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About this book
“Human Resource Management (HRM) is crucial for the performance of 
organizations. HR professionals and HR scholars struggle to reform HRM 
into a strong profession with high reputation and credibility. Important 
ways to enhance the reputation and credibility of HRM are HR Metrics 
and HR Analytics. The book written by Irma Doze and Toine Al is 
an excellent tool to learn more about these methods. A “must read” for 
both management students, HR professionals, and HR scholars.”
Karin Sanders, 
Professor HRM, School of Management, 
UNSW Business School, Sydney, Australia

“Wonderful book! Great storylines—and very thorough.”
Gerard Evers, director of EuroHRM,  
former professor of Human Capital Valuation, Tilburg University

“This book is one of a kind. It’s substantial but deserves 
kudos for its thoroughness and readability.”
Mark de Lat, director, Randstad Nederland

“Very practically oriented without ever losing sight of the theory and without 
requiring the reader to have any prior knowledge of statistics or data analysis. 
I heartily recommend this book to every HR professional—period.”
Bas van de Haterd, speaker, author, and consultant

“A magnificent piece of work; sound, thorough, and perfectly readable 
even for those who know little or nothing about HR analytics.” 
Tiny Beks, Lecturer in HRM, Avans University of Applied Sciences

“Data-driven HR policy is the future, and this book has everything it needs 
to become a standard text for HRM education and training. Recommended 
for anyone who wants to get into personnel management.”
Michiel van Asbeck, director, RaymakersvanderBruggen



About HR analytics
“HR analytics will be essential for HR to continue to make a critical contribution to 
organizational strategy in the future.”
Hein Knaapen, Global HR Director, ING

“HR analytics gives us a method to better understand the effect of HR policies and 
activities.”
Patrick Coolen, Manager of HR Metrics & Analytics, ABN AMRO

“HR analytics will be a game-changer in the long term. It will ensure that HRM is 
based on systematic scientific research that provides evidence of whether something 
works or not.”
Jorrit van der Togt, EVP of HR Strategy & Internal Communications, Shell
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Foreword

As we put the finishing touches on the newest version of this book—the first to appear 

in English—the first edition from 2015 is already four years behind us. As we antici-

pated at the time, interest in and enthusiasm for the HR analytics and data-driven HR 

will only continue to rise worldwide.

An interview about HR analytics brought us together in the spring of 2013. When the 

interview was over, we continued chatting about the subject. We were in agreement 

that there was a lack of clarity as to what HR analytics actually encompasses and how 

HR can use it to make policy formation and the implementation of HR tools more 

data-driven. We got down to work in the autumn of 2013, and by February 2015 we 

had a complete manuscript. In the intervening year and a half, we learned a lot about 

the subject, about each other, and about the people named below. They made the first 

Dutch-language book about HR analytics possible.

In the years following the publication of the first edition, we have seen more and more 

companies, institutions, and governments discovering the potential of data analysis 

and ever more colleges and universities expanding their educational programs with 

subjects such as data-driven HR, HR analytics, and HR metrics. This has a broader 

context: society is learning that data technology now touches every aspect of our lives. 

This offers opportunities but also poses challenges and risks, such as in the fields of 

data security and personal data protection. Both are a precondition for being able to 

apply the full extent of data-driven HR and make the most of it. Organizations and 

everyone who works in them—management, leadership, and employees—need insight 

into how data technologies work and how to best use them.

To do justice to recent developments and changing regulatory environments, especially 

in the area of privacy, we have updated, augmented, and refined the book; we have also 

had it translated in response to the regular requests we have received from colleges, 

universities, and HR managers at multinationals to publish the book in English. We 

trust that this English edition will continue to help everyone who wants to understand 

all aspects of data-driven HR for years to come and serve as a guide and go-to reference 

for work and study.

