1.1 INTRODUCTION
The Indian aviation industry has witnessed remarkable growth in recent years, marked by a robust 19% expansion, largely propelled by the civil aviation sector. The government's open sky policy has been instrumental in this growth, inviting international players into the market and spurring an increase in both airline operators and aircraft. Once predominantly controlled by the government, the industry has now transitioned into a dynamic landscape dominated by privately-owned full-service and low-cost carriers. Air travel, once considered a luxury, has become significantly more accessible, enabling a wider population to fly. Central to the industry's progress is the Directorate General of Civil Aviation (DGCA), which plays a crucial role in regulating the sector, ensuring air safety, and aligning operations with international aviation standards.
In this evolving environment, Human Resource Management (HRM) has emerged as a critical pillar of success. As competition intensifies and profit margins shrink, airlines increasingly rely on strategic HRM to maintain operational efficiency and service quality. HR professionals in aviation require specialized skills—strong communication, interpersonal, and problem-solving capabilities—to effectively manage a workforce that must adapt quickly to changing conditions. From recruitment to training, especially of key personnel such as pilots and maintenance crews, HRM ensures that airlines are staffed with the right talent. Even low-cost carriers depend heavily on robust HR practices to uphold safety and service standards.
Moreover, HRM is playing a growing role in advancing sustainability within the sector through Green Human Resource Management (GHRM). GHRM encourages environmentally responsible behavior among employees and promotes practices such as telecommuting, carpooling, digital training programs, and energy-efficient workplace design to reduce the industry's carbon footprint. A notable example is Kannur International Airport Ltd (KIAL), which has actively implemented GHRM initiatives to cultivate a green organizational culture. As a government-supported entity, KIAL is committed to delivering world-class facilities while ensuring environmental responsibility. By integrating GHRM into its operational model, KIAL not only enhances sustainability and resource efficiency but also creates a cost-effective and future-ready business framework—aligning with the growing global emphasis on eco-consciousness in aviation.
1.2 SIGNIFICANCE OF THE STUDY
This study aims to raise awareness among employees and the broader community about the effective utilization of natural resources, emphasizing the role of Green Human Resource Management (GHRM) in promoting environmental sustainability. Through the adoption of green HR initiatives, organizations can discover innovative methods to reduce operational costs, particularly by minimizing paper usage and transitioning to digital processes. These measures not only lead to substantial cost savings but also contribute to energy conservation and a reduced environmental footprint. Focusing exclusively on Kannur International Airport Limited (KIAL), the study seeks to understand employees' perceptions and attitudes towards the implementation of GHRM practices within the organization. Additionally, it evaluates the extent and effectiveness of digitalization efforts in managing organizational information. The insights gathered will help KIAL strengthen its sustainable practices and provide a model for integrating eco-friendly strategies in the aviation sector.
1.3 STATEMENT OF THE PROBLEM
The Indian aviation industry has experienced significant growth in recent years, underscoring the importance of effective human resource practices in sustaining this momentum. Well-structured HR strategies can motivate employees to contribute more meaningfully to organizational goals. In today’s business landscape, environmental sustainability has emerged as a key concern across all industries, positioning green initiatives as a vital component of human resource management. There is a growing need for HR policies and practices that actively support the development of a green workplace culture. As organizations move toward a paperless future, adopting environmentally conscious processes within HR functions becomes essential. Modifying existing practices to align with sustainability goals not only enhances operational efficiency but also supports broader environmental objectives. Given the pivotal role HR plays in managing people-related processes, this study aims to explore employees’ perceptions of green HR initiatives and assess their impact on promoting a sustainable organizational environment.
1.4 OBJECTIVES OF THE STUDY
· To assess the green working environment at Kannur International Airport Ltd.
· To analyze employee perceptions regarding the implementation of Green HRM practices within the organization.
· To evaluate the effectiveness of the existing Human Resource Information System (HRIS) in supporting green HR initiatives.
· To provide constructive suggestions for enhancing Green HRM practices and systems in the organization.
