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1- EXECUTIVE SUMMARY

This Space Al white paper synthesises insights
fromm more than 50 interviews with senior
executives across Europe to map how
organisations start and scale Al initiatives. While
many companies have launched Al pilots, most
remain in an exploratory stage and have yet to
realise substantial competitive advantage. The
research highlights three recurring obstacles:

- rapid technological and market change that
demands strategic agility;

- the difficulty of converting isolated use cases
into scalable business propositions, which
requires deliberate learning, capability building,
and organisational reframing;

- and tensions caused by local successes that
can create fear of automation or undermine
psychological safety.

To tackle these challenges Space has
developed and introduced the SPACE Al
Journey — a practical framework to move
organisations from fragmented
experimentation to structured, value-led Al
adoption. SPACE Al Journey helps leaders
identify high-leverage opportunities, prioritize
capability investments, and create the
governance and culture needed for sustained
scaling. Early projects are reframed as learning
engines that build cross-functional skills and
reveal the practical limits and opportunities of
Al, while longer-term initiatives are translated
into measurable business cases aligned with
strategic goals.




URNEY

Early Al initiatives should be treated as deliberate
learning experiments that build internal capability
and psychological safety rather than quick
technology deployments. Start by clarifying
strategic intent and aligning key stakeholders
around measurable learning goals. Prioritise pilots
that illuminate clear value pathways and
encourage cross-functional  collaboration  so
insights travel beyond isolated teams. Ensure
governance structures are lightweight but

THE SPACE Al JOURNEY MODEL

TO EFFECTIVELY INITIATE
VIVE AN ORGANISATION'S Al

effective to enable rapid iteration while
managing risk. Move beyond a tool-first mindset
by designing pilots that test hypotheses about
business impact, reskilling needs, and
integration requirements. Define success in
terms of learning and scalable outcomes, not
only short-term ROI. Foster a culture where
experimentation is rewarded, mistakes are used
as input for improvement, and insights are
translated into repeatable patterns that can be
operationalised across the organisation.

The SPACE Al Journey model guides organisations from isolated use cases to strategic business
integration. Early Al projects should be framed as learning opportunities that develop internal
capabilities and encourage cross-functional collaboration.

Rather than a rigid maturity ladder, the SPACE
approach acts as a flexible navigation system: it
prioritises capability building and organisational
learning before expecting predictable ROI,

enabling Al to become a sustainable source of
innovation and competitive advantage.

The SPACE Al-Journey

Al Strategy & Foundations

Requirements and conditions for the use of Al <
Assessment of status quo and definition of objectives

Al Vision & Ambition Al-Charter <

These pilots enable teams to test assumptions,
surface constraints, and build the experiential
foundations necessary for larger initiatives. Over
time, repeatable successes can be translated
into scaled business cases that align with
corporate strategy.
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Figure 1: A conceptual “Al-Journey” model visualising the progression from generative Al use cases (left) to strategic business cases (right). Early experiments on an upward
path (blue curve) help to build capabilities and prepare for scale, the translate into strategic business value.
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3 - Al STRATEGY &
FOUNDATIONS

Artificial Intelligence is no longer optional - it is a
defining capability for competitiveness and resilience in
private organisations. Leaders must recognize that Al is
not a series of isolated projects but a core strategic asset
that shapes business models, customer engagement,
and operational efficiency. Without a clear strategy,
organisations risk fragmented efforts, wasted resources,
and missed opportunities for value creation. A well-
structured Al strategy ensures alignment between
ambition, governance, and readiness, enabling
sustainable impact at scale

Artificial Intelligence is a strategic capability that must
be embedded into the organisation’s long-term vision
and operational foundations. A robust Al strategy
achieves three critical objectives simultaneously:

= Defines direction: Clarifies what Al is for (Vision) and
how fast to go (Ambition).

= Establishes governance: Sets guardrails for
responsible Al use through an Al Charter.

= Builds readiness: Ensures data maturity and cultural
alignment to support scale.

3.1- Al VISION & AMBITION

At the core of this strategy are Al Vision and Al Ambition, which together form the foundation for
success.