Many people were involved in creating both the Dutch and English versions of this 

book. In particular, we would like to thank Gerard Evers, former professor of human 

capital valuation at Tilburg University; Tiny Beks, lecturer in human resource man-

agement at Avans Hogeschool; Mark de Lat, director of consultancy Randstad Neder-
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land; Michiel van Asbeck, director of RaymakersvdBruggen; Jelle Dijkstra, professor of  

applied science; privacy lawyer Sergej Katus and computer science and privacy consul-

tant Koen Versmissen, partners at Privacy Management Partners; data scientist Jilske 

Hupkes from AnalitiQs; and editor and translator Bill Nagel for their contributions.

In the interests of fairness, we should also note that as co-authors, we did not spare 

each other our criticism. We bombarded each other constantly with difficult questions, 

and if one of us didn’t agree with a passage, illustration, or even a particular word, we 

discussed it until we came to an alternative that worked for both of us.

Others whom we want to thank for their advice, criticisms, and valuable suggestions 

include MindCampus, the first publisher of the book; Patrick Coolen, manager of HR 

analytics at ABN AMRO; Rolf Baarda, director of Bureau Baarda; Jan Cees Marijt, VP 

of Group Compensation & Benefits at Sandvik; Maarten van Riemsdijk, lecturer in stra-

tegic HRM at Saxion; Jeroen Terstegge, partner at Privacy Management Partners; Karin 

Sanders, professor of organizational behavior and HRM at the University of New South 

Wales (Australia) Business School; Frank Verbeeten, professor of accounting at Utrecht 

University; Geert-Jan Waasdorp, director of the Intelligence Group; Diederik Gallas, 

director of Gids in Bedrijf; Peter van den Hout; Jancees van Westering, management 

coach; and Barry Condon, head of IT at Cedar. They all helped make this book possible.

Toine Al and Irma Doze

Amsterdam, September 2019
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Note to the reader

This book is for anyone who is interested in understanding the advantages of data- 

driven HR policy and applying data analytics and related disciplines within their own 

organization and HR practice. Data-driven HR has advantages for all types of commer-

cial, noncommercial, and government organizations. The book has been written with 

a number of audiences in mind:

• HR managers and directors who want to gain insight into the topic and discover 

how they can use it in their organization

• HR business partners who want to broaden their knowledge and skills and work 

on an equal footing with HR analysts

• Current and future HR analysts who want to get their hands on the methods and 

techniques of HR data analysis

• HR consultants, business analysts, controllers, and line managers who want to 

deepen their knowledge of the subject and make use of the opportunities presented 

by HR analytics to help them do their work

HR analytics combines knowledge from a variety of disciplines, including HR man-

agement, labor and organizational psychology, IT, statistics, data analytics, marketing, 

planning, and strategy. The book contains many examples illustrating this. Depend-

ing on your interests, function, role, background, and information needs, you may 

find some chapters more relevant and useful than others. Depending on your existing 

knowledge and experience, you may want to skip some chapters at first and return to 

them later. Other chapters are indispensable to forming a good picture of the essence of 

the methodology and techniques. To make this process easier right from the beginning, 

we’ve summarized the various parts of the book and indicated which functions or roles 

they are most appropriate for.

Part I: Introduction

What is HR analytics and how does it improve existing HR practice? 
The three chapters in Part I explain what we mean by HR analytics; how data-driven 

HR policy improves decision-making; how it seamlessly connects with existing meth-

ods of making HR measurable and plannable; and how it can strengthen current HR 

practices.

Chapter 1 describes the development of the concept of data analysis since the 1980s; 

the steady growth in applying data analysis to improve HR instruments and processes 
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since 2005; and the opportunities that big data and modern communications technol-

ogies present.

Chapter 2 addresses the question of why HR should make use of analytics and data- 

driven decision-making. This chapter goes deeper into the shortcomings and disad-

vantages of traditional decision-making methods, which are primarily based on knowl-

edge, experience, and personal judgement. Among other topics, we call attention to 

new insights from psychology that shed light upon the (irrational) manner in which 

people weigh options and make choices.

