
The Future Of Enterprise 
Learning: 
How Predictive Analytics is Going to Change Everything



What Does Predictive Analytics Have to 
Do with Business?

Imagine you could collect  all the data  that you have on your employees in 
one place.

Imagine that you could list degrees and certifications, initial onboarding personality assessments, what internal training 
they’ve taken and how they did, and then compare it to how they’ve performed over the years—KPIs, disciplinary infractions, 
reviews, promotions, accidents, every tangible result they’ve produced. Now imagine you could analyze that data to predict 
how your employees’ future careers are going to play out, so you can influence those results. A crystal ball that would 
tell you how to prevent injuries, what additional training will make promising employees blossom, which employees are 
struggling and need more help, even which candidates could make the best future hires. Sound like the future?

The future is closer than you think.

It’s time to take a look at predictive analytics, and how it’s going to be shaping the decisions of businesses in the future. 
Major companies around the world are already taking the first steps. Don’t want to get left behind? Find out here what you’re 
going to need to know to start making preparations of your own.

Jeff Rubenstein
VP, Product - Learning + Collaboration at Kaltura
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https://videos.kaltura.com/media/How+Predictive+Analytics+is+Going+to+Change+Business/0_mriedglh/


In the Field

So  what is this going to look like? Let’s take a look at a couple of examples of how predictive analytics could make a 
big difference. 

Some Scenarios for How to Use Predictive Analytics

Scenario 1. Preventing Accidents

Bill works in construction. Like all his coworkers, he has to take video safety training. Bill’s company keeps track of 
how their employees interact with the training videos—who has watched which videos, how many times they’ve 
watched them and how recently, whether they’ve watched the videos all the way to the end, and how they’ve 
performed on the quizzes embedded in the videos—as well as the details of which employees have been involved in 
accidents at work. Based on Bill’s viewing history, they can predict that Bill’s got a 45% chance of being in an accident 
next year. It’s time for an accelerated safety training plan for Bill—now, before something bad happens.

Scenario 2. Improving Performance

Shannon works in a call center. Her quota has just been raised. Fortunately, her company has an active training 
program, and keeps track of both what training employees receive and what the resulting changes in performance 
have occurred. They know what training has been most effective in the past for people with her current results and 
background. Shannon doesn’t just receive a new set of goals—with it comes a plan for the training steps she’ll want to 
take so she can accomplish those goals.

Scenario 3. Managing Certifications

Raj manages a healthcare team. Everyone on his team needs to keep up on the latest changes and to keep their 
certifications current. If anyone falls behind, Raj is going to have a big problem. That’s why it’s critical that he be able 
to monitor how everyone is doing on their training and certifications and predict whether the team is on track to 
complete all their requirements for the year. He can see problems coming and intervene before someone falls behind.

Scenario 4. Identifying Talent

Maria is looking to promote from within her organization. She wants to find the promising young professionals who 
will develop into the leaders she’ll need tomorrow. This is about more than just choosing the highest performers. 
She also needs to figure out who has the social skills and engagement to continue to do well in higher positions. She 
can look across all the interactions an employee has—from training results to interactions on the company’s social 
business platform, as well as performance reviews. To find the best candidates, she can compare employee profiles to 
see who has done well when promoted.

These scenarios are just the beginning. Just as big data has changed everything from manufacturing processes to 
supply chains, predictive analytics will change the way HR departments approach every aspect of the employee 
lifecycle. And employees aren’t the only ones interacting with learning materials in measurable ways. Predictive 
analytics can improve the customer lifecycle as well. Let’s take a look at how one company is already tying behavioral 
analytics to results to get some actionable insights.



CAS E STUDY

Amir Bar
Learning Product Development at Halliburton

Halliburton is a leading global oil and gas services company. Their Oil & Gas Exploration clients and internal 

Halliburton employees use Landmark software to identify drilling locations and make technical decisions on how 

to drill—an activity that can take up to 40% of their work time. That’s why it’s so important that they help these 

users learn how to best use this software so they can not only find the best locations for drilling and make the best 

technical decisions, but also identify them more quickly by leveraging everything that the software has to offer.