Al Vision articulates the role of Al in shaping the organisation’'s future — impacting business
models, customer experience, and competitive positioning. It provides a unifying narrative for
leadership and stakeholders.

Al Ambition translates this vision into measurable intent, defining investment levels, timelines, and
success criteria. Ambition must be outcome-driven, prioritising efficiency, innovation, or customer
experience based on strategic goals. A clear ambition answers:

= What role will Al play in value creation?
= Where will it be applied?
= What outcomes define success?

This clarity prevents fragmented pilots and ensures experimentation drives strategic value rather
than becoming an end in itself. Organizations that integrate vision and ambition into their Al
journey create a strong foundation for governance, resource allocation, and cultural adoption —
avoiding the common pitfalls of isolated projects and missed impact.

However, vision and ambition alone are not enough. To operationalise Al responsibly and at scale,
organizations need a formal governance framework. This is where the Al Charter becomes critical —
providing the principles, policies, and guardrails that ensure ethical, compliant, and value-driven Al
deployment. The next chapter explores why building an Al Charter is essential for sustainable
success.
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3.2 - AlCHARTER

In today's rapidly evolving landscape, Artificial Intelligence presents both transformative opportunities
and profound challenges. Organisations across sectors are beginning to recognise that beyond
technology adoption, what truly matters is responsible governance. An Al Charter could emerge as a
practical and strategic tool to guide companies in minimising risks, ensuring compliance, and building
trust with employees, regulators, and customers alike.

An Al Charter can provide a structured framework of principles, policies, and procedures that align
technology with organisational values. It sets clear expectations for how Al should be designed, deployed,
and monitored, bridging the gap between regulatory requirements and everyday business practices.

International regulation remains fragmented, but converging principles are evident. The EU Al Act is
leading the way, categorising Al by risk level and demanding robust measures for transparency,
accountability, fairness, and human oversight. The UK and US adopt more decentralised models,
while Australia and other jurisdictions are building guidance aligned with global best practices. Even
with different approaches, most governments agree: Al must be transparent, explainable, fair, and secure.

For organisations, this means embedding two core pillars of Al adoption: responsibility and
explainability. Responsibility requires clear accountability, correction mechanisms, and robust
governance. Explainability necessitates models that humans can comprehend and justify, guaranteeing
not only data-driven but also ethically defensible decisions.

The business case for an Al Charter extends beyond compliance. It helps answer pressing operational
guestions:

= Decision-making: Al can accelerate processes, but humans must remain at the core of critical
decisions.

= Customer interactions: While Al enhances efficiency, customers continue to value empathy and
fairness, requiring a balance of automation and human engagement.

= Workforce impact: Rather than displacing jobs, Al shifts responsibilities toward oversight and
augmentation, reinforcing the need for reskilling and transparent commmunication.

= Corporate values: Al systemns must reflect and uphold the organization’s ethical standards, avoid
hidden biases, and reinforce trust.

= Accountability: Organisations must proactively define who is responsible for outcomes and avoid
blurred lines when Al errors occur.

Organisations must start assessing
organisational readiness, defining responsibilities

* ** and reporting processes, and evolving
EU governance mechanisms as regulations and

COMPLIANCE technologies mature. An Al Charter does not

ul ECT * * slow innovation; it creates a safe and

empowering ecosystem where employees can
leverage Al confidently and responsibly.

Ultimately, organisations that act now,
embedding compliance, ethics, and
transparency at the core of their Al journey, will
not only mitigate risks but also unlock the full
potential of Al as a driver of trust, resilience, and
sustainable growth.
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AND ORGANISATIONAL CULTURE

A Strategic Imperative

Al adoption is not just a technological shift — it is a cultural and psychological transformation. This
chapter explores how organisational culture shapes, and is shaped by, Al integration, providing a
framework for anticipating risks and ensuring a human-centred, value-driven approach.

