The Foresight Advantage

Moving from Hindsight to Insight:
A Strategic Framework for Predictive HR.




HR Has Operated in the Rearview Mirror.
It's Time to Look Ahead.

TO: FORESIGHT

Who is at risk of leaving
next month, and what
specific intervention will
retain them?

FROM: HINDSIGHT

Who left the organization
last quarter?

This is descriptive reporting—valuable,
but insufficient in a volatile environment.

[t tells us what has already happened. This is prescriptive action. It allows us to

anticipate and influence future outcomes
before they impact the bottom line.



The Value Proposition:
Transforming HR from a Cost Center
into a Risk-Mitigation Engine

By leveraging predictive data, we move beyond reporting on past events to actively
anticipating and shaping future workforce trends. This proactive stance directly
protects our most valuable asset—our people—and sateguards the business against
the high costs of attrition, performance gaps, and talent shortages.



The Journey to Foresight: The Analytics Maturity Curve

Prescriptive

Question Answered:
“How can we make
it happen?”

Predictive

Question Answered:

Dia gno stic “What will happen?”

Question Answered:
“Why did it happen?”

Descriptive

Question Answered: |
“What happened?”

Key Takeaway: Success requires mastering the foundational stages. Jumping to prediction without clean data leads to
“garbage in, garbage out.” This playbook focuses on building a robust Predictive capability.



Use Case A: Moving from EXxit Interviews to Stay Predictors

The Risk Factors (Input Signals)

The Model: The “Churn Propensity” Score

This model aggregates disparate data points to assign a risk
score (0-100) to employee segments, identifying cohorts that
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Use Case B: Decoding the “High-Performer DNA”

Instead of guessing who will succeed, we analyze the metadata of top performers to create a “Success Profile.” High
performance is often a result of specific work habits and network positioning.

Key Inputs

Network Analysis (ONA) Calendar Audit
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Do high performers operate within their silo, or do they act as bridges =~ How much "Deep Work" time do high performers protect versus
between departments? Mapping communication flows reveals the their peers? Analyzing calendar metadata reveals patterns in focus
hidden networkers who drive cross-functional success. and collaboration.
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The Application: From Generic Onboarding to a Success Playbook.

We use these data-driven insights to train new hires and develop current employees. We teach the specific network behaviors and time
management habits that correlate with success in our unique culture.



Use Case C: Turning Workforce Planning into a Dynamic Simulation

The Old Way (Static) The Predictive Way (Dynamic)

“Based on product roadmap and

“We need to hire 10 engineers because 10 | historical attrition seasonality, we need 12
left last year.” engineers by March, specifically with
Python skills.”

“Pipeline talent 3 months in advance
“Backfill roles as they become open.” because the model predicts a spike in
retirements in Q4.

Focus on Headcount. Focus on Skill Clusters.




The Ethical Imperative: Guardrails for Trust

Predictive analytics can involve behavioral surveillance. Without strict ethical guardrails, it
destroys the trust it is meant to build.

The “Transparency Protocol”

e No “Black Box” Decisions: Al is a data point, not a verdict. It should never be the sole
decision-maker for promotions, terminations, or compensation.

e Clarity and Opt-Out: Employees must be informed about what data is being used for
analytics and have access to appropriate opt-out mechanisms where applicable.

e Active Bias Mitigation: If historical data reflects bias (e.g., men being promoted faster),
the model will learn and perpetuate it. We must actively audit and correct our models
for algorithmic bias.

Strategic Rule: Just because we can measure something, doesn't mean we should. We
monitor work output, not keystrokes.




A Phased Roadmap for Implementation

Q1

Quarter 1: Data
Unification

Break down data silos.
Connect the ATS
(Recruiting), HRIS (Core
Data), and LMS
(Learning) into a unified
data lake or warehouse.
The foundation for all
future work.

Q2

Quarter 2: The Pilot

Pick one high-impact,
well-defined problem (e.g.,
‘Sales Team Turnover’).
Build a clear hypothesis
and test a simple
predictive model to
prove value and learn.

Q3

Quarter 3: Manager
Enablement

Train leaders on how to
interpret the data. A ‘risk
score' is a probability, not
a certainty. This phase is

crucial for driving
adoption and ensuring the
insights lead to
constructive action.

Q4

Quarter 4: Scale &
Iterate

Based on pilot learnings,
expand successful models
to other departments.
Continuously refine
models based on false
positives/negatives to
improve accuracy over
time.




Are You Ready to Gain the Foresight Advantage?
A Leader's Checklist for Getting Started.

Data Quality: Is our core HR data clean and reliable? (Do we have accurate hire dates,
termination reasons, and historical performance ratings?)

Legal Review: Have we partnered with legal counsel to ensure our data usage plans
comply with GDPR, CCPA, and local labor laws?

Skill Gap: Do we have a Data Scientist or analytics capability on the HR team, or do we
need to partner with IT or external vendors?

Cultural Readiness: Are our managers prepared to welcome data-driven insights, or will
they feel their judgment is being threatened? How do we prepare them for this shift?




