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A strategic analysis of the critical gap between Al adopti
workforce capability—and the roadmap to bridge it

Workforce Capability

: ﬂ of organizations are now implementing
e 3 Al beyond the exploratory phase.

Source: McLean & Company, 2025
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The Great Disconnect: We’re Buying the Tech,
But Not Building the Talent

% Accelerating Adoption

68% of organizations are actively
deploying Al.

68%
I

Organizations in advanced Al maturity
stages (Proliferation & Optimization)
surged from 46% to 61% in one year.

61%

n .

Year 1 Year 2

Surged from
46% to 61%

@ Stagnating Strategy

Only 14% have established a formal Al
strategy, despite the rapid deployment.

' Only 14% with

Formal Strategy

This creates a dangerous
strategy-implementation gap.

Strategy Implementation

W

(Qo _Declining Investment
NA,) in People

Investment in Al-specific upskilling has
declined from 42% to 36% year-over-year.

42%

‘\3ﬁ%

Year 1 Year 2

Declined from
42% to 36%

This is a fundamental misalignment
between technological deployment and
human capability development.

Deployment T oo l Capability
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The Sobering Reality of AI Implementation

5%

The failure rate for custom Al
projects to reach full deployment.

The primary barriers are not technical limitations, but human factors: change
resistance, skills gaps, unclear roles, and misaligned incentives.
—Source: Challapally et al., 2025, MIT Researchers

Human Capital
dﬁ:():\lo/o Innovationlg




The Cost of Inaction: A Direct Hit to
Innovation & Performance

Talent & Innovation Link

Organizations with leaders highly

Organizations with 1 8 higher effective at talent development
strong HR tech P x performance demonstrate 2.1x higher

enablement in innovation. innovation performance.

Organizations with 2 1 higher
effective talent ° X innovation
development leaders performance.

Strategic Alignment

Without strong HR involvement in
strategy, organizations risk
technology-first approaches that
neglect workforce implications.
Currently, only 50% of HR
partners in strategic planning.

All data sourced from MclLean & Company, 2025.
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The Human Toll: The Readiness Gap is an Experience Gap

DQ Widespread Change Fatigue
* Only 12% of employees report not experiencing change fatigue.

» This leads to emotional exhaustion, cynicism, and reduced commitment.

Eroding Trust & Competency

* Employees perceive their skills becoming obsolete with no clear path to develop new
capabilities, threatening their professional identity.

* Only 53% of employees understand the rationale behind senior leader decisions—a
gap Al exacerbates without transparent communication.

The Bottom-Line Connection

e Organizations effective at managing change demonstrate 1.8x higher performance in
providing a great employee experience.

» When leaders’ decisions align with values, employees are 1.5x more resilient against
change fatigue.

All data sourced from McLean & Company, 2024 & 2025.

Human Capital
dﬁ%lo/o Innovationlg



Building the Bridge: A Framework for AI Readiness

Strategic HR-IT Embedded & Accountability Culture &
Alliance Targeted Learning & Governance Leadership

Forge a unified front Build capability in the Hardwire success Cultivate a foundation
for technology and flow of work, not just through operating of continuous learning
talent. in the classroom. model changes. and Al fluency.

Evidence-based strategies to transform technology enthusiasm
into sustainable competitive advantage.

Human Capital
dﬁ:():\lo/o Innovationlg




@ Pillar 1: Forge a Strategic HR-IT Alliance

Effective HR-IT collaboration leads to 2.0x greater likelihood of having a
formal Al strategy and 1.8x higher innovation performance.

Core Practices Proof Points

¢ Collaborative Governance: Establish AGC Biologics
joint steering committees with shared
accountability for both technical and
human outcomes.

“Integrated project teams for talent analytics
reduced implementation time by ~40% by combining
HR's talent knowledge with IT's data expertise.”

» Shared Metrics & Objectives: Create — et B RER . e
joint KPIs for Al initiatives measuring
adoption, satisfaction, and capability
development.

Bruce Power

“Quarterly strategic planning sessions between HR
« Integrated Planning: Require HR review and IT leadership create dual-benefit initiatives that
for Al implementations; include IT in secure stronger executive support.
talent strategy. — Karen Smith, SVP & CHRO
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Pillar 2: Reinvent Learning for the AI Era

Move from traditional workshops to continuous skill building embedded in daily work.

53%

experience elevated job stress. Traditional, 8%
time-intensive training is no longer viable. T
Current Implementation Anticipated High Impact

r@: People managers are 1.4x more likely to
Jiz ")

Only 8% of organizations implement ‘learning-in-the-flow-of-

- - work’ approaches, despite 53% anticipating high impact.
Evidence-Based Interventions: i e iy

@ Microlearning: 3-5 minute skill videos and use cases accessible within productivity tools.

Al-Powered Assistants: Chatbots and contextual help that provide just-in-time guidance.

Peer Learning Networks: Communities of practice and internal champion programs to accelerate knowledge transfer.

Proof Point: Meritage Homes

“An Al learning hub within their communication platform increased Al feature adoption by 60% while using
less than 10% of the instructional time of traditional workshops.” — Javier Feliciano, EVP & CPO
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Pillar 2 (cont.): Build Deep Capability with Targeted Programs

Foundational Al literacy requires more than just-in-time learning. Effective programs build
genuine capability, not just superficial familiarity.

Essential Program Components Proof Points

. « Differentiated Learning Paths: Create distinct Accumin

tracks for Executives (governance, strategy), “Their Al skills academy saw 70% of employees
Managers (change leadership), and achieve certification in one year, and Al-enabled
Professionals (hands-on skills). productivity improvements exceeded projections

by 40%."