Why Culture Matters in Al Transformation

Organisations are not merely systems of processes; they are “collective subjects” where relationships,
emotions, and shared meanings influence change. Introducing Al without cultural alignment risks
resistance, ethical blind spots, and operational inefficiencies. Conversely, a conscious approach can
unlock innovation and sustainable growth.

The Al Cultural Fit Model

Developed from both theory and field experience, the model expands the definition of culture to
include behaviours, values, decision-making, emotional dynamics, and social interactions.assesses nine
cultural dimensions critical to Al adoption.

For each dimension, the model outlines cultural traits, potential Al-related risks, and their consequences.
It emphasises that Al is not merely technological, but a cultural and psychological transformation. The
model aims to accompany and promote critical managerial reflection and strategic alignment.

CULTURALDIMENSIONS | |

: Centralised vs. participative decision-making affects whether Al becomes a
Rower & Numonty rigid control togl ora Ehaotil: DIY experimerﬁ‘.,
Individualistic cultures risk fragmentation; collectivist one’s risk bureaucratic
over-governance.
Low safety fosters secrecy and misuse; high safety can lead to
overconfidence in Al.

. People-oriented cultures may underutilise Al; performance-driven one’s risk
Management Philosophy debumanisstion

- Risk & Change Tolerance High tolerance can cause impulsive adoption; low tolerance leads to

Social Relations

Psychological Safety

paralysis.

Centralisation breeds elitism and opacity; decentralisation risks
inconsistency and security gaps.

Efficiency focus may drive automation fetishism; effectiveness focus risks
unrealistic expectations.

Closed systems ignore market signals; overly open systems overreact to
trends.

Ethical Consistency Flexible ethics risk manipulation; rigid ethics risk decision paralysis.

Knowledge Management
Performance Orientation

Openness to Context

Table 1: Nine critical dimensions of the Cultural Fit Analysis to be assessed for the impact and change the
introduction of Al within an organisation.
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gic Takeaways for Leaders

AND ORGANISATIONAL CULTURE

Cultural Fit Analysis

1. Power and Authority (High /
Low)

2. Social relations
(Individualist vs. Collectivist)

9. Consistency with ethical
principles (Flexible / Rigid)

8. Openess to Context and
Customer (Open / Closed )

3.Psychological Safety (High /
Low)

7. Organizational
Performance (Efficiency /...

4. Management philosophy
(People / Performance)
6. Knowledge and Informatior
(Decentralized / Centralized)

5. Uncertainty, risk and
Change (Tolerance torisk /...

Key insight: These dimensions
interact systemically. There is no
“ideal” culture — only alignment
with strategy, mission, and context.

Risks of Ignoring Cultural Fit

= Automation bias and loss of
critical thinking.
= Technological anarchy or

excessive centralisation.

= Erosion of trust, psychological
stress, and ethical drift.

= Missed opportunities for

innovation due to fear or rigidity.

Figure 2: The Cultural Fit Analysis assesses nine dimensions that are impacted by the introduction of Al within an
organisation.

The Al Cultural Fit Model

Lead; don’t let Al “happen”.
Treat Al as a socio-technical transformation.

Diagnose cultural readiness using the nine
dimensions to anticipate risks.

Adopt a systemic, not one-size-fits-all,
approach. Align Al with organisational
purpose and values.

Balance ethics and pragmatism.
Avoid both ethical laxity and dogmatic
rigidity.

Invest in people as much as in
technology.

Dialogue, participation, and trust are
key to success.

Bottom line: Al can be a powerful enabler of innovation and competitiveness - if integrated
consciously, ethically, and in harmony with organisational culture.
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3.4 - DATA STRATEGY: FROM
ABUNDANCE TO STRATEGIC VALUE

Strategic Data Asset Value (SDAV) reframes data valuation from narrowly defined use cases to a
forward-looking, strategic assessment that anticipates technological, regulatory, and market shifts. It
connects data assets to evolving business models and creates a prioritized roadmap to make data a
reliable source of competitive advantage rather than a collection of ad-hoc projects.

Strategic Data Asset Valuation (SDAV) Key Initiatives

SDAV emphasises iterative assessment: forecasts future relevance, maps today’s data landscape, and
defines remediation steps to close critical capability or governance gaps. This approach helps
organisations remain adaptable as conditions change.

