
mation of different tasks. Pearson’s Chi-square
statistical test revealed this significant relation-
ship (Table 4). This confirms the second hypoth-
esis (H2) on the positive link between using arti-
ficial intelligence in HRM and the automation of
tasks.

The distribution of responses (%) on the poten-
tial risks of AI integration in HRM is reflected in
Figure 3 (multiple options were available).

As the data provided show, the highest risks of
AT integration in HRM are related to the lack
of balancing AI with the use of human factors
(27.8%) and information protection concerns
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Job displacement
Information protection concerns

Resistance to change

Potential bias in Al algorithms and final decision-
making

Lack of balancing Al with use of human factor

I 18.5
I — 27.8
I o3

I 16.7
I — 27.8

0 5 10 15 20 25 30
Figure 3. Distribution of responses (%) on the potential risks of Al integration in HRM
Table 4. Chi-Square tests
Hypotheses The relationship between the variables Pearson Chi-Square  P-value | Decision
HI o dQL203 e 0.143 .0931 . Notsupported
H2 ‘3> a8 6.002 0050 :  Supported

Note: Q1 = Size of the company; Q3 = Use of Al in HRM of the company; Q8 = Automation of tasks due to use of Al.

(27.8%). Job displacement (18.5%) is considered
the next important risk of Al integration in HRM.
Simultaneously, relatively lower risks were linked
to potential bias in AI algorithms and final de-
cision-making (16.7%) and resistance to change
(9.3%). The interviews with professionals in this
sphere have also revealed their belief that AI in
HRM is going to enhance, not replace, human
decision-making.

4. DISCUSSION

The high adoption rates of Al in recruitment and on-
boarding among Armenian ICT companies are con-
sistent with global trends. The initial application of AT
in these areas is often driven by a need for efficiency
and automation of time-consuming, repetitive tasks.
This finding aligns with Melkumyan and Sahakyan
(2022), who highlighted the role of digitalization in
streamlining these specific HRM functions.

However, the limited use of AI in more strategic
functions, such as performance management and
talent development, indicates that the sector is still in
the early stages of a digital transformation. This can
be interpreted as a focus on tactical, rather than stra-
tegic, Al implementation. This pattern is not unique
to Armenia and is observed in many emerging tech
markets where initial investment is directed toward
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areas with a clear and immediate return on invest-
ment (Ncube et al., 2025; Goel & Mishra, 2024).

The absence of statistical correlation between com-
pany size and Al adoption suggests that there is
no ‘digital divide’ within the Armenian ICT sector.
Typically, larger companies have greater financial
and human resources and are therefore better posi-
tioned to overcome significant implementation bar-
riers, such as high costs and the need for specialized
skills. However, our findings do not corroborate the
World Bank Group’s (2025) observations regarding
the general skills gap in Armenia, which suggests
that this gap directly affects the ability of smaller
enterprises to adopt advanced technologies. This is
most likely because even large companies are still in
the early stages of AI implementation in HRM.

The qualitative data on challenges, particularly data
privacy and algorithmic bias, present a crucial point
for future policy. These concerns are not unique to
Armenia but are central to the global discourse on
ethical AI (Sharma et al., 2023). The findings suggest
that for AI adoption to become widespread and sus-
tainable, it must be accompanied by robust ethical
frameworks and a focus on building trust in these
technologies.

These results have several important practical impli-
cations. They can be useful for policy makers, ICT
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company management, universities, and training
centers. First, supportive policies and initiatives
can be created by government officials and institu-
tions involved in workforce development, promot-
ing technological integration in HR, strengthening
education, and addressing skills gaps. Second, best
practices for the effective implementation of Al tools
in HRM functions can be recommended by busi-
ness professionals advising companies on digital
transformation.

Problems and Perspectives in Management, Volume 23, Issue 4, 2025

When discussing the study’s limitations, it
should be acknowledged that it relies on self-
reported information from experts and HR pro-
fessionals about the use of AI tools and their as-
sessments of these tools’ effectiveness. This may
introduce bias, as respondents may have differ-
ent interpretations of Al integration and its im-
pact, potentially skewing the results. However,
this problem is universal for survey-based
research.

CONCLUSION

The purpose of this study was to assess the level of Al implementation in human resource management
(HRM) within the Armenian ICT sector and to identify the main opportunities and challenges associ-
ated with this specific type of digitalization.

The research found that the adoption of AT in HRM is still in its early stages, with a focus on automation
of routine tasks. The majority of AI tool usage is concentrated in recruitment and onboarding, while
more strategic functions like performance management and talent development show very low adop-
tion rates. However, the findings did not reveal any significant “digital divide” within the sector, where
larger companies are more likely to implement AI compared to small and medium-sized enterprises.

From these results, several conclusions can be drawn. The ICT sector in Armenia is beginning to lever-
age Al to address its talent challenges, but the implementation is primarily tactical rather than strategic.
The slow rate of widespread adoption can be attributed to three critical barriers: first, a shortage of spe-
cialists with the necessary skills; second, the high cost of implementation; and third, persistent concerns
over data privacy and ethical issues such as algorithmic bias. These obstacles hinder the sector’s ability
to utilize AT’s full potential in bridging the talent gap and ensuring long-term sustainable growth.

Future research should focus on a deeper analysis of the factors driving the digital divide between
large and small companies in Armenia. It would also be valuable to conduct a longitudinal study to
track the evolution of AI adoption and its impact on employee productivity and job satisfaction over
time. Additionally, research into developing a specific ethical framework for AI in HRM tailored to
the Armenian legal and social context would provide a crucial foundation for responsible and effective
implementation.
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