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Section 1

Clarifying predictive analytics
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refers to the use of statistical

techniques, machine learning, and data mining
to analyse historical data and make predictions
about future events or behaviours.

Source: Singh, R. D., & Maiti, K. K. S. (2024)
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businesses use data to predict
things like employee turnover,

performance, and engagement.
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Four Types of Data Analytics

The four Data Analytics types can be used separately but give a more holistic picture when they all of them are used.

S What happened?
Descrlp?we Using historical data within the organisations to identify what has happened.
A“alyﬂcs Example: Comparing turnover rates of two teams.

Source: Singh, R. D., & Maiti, K. K. S. (2024)
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Section 2

Explore predictive analytics in talent assessment
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Predictive Analytics:
How it Works

1.

Collect Data - Gather past information (e.g., assessment data,

employee performance scores, exit interview transcripts, etc).

Analyse Patterns - Find common trends in the data (e.g., top three

factors predicting turnover).

Build a Model - Create a system that can use these patterns to make

future predictions.

4. Testthe Model - Check if the predictions match real-world events.
5. Make Predictions & Take Action - Use the insights to make smarter
decisions.
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Assessments and Predictive Analytics

Content-description Construct
Procedures Validity
Test is well designed Accurately measures
constructs
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Criterion-prediction
Validity

Accurately predicts
future success

Three Types of
Validity

Source: Foxcroft & Roodt
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Criterion-Prediction Validity

Predictive Validity
“The accuracy with which a measure (ie:

calculation of correlation coefficient between pElometric assessiient) canrpreggt e
future behaviour or category status of an

individual.”

“Criterion-prediction validity involves he

predictor(s) (predictor can be any psychological
measure) and a criterion (a criterion is a
benchmark variable against which scores on a
psychological measure are compared - this can
be another psychological measure, or something

else entirely eg performance scores). ”

Source: Foxcroft & Roodt
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Example: Criterion-Prediction Validation

“Criterion-prediction validity involves he calculation of correlation coefficient between predictor(s) and a criterion”

Scenario: A company wants to determine whether a pre-employment cognitive ability test (predictor) can

accurately forecast job performance (criterion) in sales employees.

1. Predictor 2. Criterion 3. Statistical Analysis:
Selection: Measurement: * Calculates correlation coefficient (r-value)
The company L T between ability scores and performance ratings.

administers 3 cagnitive . [ e ‘ » Strong and positive correlation (e.g., r = 0.6),

means higher test scores tend to be linked with

ability test to all job collects performance
: better performance.
applicants before ratings for each
*  Weak or negative (e.g., r = 0.1 or -0.2), suggests
hiring. employee.

the test does not effectively predict performance.

The Psychometrics Centre
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Can Assessment Data '
Accurately Predict
Future Behaviour?

The short answer: Yes, it can

Provided it has undergone a criterion-prediction validation process, and

the results show a strong and positive correlation coefficient between

the assessment and the selected criterion (eg: performance score). m m
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Key Take-Aways:
Paths to Predicting Outcomes

. Predictive Modelling — Forecast trends using data patterns

. Checking Predictive Validity — Ensure assessments & analytics are reliable

. Assessments with Strong Predictive Validity — Identify future high
performers

. HR Analytics & Predictive Validation — Use data-driven insights for

workforce planning
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Section 3

Leverage predictive insights for talent management
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Google

Predictive analytics and the hire success at Google: In his book Work Rules!, Laszlo Bock, former Senior Vice President of
People Operations (HRM) at Google, writes that the most important instrument of Google’s People Operations is statistics.
The questions interviewees get asked in Google’s hiring process are all fully automated, computer-generated, and fine-tuned
in order to find the best candidate. On top of that, Google estimates the probability of people leaving the company by
applying HR predictive analysis. One of Google's findings is that new salespeople, who do not get a promotion within four
years, are much more likely to leave the company. There are a lot of other relevant metrics in recruiting that you should keep

track of to see whether you're hiring the right people. These include advanced metrics like time to productivity and cost of

getting to optimum productivity level

Source: Laszlo Bock (2015)

The Psychometrics Centre
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Importance of Predictive Analytics

People Analytics allow organisations to make objective, fair and unbiased talent decisions

Minimize hiring Enhance Improve Learning and Diversity equity Workforce
mistakes: performance employee Development: and Inclusion: planning

Pinpointing top- management: engagement and Pinpoint skill Analysing Analysing the

notch talent that Forecasting retention: gaps within current organisations

aligns with the potential issues Gauging workforce demographic, turnover trends
role and and create employees' accurately. pay disparities and patterns to
organisation proactive contentment and and other areas predict future
strategies. motivation levels. of improvement. needs.

Predictive Analytics is a strategic approach that uses data and insights to improve talent management
practices.

Source: Harvard Business Review, McKinsey and Company
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Predictive Analytics for Talent Management

Predictive analytics includes the collection and application of organisation, people, and talent data to improve the organisation’s performance.

It allows HR departments to make data-driven decisions on various people process that affect the performance of the organisations.

Predictive analytics data sources include

HRIS DATA BUSINESS DATA OTHER HR DATA

Demographic data

Performance management

Recruitment

Compensation and benefits Product management data

Learning management

Travel

Exit interviews

Succession management

Mentoring Wellbeing and wellness

Talent development

Absence data Job architecture

Employee survey data

Financial data

Source: Deloitte, PWC
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Why Predictive .
Analytics Isn’t Perfect

« Data might be incomplete.

 Predictive accuracy depends on how well psychometric assessmen

are validated and how much historical data is available.

« Talent professional proficiency in data analytics

« Human behaviour isn't always predictable. External factors (like the

economy or unexpected events) can change outcomes.

*+ O
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Section 4

The future of predictive analytics
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Predictive Analytics & Your Role

Data Savvy Tech Skills Evolve
How to interpret & apply Al, Big Data, and Analytical Upskilling in data literacy is key
predictive insights Thinking are critical for the future to staying ahead

Your Role Your Impact
Know what to ask for, what to look for, Talent Expertise + Data Science =
and how to communicate insights Strategic Decision-Making

Source: WEF, The Future of Jobs Report 2025
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Where to Start?

If you're new to predictive analytics, and would like to
deepen your knowledge base or skillset, here are possible

learning paths to explore:

1 Statistics & probability for predictive analytics

2 Introduction to data science & business analytics

3 Machine learning and python basics

4 Data visualisation tools to communicate your insights

(Tableau or Power BI).
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& Comments

www.fitt.ai

E] fitt Talent

B2 veronique.rossouw@fitt.ai
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