By prioritising strategic outlooks,
inventory  clarity, and gap
remediation, organisations can
transform raw datasets into
resilient, monetisable assets that
support product innovation,
operational efficiency, and new
revenue streams.

MARKET
DYNAMICS |

TECHNOLOGY

This shift allows organisations to
remain flexible: rather than
anchoring decisions in today's
applications, they can proactively
prepare data assets for tomorrow's
opportunities.

REGULATION

SDAV is structured around three iterative perspectives:

1. Strategic Outlook - Anticipating which technologies, regulations, or business model shifts will
determine the relevance of data in the future.

2. Current Landscape - Assessing what data exists today, its form, and its usability.

3. Gap Analysis - Identifying where quality, accessibility, or governance must be improved to bridge the
distance between today's state and future ambitions.

©SPACE CONSULTING “
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Core Components of the SDAV Method:

= Trend Analysis: Detects external drivers like generative Al, platformn economies, or the EU Al Act

that increase the value of specific data categories.

= Strategic Data Value Matrix: Prioritises data assets by exclusivity, monetisation potential, and

future strategic impact.

= Data Inventory: Provides a structured audit of existing customer, product, and process data.

= Gap Analysis & Roadmap: Defines concrete actions to enrich critical datasets, reduce silos, and

modernise infrastructure.

= Infonomics Add-On (Optional): Adds a financial valuation of high-impact data assets, treating

them as intangible business resources.

TECHNOLOGY

FUTURE POTENITIAL

TACTICAL LEVERS |

BUSINESS VALUE

Applications

SDAV is especially useful where uncertainty

dominates or Al readiness is not yet fully

defined. It helps organisations:

= Future-proof their data architecture.

= Launch scalable, data-driven business models.
= |dentify strategic value in under-digitised
units.

= Build Al readiness beyond immediate use
cases.

Conclusion

By moving beyond narrow, use-case-driven
data valuation, SDAV equips organisations with
a flexible, holistic, and future-proof
foundation. It turns data into a proactive
enabler of competitiveness and resilience,
allowing businesses to anticipate rather than
react to change. In doing so, SDAV closes a
critical blind spot in traditional data strategies:
the ability to adapt dynamically to technology,
market dynamics, and regulation.
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4 - Al ROADMAP:
FROM VISION TO SCALABLE
EXECUTION

Once an organisation has articulated a clear Al vision and established its strategic foundations —
such as governance, data strategy, and organisational readiness — it faces the critical challenge of
turning ambition into scalable execution. This step is highly dynamic: shifting technologies,
regulatory changes, and evolving use cases demand constant adaptation.

The Al roadmap addresses this challenge by acting as a central coordination instrument. Unlike
traditional project roadmaps, which fix milestones and deliverables, it is designed as a living
navigation system. It bridges strategy and execution, links business value to delivery, and prevents
disjointed pilots from stalling at the experimental stage. Its strength lies in a dual structure:

= Business Case Roadmap: Sequences valuable initiatives based on strategic fit, feasibility, and
organisational readiness.

= Radar Roadmap: Tracks emerging technologies, regulatory shifts, and capability developments to
identify future opportunities before they become actionable.

This dual perspective moves beyond static planning. Instead of relying on abstract forecasts, it

leverages organisational learning to highlight which processes, technologies, or data sources might
soon become viable for Al—and builds mechanisms to monitor and prepare for them.

Three Iterative Steps Toward an Execution-Ready Roadmap

1. Preparation: From Ideation
to Opportunity Structuring
Organisations identify business
cases that are both promising
and actionable, guided by their
Al ambition, current data
landscape, and capabilities. At
the same time, potentially
transformative but not yet
feasible ideas are logged on
the Radar Roadmap as a
structured “watchlist.”

2. Roadmap Design:
Prioritisation and Planning
Business cases are formalised,
evaluated, and sequenced
according to alignment,
business value, feasibility, and
resource needs. The Radar
Roadmap is enriched by
linking each item to
assumptions that must
change before  execution,
turning foresight into a
targeted observation system.