Find out how Halliburton is using xAPI to learn from users and improve training results.

5 MIN.

https://videos.kaltura.com/media/xAPI+Case+Study+-+Halliburton/1_unvba5e7


Convergence, Disaggregation, and Why 
This Is Happening Now
Predictive analytics has been brewing for a while in higher education. But why is it making the leap to the 
corporate world now?

Right now, the traditional Human Resources Information Systems (HRIS) and Learning Management Systems 
(LMS) are starting to merge. Traditionally, the HRIS system keeps track of demographics (who employees are, 
where they live, emergency contacts) as well as HR records (payroll, job history, performance reviews, org charts). 
The LMS, on the other hand, contains all the learning and development plans, progress, and results. Keeping 
these two systems separate comes from technological reasons, but doesn’t really make much sense from a 
logistics standpoint. That’s why Human Capital Management (HCM) systems have started to emerge. These are 
a convergence of multiple kinds of HR data management. The idea is to help people develop suitable skills and 
progress further in their careers. 

At the same time, though, the sources of learning are quickly disaggregating. Traditional LMSs are clunky to use. 
They need specialized people to author new material, and companies often cannot deal with the roadblocks 
these create. They need to develop more content, in more specialized areas, more quickly. So they have turned 
to a number of different solutions. Not only do they have the formal training courses in the LMS, services such 
as Lynda.com offer easier routes to learning and development. In addition, many are leveraging their own 
employees’ knowledge, giving them the tools to create materials on the company intranet. 

These two trends—convergence and disaggregation—are creating some new opportunities for HR administrators. 

Jeff Rubenstein
VP, Product -Learning + Collaboration at Kaltura
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https://videos.kaltura.com/media/Why+Changes+in+Learning+Technologies+are+an+Opportunity/0_1amjl17f/


Gathering Data from Multiple Systems to 
Get Actionable Insights

Learning is an intrinsically human activity. It happens everywhere and all the time. The Learning and Development industry 

is finally recognizing that learning will never occur in just one place, in one system, or via one modality. Learning can and 

should happen in the moment and place of need. There are many different ways people learn—ranging from microlearning 

and social learning to immersive VR and self-directed initiatives. That’s why it’s important to understand all of the learning 

happening in your organization. 

The good news is that we can now easily gather data from a wide array of systems to gain a comprehensive understanding 

of how, when, and where learning is happening in our organizations. Modern software systems typically have ways to share 

and extract data via proprietary application program interfaces (APIs). In learning, we are fortunate to have a standard API 

that can be used across all systems. It’s called Experience API, or xAPI for short.

Mike Rustici
Founder and CEO, Watershed

3 MIN.

https://videos.kaltura.com/media/Gathering+Data+from+Multiple+Sources/0_7hzrxyin/


What is xAPI?

 xAPI is powerful because it’s not limited to only tracking courses and completions. Rather, xAPI is a learning 

technology interoperability specification that makes it easier for learning technology products to communicate 

and work with one another. With xAPI, you can track anything the learner does—whether that’s through more 

innovative learning experiences (such as games, videos, or mobile apps) or job tasks that put learning into 

practice. xAPI allows you to bring data from your learning management system (LMS), apps, social platforms, 

classroom training, and real-world tasks together in one system to create comprehensive reports and analytics.

This means you can “plug and play” xAPI-implementing content, platforms, and applications into your Learning 

Record Store (LRS)—an application that stores records about learning—as easily as plugging USB devices into your 

computer. 

Where does an LRS fit in?

A learning ecosystem that takes advantage of xAPI is centered on an LRS. From a data perspective, an LRS sits at 

the center of your learning ecosystem and brings data together from all your learning systems, applications, and 

content. It also will often connect to operational systems to gather data about job performance.

An xAPI-powered LRS provides a great way to clean, normalize, and centralize your learning data. Well-structured 

data is a prerequisite to analyzing your data to not only understand what learning is happening, but also the 

effectiveness of that learning. There is an important distinction, however, between the types of reporting you 

can expect from an LRS. A standalone LRS will usually provide basic reporting, but it’s mostly technical in nature 

and deals with the number and types of learning activity statements it contains. For more in-depth reporting, a 

Learning Analytics Platform (LAP) is used.