1.5 SCOPE OF THE STUDY
The scope of this study focuses on examining the implementation and impact of Green Human Resource Management (GHRM) practices at Kannur International Airport Ltd (KIAL). It aims to explore how GHRM policies can foster sustainability, enhance operational efficiency, and create a green organizational culture within the aviation industry. The study will evaluate the role of GHRM in promoting eco-friendly practices such as resource conservation, waste reduction, and energy efficiency, while also assessing its influence on employee awareness and commitment to environmental sustainability. Additionally, the research will explore how these practices align with the broader goals of KIAL, particularly in ensuring cost-effectiveness and long-term viability in a competitive and environmentally conscious sector.
1.6 METHODOLOGY  
In common words research means to search for knowledge. One can also define research as a scientific and systematic search for information on a specific topic. Research methodology is the way to systematically solve the research problem. It describes the procedures used in research. 
A research is an investigation of finding solutions to scientific and social problems through objective and systematic analysis. It involves specific techniques that are adopted in research process to collect, assemble, and evaluate data. It defines those tools that are used to gather relevant information in specific research study.



1.6.1Research design
Descriptive research was chosen for this study in its preliminary stage as it includes surveys and fact finding enquiries of different kinds. It describes the state of affairs as it has occurred in the past and even exists at present. 
The main characteristic of this method is that the researcher has no control over the variables; he can only report what has happened or what is happening. It also includes attempts by researchers to discover causes even when they cannot control the variables.
1.6.2 Area of study
The area of the research study is limited to Kannur international airport limited. This research study is conducted within the employees of this airport.
1.6.3 Sample size
50 employees working as KIAL staff were selected for the study based on convenience sampling method. The respondents were selected on the basis of their availability, such that their work routine was not affected.
1.6.4 Source of data collection
The sources of data for the purpose of study were both primary and secondary. Primary data was collected through questionnaire which was mainly close-ended questionnaire and was prepared based on personal factor, job factor, organisational factor and environmental factor and was discussed with workers whereas secondary data was collected from articles, journals and on internet.
Primary data: The primary data was collected from the employees with the help of a structured questionnaire. A pilot survey was conducted using the blue print of questionnaire. The response of the sample respondents on the dimensions of the study were taken with various options like strongly agrees, agree, neutral, disagree, and strongly disagree.
Secondary data: The secondary data was collected through the official airport website, journals, and articles on the internet and from the employees of the organization.
1.7 PERIOD OF THE STUDY 
The period of study was conducted on 21 days.
1.8 LIMITATIONS OF THE STUDY
· The non- availability of certain data due to its confidential nature.
· Some departments were very busy so direct interviews have not been taken.
· Due to restriction and time constraint, the sample was limited to 50.





























2.1 LITERATURE REVIEW
Ebru Yazgan, 2018 This study suggests holistic framework for operating environment system of aircraft upkeep technicians (AMTs) inside two respects which includes human performance (ergonomics) and corporate overall performance (sustainability). The secondary cause of this system is to develop human danger taxonomy via determining the factors affecting each human and work by way of taking ergonomic aspects in aviation. Human danger elements may be considered or general as factors that reason human error. This might also result in the best manner to dealing with human danger thing thru minimizing human-based errors. Personality, dangerous attitudes, individual characteristics, bodily/mental situation of AMTs and corporate social obligation elements are human-related threat variables in this have a look at. The dangers and blunders can be reduced via spotting those factors and revealing their relation to ergonomic layout.
Yan-KaiFu Tsung-LungChanb 2014 They have a look at outcomes confirmed that Taipei Songshan Airport's fashionable control gadgets believed that ‘Safety Supervision’, ‘Safety-orientated Working Environment’ and ‘System of Incentives and Penalties’ should be taken into consideration implementation priorities to improve standard performance inside the airport organizational safety subculture. In addition, the ANOVA outcomes revealed massive variations some of the airport's management gadgets with recognize no longer simplest to the private dimension, such as ‘Safety Values’, ‘Safety Evaluation Standards’ and ‘Safety Management Updates’, however additionally to the situational measurement, consisting of ‘Safety Communication and Commitment’ and ‘Injury Rate’.
