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ABSTRACT: The finest available scientific evidence, corporate data, and critical thinking are all used in the decision-
making process known as "evidence-based HR" (EBHR). We outline the steps to becoming an HR professional who
uses evidence. Managing professional decisions actively is a crucial component of EBHR. To do this, it is necessary to
make decisions that are supported by high-quality research, particularly those that are significant or frequent. We
outline a series of step-by-step methods for becoming an expert in evidence-based human resource management,
starting with getting started and ending with incorporating EBHR into your company. This article emphasises the
relationship between successful practise and organisational research while providing advice for evidence-based
practise.

LINTRODUCTION

Many of the issues and difficulties that companies experience is related to people at work. Organisational objectives are
accomplished in part by the performance, effort, ideas, and cooperation of individuals within those organisations. Work
is important to people because it gives them purpose, fulfilment, and money to sustain their life and the lives of those
they care about. Work and organisations help make communities and the national economy richer. Employees in
organisations have the capacity to think, act, and feel. Although they are not machines, people have control over every
aspect of their activity at work. People's attitudes and habits at work can also be a problem for organisations: power
struggles, a shortage of competent workers, authoritarian managers, opposition to change, and demotivation can all
make it difficult to have a pleasant and effective workplace. Every form of situation involving humans requires.
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II.LOBJECTIVES OF THE STUDY

To research evidence-based human resource management in Sakthi auto parts.

Making choices based on evidence from the following sources is known as evidence-based HR.
To assist in ensuring the achievement of the intended business goals.

The internal data at hand.

Findings from empirical studies and research. Real-world experience and expert judgement.
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II.SCOPE OF THE STUDY

»  The research study, A study on evidence-based HRM in Sakthi Auto Component Limited.
» Takes into account the employees' assumptions and perceptions of the evidence-based HRM practises in place
there.
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» The major goal of this study is to understand evidence-based HRM in the Sakthi Auto Component.

» The researcher examines the many employee dimensions and their effects.
Thus, the study aids the organisation in taking the necessary actions to improve evidence-based HRM to make the
organisation function efficiently.

» It also aids management in dealing with the workforce.

IV.LIMITATION OF THE STUDY

» This investigation is only focused on Sakthi Auto Component Limited.

» Some employees are hesitant to respond to the questions because they fear that the management may misinterpret
what they have to say.

» The employee's perspective could be skewed.

V.LITRETURE REVIEW

The condition of human resource management: evidence from employees' perceptions of HRM staff and systems,
Gibb, S. 2001 In assessing the state of human resource management (HRM), recent research has looked into a
variety of claims about trends in HRM. Methods for assessing the condition of HRM have primarily used fit with "best
practise" or fit with contingencies. The "point of view" of the employees is being looked into as an alternative in some
recent research. This alternate approach served as the foundation for the study presented here. Employees say that
training and development, awards, and levels of individual motivation are among HRM's strong points.

Investigating the role of HRM practises on service innovation: empirical data from UAE government agencies,
Alosani, M.S., Al-Dhaafri, H.S., and Awadh Abdulla, 2021 Governmental organisations are working to create
strategies to enhance their innovative endeavours. Employees are hesitant to work innovatively in such agencies,
nonetheless, as a result of numerous difficulties and barriers. Practises in human resource management (HRM) and a
suitable culture can enhance service innovation. However, there is not enough empirical support for this association,
notably in the government sector.

P. Prowse and J. Prowse (2010), The objective of this essay is to critically examine the data supporting the notion that
human resource management (HRM) can enhance both organisational and individual performance. It tries to look at
how HRM has evolved historically and how it become a separate management profession. According to the research,
HRM is the result of a variety of traditions, ranging from a concern for employee welfare to the growth of workplace
connections. The dearth of empirical research on the relationship between HRM and corporate performance is
particularly significant. In the corporate, public, and growing non-profit sectors, this article will advocate for a re-
evaluation of more modern criteria for how people contribute to organisational effectiveness.

Employees' perceptions of human resource management practises and employee outcomes: Empirical evidence from
small and medium-sized firms in China, Li, S., Rees, C.J., and Branine, 2019 This study looks at how employee
commitment and turnover intention (TI), two outcomes in small- and medium-sized firms (SMEs) in mainland China,
are related to how employees perceive HRM practises. Employee commitment is significantly predicted by how
employees view HRM practises such training and development, reward management, and performance management.
Employee perceptions of the use of HRM practises and TIs are found to be negatively correlated.

VLFINDINGS

»  For both groups of installers, the variations in motivational factors and attitudes towards bonuses were examined
during evaluation.

» The findings of the study indicate that although bonuses may be able to encourage in-house installers, they are so
different from contract installers in terms of their overall work motivation that implementing bonuses is not likely
to be a success.

»  Step 4 dealt with ethical issues and the implications of the research's findings.
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VILSUGGESTION

AUTO COMPONENT LIMITED
Performance Appraisal Summary

1) Personnel details

A2S

Evaluator

Designation

Name Emp. No Years
Department From
details To
Qualification ACT details

(2) Briefly describe the work done by the personnel during the period

S. No

Tasks

(3) List a few of Major — on the Job accomplishments (if any)
of the Personnel during the period

S. No

Tasks

(4) Evaluate the performance of the personnel against the following attributes as per the following criterion —

suitable justification

to be filled in REMARKS

S.No | Grade Code | Criteria S.No | Grade | Code | Criteria

1 Excellent Ex Demonstrated 2 Good G Achieved higher
Outstanding standards of
performance Performance

S.No | Grade Code Criteria S.No | Grade Code | Criteria

3 Average Av Exhibited 4 Poor P Failed to meet
satisfactory minimal job
performance performance
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ATTRIBUTE GRADE REMARKS

Absorption of Job Knowledge &
Skills

Efficiency in the tasks

Dependability

Attendance

Initiative & Kaizen

Personal Conduct & Group
Behavior

Job progress during the
apprenticeship

Over all - grading

(5) Please evaluate the Personnel on the following considering his potential suiting the business needs of the

organization

| ISSN: 2395-7852 | www.ijarasem.com | Impact Factor: 6.551 |Bimonthly, Peer Reviewed & Referred Journal|

5.1

Major strengths of the Personnel

Technical

Functional

Behavioral

5.2 [ Potential for Higher-order responsibilities & job roles

5.3 | Learning, Training & other Development needs

Tools

Technology

Behavior

Additional
responsibilities

(6) Additional COMMENTS / REMARKS (if any) on the personnel
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(7) Record of discussion

We discussed performance appraisal and the personnel agree/disagree with the
appraisal (Give reasons for disagreement (if applicable)

Personnel Evaluator

Evaluator Name Designation

(8) Recommendation on Career progress

S. No Response Reason
1 Traineeship recommended

2 Years of Training required

3 Probation recommended

(9) General observations/comments of the reviewing authority

Department

Cross Function

Special projects

DATE: Signature

(Plant Head)

Order (as approved) processed on

Order details

Issued on

Signed copies

RN |W N~

Signature

For the use of Team HR&D
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VIII.CONCLUSION

There are numerous difficulties in promoting and using EBHR. Some of these difficulties are specific to HR and
management, while others face any innovation. Every discovery eventually undergoes some kind of adaptation, no
matter how minor, to make it simpler for practitioners to utilise (Ansari et al., 2010). The fact that management is not a
"profession” presents EBHR with an unusual difficulty. Managers come from a variety of academic disciplines. HR
professionals can work in the field with no degree or many different degrees; there is no single certificate that certifies
their expertise. There are no legal requirements for the degree or expertise a person must possess in order to work as a
manager or HR professional.
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