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Section 1: Foundations of People Analytics & Evidence-Based HR

.What is people analytics? Scope, evolution, and strategic value

.(The principles of evidence-based management (EBM e

Types of organisational evidence: data, expertise, stakeholder input, and scientific e
.research

.Understanding correlation vs. causation in workforce analysis e

.Building a data-driven HR culture e

Section 2: Collecting and Evaluating High-Quality Evidence

.Designing effective metrics and KPIs for HR functions e
.Sources of people data: HRIS, ATS, surveys, performance systems, operational data e
.Assessing evidence quality: reliability, validity, bias, and sample limitations e

.Triangulation: combining different forms of evidence to strengthen decisions e

Section 3: Analytical Tools for Understanding Workforce Trends

Descriptive analytics: workforce composition, turnover, absenteeism, performance e
.variability

.Diagnostic analytics: root-cause analysis using statistical and qualitative tools e

.Predictive analytics: forecasting turnover, performance, and engagement risks e



.Prescriptive analytics: modelling interventions and optimisation methods e

.Data visualisation and dashboard creation for HR storytelling

Section 4: Applying Analytics to Core HR Functions

.Talent acquisition analytics: pipeline efficiency, selection insights, quality-of-hire e

.Performance analytics: linking behaviours, outcomes, and organisational objectives e

Engagement and experience analytics: interpreting surveys, sentiment analysis, and e
Jifecycle trends

.Workforce planning and capability modelling e

.Linking HR data to business KPIs: productivity, profitability, customer outcomes e

Section 5: Ethical, Strategic, and Organisational Implementation

.Ethics in people analytics: transparency, fairness, accountability, and privacy e
.Responsible use of Al and automation in people analytics

.Communicating insights to leaders: influencing decisions with evidence e
.Designing and governing an organisational analytics function e

.Implementation roadmap: from pilot projects to enterprise-wide analytics adoption e
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UNDERSTANDING THE‘
ESSENCE OF PREDICTIV
ANALYTICS IN HR

Predictive HR Analyt|c5' A Pathway to Informed HR DeC|5|on Maklng

Transform HR with predictive analytics—anticipate trends, hire smarter, boost engagement,

.and optimise strategies with real-world impact
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