Shoeb Ahmad, 2015 As the corporate world is going global, the business is experiencing a shift from a conventional financial structure to a modern capacity-based economy which is ready to explore green economic facets of business. The paper largely focuses upon the various Green Human Resource Practices pursued by the organizations all over the world and, explains the simplified meaning of GHRM. The study also adds to the extant literature by discussing future direction of some GHRM functions. Finally, the paper suggests some potentially prolific HR initiatives for Green organizations.
Sarah Leidner, Denise Baden, Melanie J. Ashleigh, 2019 This study explores the position of sustainability advocates, who are leaders and bosses in pursuit in their firm’s environmental agenda, inside the layout and delivery of GHRM rules, conversation, recruitment and choice, environmental training, rewards and incentives. The study determined that GHRM practices aren't in themselves peripheral, intermediate or embedded, but formed by contextual situations. Sustainability advocates’ intentions do now not appear to suit GHRM coverage layout, ie. They are trying to elicit value-based behaviours by means of the usage of self-interest-based approaches, leading to misalignments between the attitudes and behaviours guidelines try to elicit, and the form of behaviours they elicit in practice.
Kuan-Siew Khor, Ramayah Thurasamy, Noor Hazlina Ahmad, 2015 Emergent enterprise models are searching for to take advantage of recent marketplace mechanisms driven by way of technological adjustments, especially those related to the production and transport of clean or sustainable power. The study substantiates this type of framework by means of detailing the nascent algae-primarily based bio-fuel enterprise that caters to the aviation quarter whilst arguing that companies inside the electricity industry can end up a next-exercise platform that drive a 6th wave of innovation. The framework starts with 3 basic enablers, innovation, flexibility, and sustainability, and explains how fee from renewable strength technologies may be created and captured sustainably and innovatively with new market mechanisms carried out with the aid of firms with green enterprise models.
Guerci, Longoni and Luzzini (2016) In the process of Environment Management, all dimensions of Green Human Resource Management practices are to be considered while recruiting new employees to the organization. Their sensitivity to environmental issues and awareness on sustainability enable them to have a better vision and idea about the organization’s sustainable culture.  Evaluation of employee  performance  must  be  done  based  on  their  green  behaviour  and  contributions  to  the environment. It is associated with the environmental performance and sustainability of all employees and the organization as a whole. 
Tangetal.  (2018)  in  their  article  identified,  green  human  resource  management  has  a multidimensional  nature  consisting  diverse  best  practices.  The  best  practices  in  green  human resource  management  resemble  the  Ability–Motivation–Opportunity  model  which  suggests  the enhancement  of  organizational  performance by  increasing  employees’  abilities,  motivations  and opportunities. Achieving environmental sustainability by increasing employees’ abilities,  attracting and  training  employees  on  environmental  skills,  motivations,  rewarding  employees  for  their environmental  achievements,  performance  appraisals  based  on  contributions  addressing environmental  issues  and  opportunities,  communication  of  ideas  to  enable  environmental sustainability.














2.2 GREEN HUMAN RESOURCES MANAGEMENT
Simple Green Human Resources Management Definition
Green Human Resources Management (GHRM) can be defined as a set of policies, practices, and systems that stimulate the green behavior of a company’s employees in order to create an environmentally sensitive, resource-efficient, and socially responsible organization.
The growing role of sustainable development in the development of a modern company’s competitive edge leads to the popularization of the question of how to incorporate ecological practices into the area of human resource policy – which is often referred to as Green Human Resources Management (HRM).”
Importance of Green Human Resource Management 
Sustainability strategies are growing fast within thousands of companies nowadays as an answer to the challenges and catastrophes that climate change has brought, and increasingly threatens to bring into our world.
The private sector plays a fundamental role in the fight to stop climate change. For companies to succeed and move forward in their sustainability journey, a top-down approach is essential, as is the support of VPs and the senior management – including People and HR.
Practices and Policies of Green Human Resources Management
Green Human Resources Management – Recruitment & Job Design
Green Human Resources Management starts even before getting new employees are hired.
