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The moment of truth

For years we have talked about the potential of artificial intelligence in
corporate training and HR. We've attended webinars, read visionary
articles, and heard promises about how Al would radically transform
our profession. But 2026 marks something different: the end of
speculation and the beginning of operational reality.

For the first time, Al is not an experimental technology reserved for
innovation departments or large technology corporations. It is a tool
present in the daily work of most professionals in the sector, from
specific uses to strategic integration. ChatGPT, Claude, Copilot, Gemini
and other generative tools have democratized access to capabilities
that just two years ago required specialized teams and large budgets.

But democratization does not mean dominance. And therein lies the
paradox that this study reveals.




What will you find in this study?

This study offers an honest snapshot of the current moment: how
training and HR professionals are using Al, what's working, what's not,
what the real barriers are, and where the market is headed in the next
12-24 months. It will help you understand:

Where is the market and where you are in relation to it.

What barriers are holding back real adoption and why they
are not the ones usually pointed out.

What distinguishes organizations that have already achieved

real integration of Al in their processes, from those that are
still in experimental mode.

Where the market is headed in the next 12-24 months and
what factors will determine who advances and who falls

behind.







About this study

This study has been prepared by isEazy in collaboration with
Microsoft. It was carried out through an online survey distributed
among training and HR professionals, between December 2025 and
February 2026. The objective was to capture an accurate snapshot of
the current state of Al adoption in training and HR departments,

identifying usage patterns, implementation barriers and future
expectations.

In total, we obtained more than 300 responses from professionals
active in the area, which allowed us to build an x-ray of the market
with truly global reach.

@

Number of countries that

have participated

+32

®

Number of survey
questions

40

Study completion time
frame

3 months

Dec. 2025 - Feb. 2026

;]

Number of responses
obtained

+300



32 countries represented 5 continents

Who answered

Geography: a global
study with Ibero-
American roots

The geographic distribution of
participants reflects solid
global coverage.

We obtained responses from
professionals in 32 countries
and 5 continents, making this
study a global x-ray of the use
of Al in corporate training and
HR, with particular depth in the
Spanish-speaking world.



Europe concentrates 53% of the responses, with Spain as the main focus of
the study (44%). Beyond Spain and Portugal, the study is represented in the
United Kingdom, Germany, Ireland, Poland and Belgium, which provides
perspective of the Anglo-Saxon and Central European market.

Latin America contributes 39% of the responses, with Mexico as the second
most represented market in the study, followed by Brazil, Colombia and
Argentina. While North America (5%), Africa, Asia and Oceania complete the
geographical scope, reinforcing the intercontinental nature of the analysis.

Chart 1. Geographic distribution by region
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Roles: from technicians to
directors

The respondents occupy positions with
different levels of responsibility and
specialization in the area of training or HR.

We find profiles with strategic
responsibility, such as training or HR
managers and directors. As well as
operational and technical roles, including
training specialists, instructional designers,
internal trainers and external consultants.

This diversity of profiles is strategically
valuable: it allows us to understand how Al
is perceived by both those who decide the
strategy and those who execute it day to
day.



Chart 2. Professional experience in the sector Experience: consolidated professionals

The level of experience of the participants is remarkably high.
25 % This means that 68% of those surveyed have more than 8
More than 20 years

years of experience, and almost half have more than 13 years
in the sector.

20 %

o We are not facing an inexperienced group: they are
-20 years

professionals who have experienced multiple cycles of
technological transformation in training, from early e-learning
23 % to the emergence of LMS and mobile learning, and who now
8-12 years evaluate the role of Al from a position of accumulated
knowledge.

16 %

4-7 years

11 %

1-3 years

9 %

less than 1 year



What type of organizations do they work in?

The sample includesorganizations of all sizes.

37% of them with more than 500 employees. While 63% of
respondents work in organizations with fewer than 500 employees,
a segment typically underrepresented in technological innovation
studies.

Chart 3. Size of participating organizations

12 %
More than 5,000
employees

18 %
1,001-5,000
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7 %
501-1,000
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15 %
201-500
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27 %
0-50
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51-200
employees



Sectors represented in the study Sectors: diversity of

industries

2R fm &

Services Finance and insurance Technology and Telco

On the other hand, we also

wanted to represent the wide

variety of industries from which

12 % 9 % 8 % the participants come, which
enriches the representativeness
of the study.

This sectoral heterogeneity
2 |

reinforces the transversal validity
Government & NGOs Retail and distribution Industrial of the study: the patterns that

emerge are not specific to one

8 % 7 % 6 % industry, but rather cross very

different sectors.

Other sectors represented

The remaining 50% is distributed between education, energy, construction, health,
pharmaceutical and other sectors, for a total of 18 industries.







11 The paradOX Of the market Chart 4. Level of knowledge about Al applied to

training

The paradox that opens this study is not anecdotal, it is real. And the
data confirms it with a precision that leaves no room: 90% of L&D and
HR professionals use or plan to use Al, but that same 90%
acknowledge having a medium-low level of knowledgeabout how to
leverage it strategically.

Only 9% declare having a high or very high level of knowledge in Al 47 %
applied to training. 47% are at a medium level and 44% at a low or very
low level.
O
44 %

The conclusion is clear: Al is already part of daily work, but its
strategic domain is still a minority.

O %

O

The adoption is massive. Real integration, not. And furthermore, this
adoption is occurring mostly on an individual and experimental basis.
That is, they are doing it without a safety net.

High level Medium level Low level



70% use Al without a defined strategy. There is no clear governance.
No shared quality frameworks. There is no systematic measurement
of impact. Each professional experiments on their own, with ChatGPT
open in a browser tab, trying to resolve the urgency of the day: a
course to deliver, a text to polish, an activity to design.

2026 marks the point of no return. We are no longer at the time of
asking ourselves "should we experiment with AI?" That question is
obsolete. We are at the moment of asking ourselves: how do we go
from experimenting to integrating? How do we convert chaotic use
into strategic use?

Because the window of opportunity is open, but closing. Those who
develop deep knowledge, quality frameworks and scalable processes
in the next 12-24 months will lead the market.

Those who remain in "wait and see" mode will be left behind. Not
because Al will "replace"” them, but because other professionals who
do master Al will be 10 times more productive, strategic and valuable
to their organizations.



1.2 If everyone uses Al,
why do so few turn it
into a competitive
advantage?

The answer lies in the structural gap.

Organizations have incorporated tools, but
they have not yet fully developed the internal
infrastructure necessary to integrate them
with real impact.

Therefore, behind the paradox there are two
organizational problems that explain why real
integration continues to be a minority:

The first problem is internal capacity

The tools are available, many of them free or low-cost, but professionals do not
have the deep understanding, confidence or strategic integration capacity
necessary to leverage them beyond basic uses.

They know that tools like ChatGPT exist. They have tried them. But they don't
know how to make them part of a professional, scalable and quality-guaranteed

workflow.