3. Execution: Operationalising
the Roadmap

Initiatives are mobilised
through teams, resources, and
integration into broader
programmes. Execution s
iterative, with regular reviews,
reprioritisation, and feedback
loops. Business, technology,
and compliance stakeholders
jointly own the process, which
also tests readiness for scaling
Al.
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4 - Al ROADMAP: FROM VISION TO SCALABLE
EXECUTION

A Living Navigation System

The Al roadmap brings together stable elements
like governance, data strategy, and operating
models with the ability to keep observing and
making changes as needed. By integrating current
priorities with emerging opportunities, it ensures
shared accountability, intelligent resource
allocation, and responsiveness to change.

In short, the roadmap transforms Al from random
trials into a flexible and lasting process - aligning
strategic intent with operational agility and turning
vision into sustainable, measurable outcomes.
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5 - AI TRANSFORMATION &
EXECUTION

Al transformation reshapes structures, culture, and skills.
The following pages highlight how an organisation will transform through:

» defining how to organise your Al capability and integrating Al Agents into
your organisation design

» identifying cultural interventions to improve the adaptation of Al

» developing capabilities of adaptability, continuous learning, and responsible
use

» elevating the PMO from a reporting and compliance function to a strategic
orchestrator of insight and innovation.



Al isn't just changing what organisations do; it's
changing how they're designed. This Research
explored how Al is reshaping organisational
structures, roles, and team dynamics - and what
leaders need to do about it.

What is the most significant change? Structure is
no longer static. The old models of hierarchy, fixed
roles, and siloed departments are collapsing as Al
integrates into workflows.

From Al Centres of Excellence to hybrid hub-and-
spoke models, companies are searching for ways
to balance consistency with local agility. Getting
the structure right isn't just about efficiency... it's a
make-or-break factor for successful Al adoption.

But structure is only part of the story.

5.1 - Al IN ORGANISATION DESIGN

Al is also redefining roles. New ones are emerging,
while existing roles now require new capabilities.
Many organisations are also trialling skills-based
operating models, where Al helps match people to
projects dynamically based on their skills, not just
job titles.

Perhaps the most radical shift is the rise of Al
agents as participants in teams, not just tools.
These agents can trigger workflows, allocate
resources, and even collaborate with each other.
Forward-thinking organisations are starting to ask:
where do these agents sit in our org chart? Who is
accountable for their actions?

Organisation design must evolve to answer these
questions and more. From creating joint
accountability between tech and business teams
to building continuous redesign capabilities, this
isn't a one-off restructure. It's a shift towards living
systems: adaptive, Al-aware, with the human at
the core.

We believe Organisation Design is no longer the
backdrop to Al transformation - its the
infrastructure that enables it.




5.2 - CULTURAL TRANSFORMATION

INTERVENTIONS TO IMPROVE THE ADAPTATION OF

A successful Al implementation strategy requires cultural alignment, emotional intelligence, ethical
considerations, and continuous adaptation. By proactively addressing potential risks and ensuring
a collaborative, transparent, and ethical integration of Al, organisations can take advantage of Al as
a true enabler of innovation and sustainable growth.

Below we summarise, by type, some possible intervention drivers that can be adopted and
integrated to mitigate the risks that may emerge in the Al Cultural Fit analysis, to promote a
sustainable and coherent adoption of Al in alignment with the culture.

A successful Al strategy requires cultural alignment, governance, and human engagement:

Cultural & Behavioural Training —
Build Al literacy, critical thinking, and ethical awareness.

Al Governance & Policies -
Define clear frameworks, roles, and accountability.

Transparency & Accessibility —
Ensure explainability and democratise basic Al tools.

Employee Engagement -
Co-create solutions, foster Al ambassadors, and encourage dialogue.

Continuous
Monitoring -

Audit models, track
emotional climate, and
gather feedback.
Emotional

Support & Leadership -
Address fears, maintain
human spaces, and
ensure responsible
leadership.