It goes all the way back to the process of designing or approving, together with other departments, job descriptions (JD) for the newcomers. And why does it matter?
Because JDs that highlight tasks related to sustainability – or even job advertisements – shows companies have social and ecological concerns, ultimately improving a company’s employer branding proposition.
Green Human Resources Management – Selection Methods
After screening CV screenings, HR can make sure the next steps of the selection process will evaluate the candidates’ aptitude to have green behaviors. An ordinary question about climate change during an interview or a group dynamic that mixes a business case with sustainability issues are two easy ways to understand someone’s degree of ecological awareness.
Alternatively, asking for proof of some sort of sustainability training (even if online) and certificate can also the recruiter some time while allowing to draw some conclusions too.
In the end, a green score can also be given to each candidate and added to the overall spreadsheet of scores (if the traditional selection method taught in HR courses si being followed) that will ultimately rank the top candidates.
Green Human Resources Management – HR Operations and the Onboarding Process
Technology allows companies to become paperless and for HR this can well start with newcomers.
Online portals and folders can be used to archive employees’ documentation such as offer letters, credentials, CVs, or recommendation letters. Not to mention that nowadays CVs are mostly sent throughout the Internet, with no need of being print. It can as well be used with current employees’ health insurance or car contracts, salary, or information on other benefits.
Furthermore, when newcomers first arrive at the office, induction initiatives should be designed in such a way as to facilitate the integration of these new employees with the company’s green culture and values. This way, besides introducing the company, its history, culture, departments, and so on, these initiatives also highlight a companies’ environmental concerns and the green actions that have been and/or are being developed
Green Human Resources Management – Performance Management (PM)
Performance management (PM) is the process by which employees are prompted to enhance their professional skills that help to achieve the organizational goals and objectives in a better way.
How can employee performance improve when it comes to sustainability? No metrics, no fun: meaning employees should have responsibilities and metrics for their roles that include sustainability targets. By having job descriptions that include “green” tasks, companies are also proactively summing point in case they decide to apply for the B Certification, the highest (and sexiest) corporate sustainability standard.
Ideally, these goals would be set following the OKR method where global business goals would be interconnected and cascading into different areas and departments.
In the end, the ultimate goal of Green PM is to have a measurable outcome of an organization’s ability to meet its environmental objectives and targets.
Green Human Resources Management – Learning and Development
Learning and development is a practice that focuses on developing employees’ skills, knowledge, and attitudes. The goals of green training and development are:
· To create awareness about the current environmental problems happening worldwide – through newsletters or briefings with environmental organizations from time to time;
· To educate more employees about working methods that allow to reduce waste, save energy and resources – e.g. recycling, turning lights off or shutting down laptops;
· To teach more operational employees and business decision-makers about processes along the companies’ value-chain that allow to reduce waste, save energy and resources – like applying circular economy to waste or rethinking the sources of energy;
· To encourage workers to find out opportunities in their jobs to help their companies become more sustainable;
Overall, to push for an environmental protection mindset on a company’s workforce, wishing that it acts consciously today and is alert for opportunities to become more sustainable in the future.
Green Human Resources Management – Compensation and Benefits (Comp & Ben)
Simply put, Green Comp and Ben recognizes the contribution of employees in the creation of a more sustainable company. It is the result of the success of employees in their performance (PM) and works as proof that a company’s strategic sustainability goals are being accomplished (at least up to some degree). There are three different types of rewards:
Monetary-based rewards – in the form of salary increase, cash incentives, and bonuses;
Non-monetary rewards – sabbaticals, special leaves, discounts, or gifts to employees;
Recognition-based rewards – highlighting the green contributions of employees through wide publicity, public praise, and appreciation of sustainability efforts by the top management.
It is nevertheless important to keep in mind that such a system with effective monetary incentives can be challenging to develop as a fair and accurate evaluation of environmental behaviors and performance can be hard to do.