Chapter 3 goes into more detail about how to make HR measurable, including meas-

urement methods that have been developed since the 1960s, and what possibilities data 

analysis and predictive models add to this. This chapter treats HR analytics as a part of 

business intelligence. It also introduces the data-driven HR policy life cycle, which has 

eight phases and includes HR analytics.

Part II: Methodology

How are each of the eight steps of an HR analytics project carried out?
The eight chapters in Part II show how to make practical use of the eight steps of 

the data-driven (HR) policy life cycle and describe all of the statistical methods and 

techniques associated with it. Part II is a bit more technical than Parts I and III and is 

specifically aimed at HR analysts and HR business partners.

Chapters 4, 10, and 11 are primarily intended for HR business partners; Chapters 6, 7, 

and 8 are aimed at HR analysts; Chapters 5 and 9 are for both roles.

Part II proceeds to the process of defining the right business questions; translating 

these questions into one or more analytics questions; collecting and preparing the nec-

essary data; applying various methods of data and statistical analysis; and translating 

the results and conclusions obtained into reports and visualizations. 

We then explain what specific HR interventions, processes, policies, and strategies the 

insights you discover can lead to and how to monitor these post-implementation using 

metrics. Visualization plays an important role here, in the form of writing reports and 

configuring dashboards.
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Part III: Implementation

Implementing HR analytics functionality that fits the organization
The three chapters in Part III describe how HR management can organize and imple-

ment HR analytics and the data driven policy life cycle.

Chapter 12 explains which competencies and IT facilities you need for this; how to 

manage data carefully; what you need to further build out the HR analytics function-

ality on various levels; and how to adapt the level to the needs and ambitions of the 

organization.

Chapter 13 takes an extensive look at privacy regulations, how to apply HR analytics 

according to the rules, and how to take a sensible approach to privacy. This gets a lot 

of attention in society, and organizations must take the sensitivities of people both in-

side and outside of the organization on the topic of privacy into account. This chapter 

explains how to process the personal data that feeds HR analytics without running 

into problems.

To bring the book to completion, Chapter 14 provides a checklist to determine what lev-

el your organization is at and what it needs to begin with the first HR analytics project.

Guide for the reader

The table below will help you ascertain which chapters you should read to obtain the 

level of knowledge you need to perform your role or function in the organization. This 

is, of course, just a guideline.

Recommended chapters for each function or role in the organization:

Section Part I Part II Part III

Function or role Chapter(s) Chapter(s) Chapter(s)

HR director 1, 2, 3 (4) 12, 13, 14

HR manager or HR business 
partner

1, 2, 3 4, 5, 9, 10, 11 12, 13, 14

HR analyst - 4, 5, 6, 7, 8, 9, 10, 11 -

HR analytics manager 1, 2, 3 4, 5, 6, 7, 8, 9, 10, 11 12, 13, 14

General manager 1, 2, 3 4, 5, 9, 10, 11 -

Business analyst 1, 2, 3 4, 5, 9, 10, 11 -

Controller 1, 2, 3 4, 5, 9, 10, 11 -
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Wherever possible, we provide examples and illustrations of the models discussed in 

the book. These are often based upon existing materials and have been adapted for the 

purposes of this book. The original sources for each of these are noted in footnotes 

and the bibliography.
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Afterword

We would like to wish our readers and their organizations every success in applying 

data-driven HR using HR metrics and HR analytics. Although the contents of this book 

are rich and varied, we have had to make choices. Among the changes we made in the 

second edition were adapting and augmenting the chapters on statistics and personal 

data. The English edition adds more current examples and puts privacy rules into a 

more international context. 

We are open to all suggestions, ideas, and recommendations for a future edition and 

invite anyone who is interested to contact us or the publisher. For more information, 

or to fill in the online questionnaire—which we will reward you for doing by sending 

the summarized results and a benchmark—please visit our website at https://www.

analitiqs.com/en/hr-analytics-scan/.

Irma Doze and Toine Al 

Amsterdam, 2015–2019 
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