©SPACE CONSULTING
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5.3 - Skills & Competencies in the Age of Al

Artificial Intelligence is more than a technological breakthrough — it is a transformative force reshaping
leadership, organisational culture, competence development, and daily work roles. While Al brings
efficiency and innovation, the true determinant of success lies in people’s ability to adopt, integrate, and
trust it. Organisational readiness thus requires both technical infrastructure and a cultural shift toward

adaptability, continuous learning, and responsible use.

Leadership in the Al Era

Top leadership commitment is the single
strongest predictor of successful Al
implementation. Leaders must do more than
authorise projects; they need to articulate an
inspiring vision of how Al creates business value,
customer benefit, and employee growth. While
deep technical expertise is not necessary, leaders
must be able to assess Al's potential, make
informed investment decisions, and model data-
driven decision-making. Equally important is
ensuring psychological safety by addressing fears,
promoting ethical standards, and embedding
human-centred values in Al strategies.

Personal and Technical Skills

Success in the Al age depends on a balanced mix
of personal and technical-operational skills. With
machines handling repetitive tasks, human
strengths — empathy, critical thinking, holistic
understanding, and decision-making under
uncertainty — grow in importance. At the same
time, a baseline of Al literacy is essential for all
employees. This includes awareness of available Al
solutions, the ability to apply them in one's work,
and sensitivity to ethical risks. Curiosity,
adaptability, and willingness to experiment
complement these competencies.

Culture as a Foundation

Al adoption will not succeed without the right
organisational culture. A supportive environment
fosters experimentation, cross-functional
collaboration, proactive communication, and
ethical responsibility. Adaptability, involvement,
direction, and consistency are identified as the
cultural prerequisites for effective Al use.

The Role of Middle Management

Middle managers serve as the bridge between
vision and practice. As Al takes over routine tasks,
managers gain space to focus on coaching,

problem-solving, and innovation. Their
responsibilities include supporting employee
adaptation, anticipating new skill needs,

collaborating on reskilling efforts, and turning
uncertainty into engagement through open
communication and inclusion in pilots. The shift
from controller to coach is central to unlocking Al's
potential at the operational level.

Learning and Competency Development

Al also transforms learning itself. Traditional
standardised training is giving way to
personalised, continuous, and context-specific
approaches. Al-powered systems can recommend
tailored content and support microlearning
integrated into everyday tasks. Many organisations
are creating internal Al academies or citizen
developers' programmes to democratise access to
Al capabilities. Still, human-led reflection,
dialogue, and experiential practice remain vital,
with Al best used as an enhancer of - not a
substitute for -traditional learning.

Conclusions and Recommendations

Ultimately, Al success is not merely technical but
deeply human. It requires visionary leadership,
supportive middle management, empowered
employees, and a culture of trust and continuous
learning. Organisations should prioritise clarifying
Al's strategic role, equipping leaders and
managers, building Al literacy across all levels,
designing tailored learning paths, and putting
ethical values into practice. By doing so, Al
becomes not just a tool but a trusted partner for
sustainable growth and innovation.
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5.4 - Artificial Intelligence in Project Management

Al as a key lever for transforming project management from
operational competence to a strategic backbone

Artificial Intelligence is no longer just an enhancement to existing project management software; it is
redefining the role, value, and strategic positioning of the Project Management Office. Once focused
on compliance - delivering on time, on budget, and on scope - the PMO is now expected to
orchestrate data-driven decisions, foresight, and value creation across entire portfolios.

Contextual Shift

Traditional V-model approaches, suitable for stable environments, have become less effective in the
face of VUCA (Volatility, Uncertainty, Complexity, Ambiguity) and BANI (Brittle, Anxious, Non-linear,
Incomprehensible) conditions. Organisations have therefore embraced agile delivery models, not only
in software but also in infrastructure, services, and transformation initiatives. This cultural and
methodological evolution provides a natural foundation for embedding Al into project governance.

Core Transformations

Al enables the PMO to move from reactive control to predictive orchestration:

» Forecasting and early warning: machine-learning models detect potential cost overruns, schedule
slippage, or risk exposure before they escalate.