Benefits of Green Human Resources Management
Green HRM has its prime importance in the achievement of broader objectives such as cost-saving, improving corporate social responsibility practices and making companies more attractive, employer branding-wise. According to Parul Deshwal, it has the following benefits:
· Helps with employee retention and reduces labor turnover;
· Improves a company’s brand reputation in the market and can possibly increase sales;
· Enhances the quality of the overall organization, both internally and externally;
· Improves stakeholder’s engagement;
· Reduces the overall costs of a company as it energy, water, and raw materials are used more efficiently;
· Helps manage risks more effectively;
In the end, employing a green workforce helps organizations become more comfortable and proud of the impact their offices and other facilities – don’t – have. Furthermore, it helps companies innovate (in a way that allows them to be cost-efficient) and come up with new procedures and products.









3.1 AVIATION INDUSTRY- A PROFILE
Aviation is a dynamic industry that continuously adapts to various market forces. Forecasting long-term demand for airplanes requires assumptions and predictions about the macro trends and drivers that will shape the airline industry far into the future.
Aviation industry is one among the most important industries of any country because of its economic and social viability. The aviation industry not only contributes to the Gross Domestic Product (GDP) of the country and improves employment statistics, but also aids in domestic and international trade, and facilitates many other businesses. Socially the industry connects people to people leading to cultural exchange and enhancement. Indian aviation industry has completed a century of its existence and these 100 years have witnessed severe highs and lows. On the one hand, there has been rise in the number of companies competing in the industry along with a simultaneous growth in the number of airline passengers; on the other hand the industry players are still struggling against poor infrastructure and high operating costs.
The global airline industry consists of over 2000 airlines operating more than 23,000 aircrafts, providing service to over 3700 airports. The global aviation industry is growing at an average rate of 5% per year over the past 30 years, with substantial variations due to changing economic conditions and different economic growth in different regions. The annual growth in air travel is twice the GDP growth. This airline industry provides service to virtually every corner of the globe and is an integral part of the global economy.
Global Scenario 
Emerging markets around the world continue to drive economic growth. They accounted for more than 60 percent of the world’s economic growth between 2008 and 2018. In the last 10 years, routes between or within emerging markets accounted for approximately 40 percent of new passenger traffic.  A feature of these emerging economies is rapid urbanization. As people enter  the urban middle class, their propensity to travel increases dramatically. According to the World Bank, over 4 billion people now live in cities globally, with unprecedented access to air travel from nearby airports.
Despite uneven economic growth in recent years, the elements comprising this growth over the last decade have supported increasing demand for air travel. This includes increased consumer spending and a transition to service based economies in emerging markets. Private consumption accounts for over half of global economic activity, and continues to rise as automation increases and the service sector grows relative to manufacturing. In contrast, industrial production has been more volatile, lifting air cargo traffic to double digits gains in 2017 before cooling towards trend in 2018.
The outlook for strong air travel demand is consistent with broad consumer demand trends and travel and tourism outlooks. According to the World Tourism Organization, international tourist arrivals grew 6 percent in 2018, faster than overall economic growth. The World Travel and Tourism Council expects an additional 700 million international tourist arrivals in 2029 over 2018 totals. This will fuel a direct tourism and travel contribution to global GDP growing at 3.6 percent per year in real terms over the next 10 years.
The regulatory environment, infrastructure and technological developments have a highly influential role to play in shaping the future of air travel. This includes new and expanded airports, reduced market regulation (market liberalization) and environmental regulations.
Year-over-year traffic growth averaged 6.7 percent during the past five years as measured in Revenue Passenger Kilometers (RPKs). This growth is well above the long-term average of 5 percent. Low air fares, higher living standards with a growing middle class in large emerging markets, the growth of tourism and travel relative to total consumer spending in major economies, and new airline business models are all driving this strength in air travel growth.
The aviation industry has committed to a global carbon offset program known as CORSIA (Carbon Offsetting and Reduction Scheme for International Aviation). From 2019 onwards, commercial airlines flying international routes are required to report their CO2 emissions. With carbon offsets in place for emissions growth above the international aviation 2020 baseline, this program will incentivize a significant reduction in the growth rate of net CO2 emissions from commercial aviation.