@  Practical Application: Require participants to — Teresa Coelho, Global CPO
'{f&l complete real-world Al projects that solve

actual business challenges. ;
The Citco Group

q « Certification & Recognition: Implement “An Al rapid-prototyping program combining

proficiency tiers (e.g., Bronze, Silver, Gold) and training with innovation sprints generated 47 viable
LN link them to performance reviews and Al applications in its first year.”

advancement. — Chris Collins, Head of HR
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éIé Pillar 3: Hardwire Success with Accountability & Governance

Training alone is not enough. Sustainable capability requires embedding Al
readiness into the organization’s operating model.

Effective Governance Mechanisms Proof Points

« Al Steering Committees: Executive oversight Royal Canadian Mint

bodies with HR, IT, and business leaders holding “Incorporating Al fluency into leadership competency
equal standing to review Al strategy and models increased leader participation in Al training
workforce implications. from 40% to 95% in two quarters.”
- Michel Boucher, VP of HR
« Human Impact Assessments: Mandate reviews
for all major Al implementations, including
stakeholder engagement and communication Ochsner Health

plans. “An Al Adoption Council with explicit accountability
: for workforce readiness enabled proactive
« Performance Management Integration: Include intervention, ensuring clinical staff felt supported, not
Al capability development in individual overwhelmed.”

z?jaeg;i;ﬁg: ncievalidiciestersionithetea s - Kelly Murphy Almerico, AVP of Employee Experience
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Pillar 3 (cont.): Fuel the Engine with Dedicated Resources

When HR effectively measures ROI, organizations are 1.9x more likely to be
high-performing at leadership development and show 1.9x higher
innovation performance.

Evidence-Based Support Systems Proof Points

Dedicated BUdgEts: Establish per-employee Al Anchor Point Management ‘Group
learning funds and innovation grants, separate

i - [+ . » | [} ';
from general training budgets. Dedicated 10% of each employee’s work time to Al

learning and experimentation, resulting in adoption

rates that significantly exceeded industry benchmarks.”
Time Allocation Policies: Institute protected - David Hawthorne, CPO

development time, such as “Learning Fridays” or
a percentage of work hours.
CMS Info Systems

Clear Career Pathways: Define Al-fluent roles “Created an ‘Al Innovation Fund’ where employees
and articulate how these new capabilities apply for resources, funding projects that generated
enhance internal mobility and promotion significant operational improvements.”

opportunities. - Sanjay Singh, CHRO
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‘- Pillar 4: Cultivate a Culture of Continuous Learning

Sustainable Al capability is an outcome of a culture where learning is an ongoing
expectation, not a series of events.

The Impact of a Learning Culture How to Build It
47% ( = ) Leader Modeling: Executives must
@ publicly share their own learning

7% journeys.

16% . Psychological Safety: Explicitly permit
7o, E experimentation and celebrate
: 6% _ “intelligent failures.”

Talent Without Change  Without Employee  Without System Reinforcement: Embed learning

Development Management Engagement

el orse s o ok agility into performance management

and succession planning.

Proof Point

Company: “HomeFirst"
Quote: "CEO René Ramirez consistently emphasized "“learning as a value,” resulting in significantly higher voluntary
participation in Al training compared to mandate-based approaches.”
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Pillar 4 (cont.): Build a Leadership Pipeline
for a Tech-Fluent Future

The Leadership Gap | The Delegation Imperative

Only 36% of organizations report leaders are highly effective Only 30% of leaders delegate effectively, yet this skill
at change management. This is insufficient for the Al era. correlates with a 1.5x higher likelihood of having a
~continuous learning culture.

Development Strategies Across the Pipeline

DBE Early Career gg‘g Mid-Level \\i/f Executive

Incorporate Al fluency and change Build skills in coaching teams on Al Focus on Al governance, strategic
management into emerging leader usage and navigating Al-related ethical opportunity identification, and leading
programs. Provide opportunities to lead dilemmas. enterprise-wide transformation.
small-scale Al initiatives.

Proof Point

Company: Meritage Homes

Quote: “Redesigned their entire leadership curriculum to integrate Al case studies throughout, ensuring leaders view Al fluency
as a core competency, not an optional technical skill.”

Attribution: - Javier Feliciano, EVP & CPO
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Guiding Principles: Maintaining a Human-Centric Approach

% Organizations where leaders make decisions aligned with values demonstrate

2.4x higher workforce productivity and 2.0x greater strategic goal achievement.

. Transparency in Decision-Making: Clearly communicate how Al informs decisions and
provide channels to appeal Al-influenced outcomes.

. Meaningful Human Oversight: Design “human-in-the-loop” processes for high-stakes talent
decisions. Al should augment, not replace, human judgment.

. Proactive Displacement Mitigation: Use workforce planning to identify at-risk roles early and
provide reskilling opportunities and transition support.

g@g\ . Inclusive Design & Ethics: Involve diverse employees in Al tool design and conduct regular
8 Aé audits for bias and fairness.

| Proof Point

Company: “Wacker Chemical Corporation”

Quote: “Established employee advisory panels to review proposed Al implementations. This inclusive approach identified
potential problems early and built trust, significantly reducing resistance during deployment.”

- Ato Taylor, VP of HR
Ao umen Capia




The Choice: From Reactive Failure to Strategic Advantage

1.8X

Innovation
Advantage

The gap between 68% Al adoption and declining workforce investment is not sustainable. Technology alone delivers no advantage.

s Restating the Core Challenge
2

The Path Forward

Q
5 /; Competitive advantage comes when human capability unlocks technological potential. The evidence is conclusive: A strategic, proactive
[l approach to Al readiness delivers superior outcomes in innovation, employee experience, and financial performance.

The organizations that build genuine Al fluency throughout their workforce will be the ones to lead.
The choice is not whether to invest in capability, but whether to do so by design or by default.
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