= Strategic resource allocation: Al optimises team composition and workload distribution using
historical performance data and future-demand forecasts.

= Cross-project learning: natural language processing extracts lessons learnt from prior initiatives,
creating a living knowledge base for future decisions.

» Opportunity scanning: comparing performance and spotting new trends helps identify unused
advantages and upcoming opportunities, moving the focus from just cutting costs to creating value.

Risks and Challenges

Al's transformative potential comes with critical risks:

Trust and explainability::
opaque “black-box” models can hinder adoption
and require governance frameworks to ensure

Data fragility and readiness:
without clean, unified historical data, predictive
tools fail to deliver reliable insights.

Cultural resistance::

legacy mindsets and fear of automation may slow
transformation.

Business model pressure::

as routine tasks become automated, external

accountability.

Ethics and compliance:

data-privacy obligations such as GDPR (General
Data Protection Regulation) must be respected,;
human judgement must remain central in critical
decisions.

consultancies must reinvent  their value

proposition.
© SPACE CONSULTING %
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5.4 - Artificial Intelligence in Project Management

Key Enablers and Recommendations

= Data foundations first: create unified repositories, interoperable architectures and assign data-
stewardship roles.

= Agile-driven adoption: replace static plans with iterative, Al-assisted steering and continuous re-
forecasting.

= Hybrid skills and governance: combine project expertise with data literacy and ethical oversight.

= Aligned KPIs: complement time-cost-scope metrics with indicators such as forecast
accuracy and opportunity-to-activation ratio.

= Prototype, then scale: start with short-cycle pilots — early-warning tools, smart resource
allocation—before expanding enterprise-wide.

= Shared narrative: build a clear Al vision to strengthen trust, engagement, and leadership
alignment.

In essence, Al elevates the PMO from a reporting and compliance function to a strategic
orchestrator of insight and innovation. Success depends less on the technology itself than

on cultural readiness, robust data governance, and agile methods that enable Al to deliver on its
promise.
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Despite growing investment and enthusiasm, many organisations across Europe remain stuck in
fragmented Al initiatives that fail to scale or deliver sustained business value. The SPACE
Management Consulting Network’s research - based on over 50 in-depth executive interviews -
reveals that Al adoption is often hindered by static strategies, siloed experimentation, and cultural
misalignment. The result: promising pilots that rarely evolve into enterprise-wide transformation.
This white paper was developed to address that gap. It offers a structured, experience-based
framework - the SPACE Al Journey Model - to help organisations move from experimentation to
strategic integration. It provides leaders with a navigation system to build adaptive capabilities, align
culture, and embed Al responsibly across the business.

Key Findings

This white paper demonstrates that successful Al transformation requires more than technical
deployment - it demands strategic clarity, cultural readiness, and organisational agility. The findings
show:

= Al Strategy must be anchored in Vision and Ambition: Organisations need a clear, outcome-driven
direction for Al, supported by an ethical Al Charter that guides responsible use.

= Foundations matter: Data strategy and cultural alignment are critical enablers. Without them, even
the best use cases fail to scale.

= Roadmaps must be dynamic: A dual-layered roadmap - combining business case prioritisation with
a radar for emerging opportunities - ensures both focus and flexibility.

= Transformation is structural: Al reshapes organisational design, roles, and workflows. From hybrid
teams to autonomous agents, companies must rethink how work is structured and governed.

= Culture is a decisive factor: Psychological safety, ethical awareness, and adaptability are essential to
turn Al from a source of fear into a trusted partner.

= Project Management becomes strategic: Al elevates the PMO from operational oversight to a
central intelligence hub - enabling predictive foresight, opportunity scanning, and cross-functional
orchestration.

Business Implications for C-Suite Leaders

This white paper demonstrates that Al maturity is not a linear path - it is an iterative journey requiring
leadership commitment, cross-functional collaboration, and continuous learning. For C-suite
executives, the implications are clear:

= Leadership must own the transformation: Al success correlates directly with executive
engagement. Leaders must articulate a compelling narrative, model data-driven decision-making,
and foster a culture of experimentation.
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Business Implications for C-Suite Leaders

= Al is a strategic lever, not a tactical tool: It must be embedded into core business processes, not confined to

isolated pilots or innovation labs.