Learning Analytics Platforms contain the processing power of an LRS.

Similar to an LRS, an LAP typically takes advantage of xAPI to aggregate data about all of the training and learning 

events across your organization. However, an LAP takes it a step further by applying sophisticated reporting and 

analytics capabilities to that data so you can gain a deep understanding of the learning happening within your 

company as well as how that learning impacts the overall business. 

A robust LAP also captures data from a variety of other sources. Most important, an LAP aggregates data about 

employee behavior and organizational performance. These additional data points allow you to take a broad look 

at learning’s true impact. 



How Do You Create Data 
That’s Meaningful?

One of the richest supplies of data is video viewing data. xAPI can extract only limited interesting information from screens 
full of data. Video, on the other hand, is not only a deeply engaging medium, but has significantly more interesting analytics 
to offer. It’s possible to monitor who watched a video, when, how many times, and how much of the video they watched. With 
the addition of interactive video quizzing, a new layer is added, allowing comprehension and interest to be monitored as 
well. All of this data gives deep insight into what information is consumed and understood.

There are two ways of starting to use learning data:

1. You can start with what’s easy to collect, or 

2. You can start with what’s most important to answering a question.

The easiest way to get started with learning analytics is to just start looking at the data that is already around you or easily 
accessible. xAPI-enabled systems such as Kaltura are great places to start. Once you have your data in an LRS, it’s easy to 
start digging around. 

“Data digging” refers to the simple practice of looking around at visualizations of your data to spot outliers or interesting 
trends. (As opposed to the statistically rigorous process of data mining big sets of data for causalities and correlations.) Data 
digging often yields simple, but powerful insights into what is happening (or not happening) with your learning programs.

Jeff Rubenstein
VP, Product - Learning + Collaboration at Kaltura
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https://videos.kaltura.com/media/How+Video+Creates+Actionable+Data/0_wzdq7bhu/


A more rigorous approach to data collection begins with asking a question or forming a hypothesis. You then work 
backwards from that hypothesis to determine what data would be required to confirm or refute that hypothesis. 
That begins an intentional process of identifying and implementing the best way to collect all of that data in your 
LRS.

For example, a company might want to improve their call center’s customer satisfaction metric. They might form 
a hypothesis that agents who complete an empathy development training program will have more satisfied 
customers than untrained agents. 

To confirm this hypothesis, one will need to collect customer satisfaction data for individual agents. Start with 
a group of agents that are comparable in experience and aptitude, and then divide them into an experimental 
group (i.e., those who take training) and a control group (i.e., those who won’t take training). For agents in the 
training program, collect data about each one’s participation and performance. Remember, one needs more 
than completion data to accurately determine if there’s a difference between the agents who engaged with and 
performed well in the training program versus the agents who simply completed the program. 



There are four different kinds of analytics, when considering data.

Type 1: Descriptive – This explains simply what happened. How many people watched a video? How many accidents 
occurred last year?

Type 2: Diagnostic – This type of analytics attempts to link cause and effect—why did that happen? When training videos 
were introduced, did it cause the accident rate to decrease?

Type 3: Predictive – Now we try to peer into the future. What’s going to happen next? Given the training videos Bill has 
watched, what is the chance that he will have an accident in the next year?

Type 4: Prescriptive – The holy grail of analytics: prescriptive analytics attempt to model what actions can be taken to 
change the predicted future. What training can we give Bill so that he is less likely to have an accident?

So for example, if you can show that there is a correlation between a learner’s score on a proficiency exam and performance 
on the job, then you can start to predict high/low performers at the completion of new hire training. You can drill this down 
further to individual competencies that are assessed vs different performance metrics.

You can apply that logic to any kind of metric:

•  Sales

•  Compliance or safety incidents

•  Performance KPIs

You can look at learning activity in general as a predictor of promotability—it is often an indicator of drive. You can also look 
at persistence within learning activities as an indicator of grit. 