The International Air Transport Association (IATA) compiles the expenses of International Civil Aviation Organization (ICAO) member airlines, which totalled $854 billion in 2018. Airline operating expenses include all activities designed to attract customers and to deliver passengers and cargo to their destinations. Embedded in these activities is a set of support services necessary to operate fleets effectively.
National Scenario 
India is the ninth-largest civil aviation market in the world and presently has a market size of USD 16 billion. The industry is poised to become the third-largest aviation market by 2020 and the largest by 2030. It is among the five fastest growing aviation markets globally, growing at over 20% year over year.
India is the largest economy in the region. Robust Indian real economic growth rates, which have averaged 7.5 percent over the past 5 years, are powering strong passenger growth. Higher income levels (GDP per capita) and an expanding middle class are boosting propensity travel in the region. During the next 20 years, India’s GDP growth is expected to average 5.6 percent, well above expected global annual GDP growth of 2.7 percent.
The Indian aviation market has been among the most dynamic in the world, with a 2018 growth rate of 11.2 percent. Indian domestic capacity growth led the market at 17.6 percent in 2018. While slower than domestic growth, international capacity grew above world average at 8.0% in 2018 as Indian airlines continued to grow their networks to other economies in South Asia and around the world.
Low cost carriers (LCCs) continue to lead in the Indian market. In 2018, LCCs held a 65 percent share of all domestic seats, and a 52 percent share of all capacity (ASKs) for both domestic and international flights. Since 2008, Indian LCCs have increased the number of domestic airports served by 89 percent and international airports served by 84 percent. Increased service levels are stimulating the market and supporting strong passenger travel growth. Competition on long-haul routes  to/from South Asia has been intense and is expected to remain so given the strong air travel demand in the region. Indian carriers have doubled the number of long-haul city-pairs served over the last decade as airlines focus on opening new long-haul markets and pursuing strategies to leverage passenger preference for point-to-point travel. Robust passenger growth is contributing to airport congestion challenges in India. As a result, there will be an increasing share of larger single-aisle airplanes delivered in the future to support airline growth needs.
In 2017, more than 158 million passengers flew on routes to, from and within India. This represents an increase of almost 15% over 2016 and is the third consecutive year of growth in the order of 15-20% per year.
The strong performance of air passenger demand growth in India has not been confined to just the past few years, however; the total number of air passengers has more than doubled over the past seven years, from a level of 79 million journeys undertaken in 2010. Indeed, utilising data from the World Bank and ICAO, which measures the number of passengers carried by airlines based in the particular country, we can see the growth of the Indian market in a longer-term perspective.  From flying just 16 million passengers 20 years ago, Indian airlines have seen their passenger volumes increase more than 8-fold in the period since. Along the way, India has overtaken a host of countries, including Germany and Japan, in the process.  Placed in this longer-term context, the relative performance of the air transport industry in India is stark.
The India domestic market is currently the fastest growing (measured in terms of revenue passenger kilometres). Over the year to June 2018, the India domestic market has grown by a very strong 17.6%, well above the industry-wide (domestic markets) pace of 7.9%.
October 2018 was the 50th consecutive month of double-digit growth in India domestic passenger volumes, surpassing the four-year milestone. In 2017, there were a total of 97.7 million domestic passenger journeys, up almost 15 million from 83 million in 2016.
Growth in the India domestic market has been faster than that of the total market. Following two lean years in 2012 and 2013 growth has recovered strongly.  
In both 2015 and 2016, India domestic RPKs grew by more than 20% and in 2017, although the pace of growth eased moderately, it still recorded a very strong 17.6% rate.
While such rapid growth cannot continue indefinitely, equally, there are no indications that the performance is likely to come to an abrupt end anytime soon.  Highlighting this point, and the magnitude of the potential growth in the India domestic market, the number of domestic journeys undertaken in 2017 represents just 7.3% of India’s total population.   The strong demand outcomes over recent years have been partly due to the stimulus of lower airfares.   In real (inflation-adjusted) terms, the average cost of an India domestic airfare has been trending lower for more than a decade.
India domestic passenger demand is also being driven in part by rapid expansion in the domestic air network. India domestic passenger demand is also being driven in part by rapid expansion in the domestic air network. Both of these factors ultimately translate into time savings for passengers and therefore have similar stimulatory impacts on demand as reductions in air fares.   