= Culture and competence are as critical as infrastructure: Organisations must invest in Al literacy, ethical

governance, and human capabilities to ensure sustainable adoption.

= Governance must evolve: Transparent, accountable, and adaptable governance frameworks are essential to

manage risk and build trust.

= Organisational design must be reimagined: Al changes how teams are formed, how decisions are made, and

how roles evolve. Leaders must prepare for hybrid models where humans and Al agents collaborate.

Recommendations
To move forward with confidence, we recommend that organisations:

7.

. Apply the SPACE Al Journey Model to assess current maturity, identify leverage points, and structure the

transformation process.

. Define a clear Al Vision and Ambition, supported by an ethical Al Charter that aligns with organisational

values and regulatory requirements.

. Build adaptive foundations: Develop a strategic data roadmap and assess cultural readiness using the

SPACE diagnostic model.

. Design a dynamic Al roadmap: Combine business case sequencing with radar-based opportunity tracking

to stay agile and focused.

. Rethink organisational design: Prepare for new roles, hybrid teams, and Al agents as active contributors to

workflows.

. Invest in leadership and learning: Equip executives, managers, and employees with the skills and mindset

needed to work alongside Al.
Embed ethical governance: Ensure transparency, accountability, and fairness in every Al initiative.

In a world shaped by volatility, complexity, and rapid technological change, Al offers both promise and pressure.

This white paper provides a structured, human-centred approach to navigating that landscape. By treating Al as

a

living system—one that learns, adapts, and evolves - organisations can turn uncertainty into strategic

advantage.

The future of Al is not just about algorithms - it's about leadership, culture, and purpose. Those who

embrace this transformation holistically will not only optimise performance - they will redefine what

their organisations stand for in the age of intelligence.

©

E

S
U

PACE CONSULTING ﬁ
ROPE2025



INTERESTED IN DISCUSSING THE
SPACE Al JOURNEY FURTHER?

space

Management Consulting
Europe

Algoe

consultants
4 [

VP

MANAGEMENT PARTNER

“ MUUTOSTAITO

TEKOJA TANAAN

p

-

peoplemaltters

STARDUST

CONSULTING

SPACE MANAGEMENT CONSULTING EUROPE
GARY ASHTON
FRIEDERIKE VON ZENKER

HTTPS;//SPACE-CONSULTING.EU

ALGOE CONSULTANTS - FRANCE
CEDRIC BOLLIET

HTTPS://ALGOE.FR
EMAIL CEDRIC.BOLLIET@ALGOE.FR

ISMO SRL - ITALY
ANDREA VOLPE

HTTPS;//ISMO.ORG
EMAIL ANDREA VOLPE@ISMO.0RG

MANAGEMENT PARTNER - GERMANY
ALEXANDER GRUENINGER

HTTPS;//HTTPS://MANAGEMENT-PARTNER.COM
EMAIL ALG@MANAGEMENT-PARTNER.COM

MUUTOSTAITO - FINLAND
SAMI SAREN

HTTPS;//MUUTOSTAITO.FI
EMAIL SAMI.SAREN@MUUTOSTAITO.FI

OECAM - UNITED KINGDOM
GARY ASHTON
JODIE HUGHES

HTTPS://OECAM.COM
EMAIL INFO@OECAM.COM

PEOPLEMATTERS - SPAIN
NICOLAS LANOUGUERE ROMERO

HTTPS://WWW.PEOPLEMATTERS.COM
EMAIL NICOLAS.LANOUGUERE@PEOPLEMATTERS.COM

STARDUST CONSULTING - SWEDEN
PHILIP SJOGREN

HTTPS://STARDUST.SE
EMAIL PHILIP.SJOGREN@STARDUSTCONSULTING.SE

©
©

S PA
URO

m

CE CONSULTING
P E