By tracking these metrics over time, you can build increasingly accurate models of what behaviors correlate with success 
at your company. You can define what qualities your company requires for success—and find more of it. You can even 
encourage the development of these qualities.

Making Predictions

Mike Rustici
Founder and CEO, Watershed
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https://videos.kaltura.com/media/What+Do+You+Do+with+Data+Once+You+Have+ItF/0_cckuyby5/


So what can you do to bring predictive analytics to your organization?
Step 1. Determine what metrics you want to change.

It’s all too easy to determine changes based on what you can measure. The way to actually be successful is to 
determine what changes you want to see, and then figure out how to measure them. Whether it’s sales quotas, 
safety ratings, dispute resolutions, churn rates, or more, figure out what success should look like.

Step 2. Design learning opportunities that are also rich data gathering opportunities.

The more data you can gather on your causes, the more influence you will be able to have on the effects. As 
you’re designing your learning and development program, make sure that you build in plenty of opportunities 
to measure how participants are engaging with and absorbing the material. This will give you the data you need 
to combine with your results metrics to make meaningful predictions and then meaningful changes. Video is 
an invaluable tool here, with its ability to give you insight on exactly how your employees use the learning and 
development tools you give them. Choosing a video platform that supports xAPI will make it easier to perform the 
next step.

Step 3. Start aggregating your data.

The most important thing is just to start gathering data. Remember, learning analytics doesn’t have to be 
complicated. The simple act of gathering and visualizing data can be a huge step forward. And xAPI and LRSs 
make this easier than ever.

Remember, the longer you wait to get started, the more data you’re simply throwing away. Even if you don’t have 
the resources to start analyzing data now, start collecting it in your LRS so it will be available when you are ready 
to analyze it. After all, data is much more powerful and interesting when there’s a historical baseline to work with. 
There are a few free LRS solutions available, some of which can be converted into full-fledged learning analytics 
platforms.

Step 4: Deploy a learning analytics platform to link your data to your metrics.

An LRS on its own is only marginally useful; the real power comes from being able to extract meaningful insights 
from your learning data. Learning Analytics Platforms excel by adding an analytics and reporting layer on top of 
the underlying LRS.  

Once you have a solid foundation of gathering and structuring data, start defining benchmarks and KPIs. By 
programming these baselines into your learning analytics platform, you’ll be able to dig deeper and identify 
outliers, discover relationships, and better align with organizational goals. 

Step 5: Create a virtuous cycle.

Once you have your data gathering and analytics mechanisms in place, it’s easy to tweak your process and learn 
from the results. Better results generate more data, allowing you to further refine your training efforts for the 
future.

The future of learning and development is here! Now it’s time to start putting predictive analytics to work.

Joining the Predictive 
Analytics Revolution 



About Kaltura

With the mission to power any video experience, Kaltura has emerged as the fastest 
growing video platform. With our engaging, interactive video tools, educators and learning 
professionals make learning more effective, accessible, and accountable. Our live and on-
demand video products include a market-leading social video portal; integrations with 
learning management systems, social business systems, and content management systems; 
video capture and lecture capture solutions; webcasting; and more. Kaltura analytics are 
integrated with xAPI and the Caliper analytics standard, and can easily feed into Watershed 
LRS, Open LRS, and any other open standards-based LRS. Kaltura is deployed globally in 
thousands of enterprises, educational institutions, media companies, and service providers. 
For more information visit www.kaltura.com.

About Watershed

Watershed helps corporate training and learning departments better align their initiatives 
with business goals. Our comprehensive learning analytics technology measures training 
effectiveness, performance improvement, and business impact to help maximize investments 
in learning. Watershed enables users to explore all their learning and performance data in 
one place and measure how L&D is impacting their organizations. Watershed has experience 
working with clients such as Visa, Travelers, Caterpillar Inc., and Bridgestone Americas, just to 
name a few.

Ready to get started? 

For more information, contact us at https://corp.kaltura.com/company/contact/.

Getting Started

Looking for some of the tools you’ll need to build your own predictive analytics 
machine for learning and development?


