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Introduction:
The Paradox of Progress

In the past year, artificial intelligence has transformed
how organizations create, share, and scale knowledge.
Information that once took time to gather and synthesize
can now be accessed more quickly, adapted to different
contexts, and distributed across teams. Learning has
become more accessible and efficient in many ways.

Yet, even as information becomes easier to find, many
organizations are struggling to rebuild the human fabric
of work. Engagement scores are stagnant, belonging has
declined, and trust in leadership remains fragile.

Canadian research from Great Place to Work (2025)
shows that employee well-being has fallen back to
pre-pandemic levels, despite greater access to digital
learning and collaboration tools. The report notes that
“organizations must rebuild those connections, whether
teams are remote, hybrid, or in person.”
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Our own data at Canadian Management Centre (CMC)
tells a similar story. We’ve been asking participants
what they gained from our leadership and individual
development programs beyond learning new concepts.

From more than 2,500 responses, this is what
participants appreciated most during the session:

1. Meaningful conversations that rarely
happen in daily work

2. New ideas generated by thinking
through challenges together

3. Practicing new skills with
real-time feedback

4. Building relationships with
colleagues they hadn’t known before

5. A stronger sense of shared purpose

These results point to a simple but powerful truth: while Al can
deliver knowledge, only people can create understanding.




The Human Advantage: What
Technology Can’t Replicate

The qualities that make organizations resilient are increasingly
human ones: curiosity, empathy, collaboration, and trust. These
capabilities do not emerge from consuming content. They grow
through experience, dialogue, and reflection.

As Deloitte’s 2024 Global Human Capital Trends report notes,
“the more boundaryless work becomes, the more important
uniguely human capabilities—like empathy and curiosity—
become.” It calls on organizations to create environments where
people can “explore, play, and experiment with ideas” together.2

At CMC, we see this every day. When people engage in
facilitated learning, they don’t just build skills. They strengthen
relationships, challenge assumptions, and align around

shared purpose. These human outcomes—trust, belonging,
collaboration—have become critical drivers of culture and
performance in modern organizations.

Learning As A Driver Of
Connection And Performance

Organizations are under pressure to adapt quickly, improve
productivity, and retain people in a competitive market. In many
cases, the same initiatives designed to increase efficiency, such
as automation and Al-driven learning, are creating new barriers
to connection.

Employees may have more information at their fingertips but
fewer opportunities to share ideas, test thinking, or build trust.

Facilitated learning helps close that gap. When people learn
together, they engage in the kinds of conversations that create
clarity and confidence. Teams that discuss real challenges
openly are more likely to innovate and feel aligned in how they
approach their work.

In our own programs, participants often describe learning

as a catalyst for renewed energy and focus. They talk about
reconnecting with colleagues they had not spoken to in months
or discovering new ways to collaborate across departments.
These moments, though difficult to quantify, often have
significant organizational impact.

Strengthens Culture in the Age of Al




Connection As
A Strategic Asset

Recent findings from Gallup’s State of the Global
Workplace 2025 report show that only 21 percent of
Canadian employees are engaged at work, compared
with 32 percent in the United States. Engagement across
the combined region remains at 31 percent, underscoring
a persistent challenge for Canadian organizations
working to rebuild connection and meaning after years
of disruption.®

Research from Great Place to Work Canada (2025)
supports this connection between trust and

performance. The study found that organizations
investing in trust, belonging, and psychological safety
are better equipped to navigate change, including the
rapid adoption of Al. These human foundations don’t
just support well-being; they create the conditions for
innovation and adaptability.

Facilitated learning experiences that combine practice,
dialogue, and reflection help build those foundations.
They allow people to experiment safely, share honest
feedback, and see their role in the bigger picture. Over
time, that creates alignment and cohesion, the kind of
cultural glue that allows strategy to take hold.

Trust, collaboration, and shared purpose are sometimes described as “soft skills,” yet their absence
shows up in hard numbers. When people do not feel connected to their work or their colleagues,
projects slow down, decision-making fragments, and turnover rises.

Balancing Efficiency
With Humanity

Al and digital learning are here to stay. They bring
enormous benefits in scale and accessibility, especially
for technical or compliance-based skills. But on their own,
they cannot meet the deeper needs of teams or leaders.

The most forward-looking organizations are combining
the best of both worlds. They use technology to
personalize and reinforce learning, while relying on
facilitated experiences to build trust, community, and
shared understanding. This balanced approach reflects
what participants in our programs continue to tell us:
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they want time to apply new ideas, receive feedback,

and connect meaningfully with others. Yet many
organizations face a paradox—while learners ask for more
time to practice and process, business pressures push

for shorter, more efficient delivery. Resolving this tension
requires treating learning not just as a time cost, but as a
strategic investment in capability and connection.

Creating that balance requires intention. It means treating
human connection as a measurable part of performance,
not as a secondary benefit. When organizations design
learning that develops both competence and connection,
they strengthen culture, improve engagement, and retain
the people who make progress possible.




Closing Reflection Contact Us

As Al continues to reshape how we work and Canadian Management Centre
learn, one principle remains constant: people drive 1-866-929-1590
performance. The organizations that will thrive are cmcinfo@cmcoutperform.com

those that use technology to amplify, not replace,
what makes work meaningful.

At Canadian Management Centre, we help teams
and leaders strengthen that human connection—
turning learning into collaboration, and collaboration
into sustained performance.
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