Indeed, in February 2018, it exceeded 90% for the first time ever, hitting an all-time high for the seven global domestic markets.
The evolution and maturity of India’s domestic air transport market can be illustrated by comparing the experiences around the time of 9/11 with that of late 2014.   
In the former, domestic capacity continued to increase even as demand slumped, while in late2014 Indian airlines slowed capacity growth to support the load factor even as demand was growing strongly.  
 In part, this appears to reflect the increasing influence of competitive (market) pressures over time via a mix of policy, regulatory and industry developments. 
Such forces have instilled a greater focus on airlines to achieve the load factor levels needed to generate adequate returns for their investors.  
Since 2014, in terms of RPKs flown India has overtaken Australia, Japan, Brazil, and Russia – all of the main domestic markets that we follow, with the exception of China.   
The India domestic market now accounts for around 1.5% of total industry-wide RPKs and is larger than all of the domestic markets that we follow, with the exception of China and the US.
India’s air transport industry’s global perspective can be summarized:-
· The Indian air transport sector has shown very strong growth in recent years – particularly on the domestic market segment. 
· In October 2018, the domestic India market recorded its 50th consecutive months of double-digit year on-year growth; an outstanding performance and one which is showing no signs of ending anytime soon.  
· The air transport market in India employs more than 400,000 people and supports another 940,000 more in the supply chain. Overall the industry contributes some US$35 billion annually to India’s GDP.   
· The fundamental drivers of air passenger demand – including population and demographics and increasing incomes – are favourable and supportive of on-going growth over the longer-term.
· Over the next 20 years IATA forecasts growth of 6.6% per year on average – the number of annual air passenger journeys is forecast to increase by more than 414 million over the period, moving to over570 million journeys in 2037.  
· The industry must continue to work constructively with its key stakeholders – including the government and policy-makers – to ensure that this sizeable increase in demand can be met and to realise the full benefits that the air transport industry can deliver to India.   
Kerala Scenario 
With four international airports, aviation industry in Kerala has emerged as one of the fastest growing in recent times.
With its large emigrant population, Kerala also has the busiest airports in India. A report of the International Air Transport Association (IATA) says about 41% of India’s direct international connectivity are to West Asia — much of it to super-connector hubs of the UAE and Qatar. The UAE leads the way, with almost 20%, followed by Saudi Arabia and the United States, each with just over 9% market share.
The Kochi airport, ranked seventh in the country, handled 1,01,72,839 passengers during 2017-18. The number of passengers handled by Thiruvananthapuram and Calicut was 43,93,469 and 31,39,432 respectively during the last financial year.
An analysis by the Directorate of Civil Aviation from April to November 2018 reveals the total domestic passenger traffic at Kochi was 32,32,804, Thiruvananthapuram 13,30,562, and Calicut 4,39,112. The corresponding figures last year were Kochi 29,86,117, Thiruvananthapuram 12,20,285, and Calicut 3,38,893.
Variations are also seen when international and domestic passengers are taken together. Kochi handled 64,87,257 passengers during April- November 2018, Thiruvananthapuram 30,62,065, and Calicut 22,34,388.
AIR KERALA’ as a Public Undertaking
The plan for the state-run airline Air Kerala is to raise Rs 200 crores through equity as initial capital. The State government, Cochin International Airport Limited (CIAL) and other public sector companies will together hold 26% of the shares of the company while the remaining 74% will be issued to individuals and private groups.
Kannur Scenario 
Kerala has become the first state in the country to have four international airports with the inauguration of the Kannur airport on Sunday.
Civil Aviation Minister Suresh Prabhu and Chief Minister Pinarayi Vijayan jointly flagged off the inaugural Air India Express flight, carrying 186 passengers to Abu Dhabi, at the airport near Mattannur  town in the morning.
With the commissioning of the airport, the state has become the first in the country to have four international airports, with Thiruvananthapuram, Kochi and Kozhikode being the other three.
The airport depicts not only cultural traditions of Malabar and Kannur, but also of Kodagu in neighbouring Karnataka. Virajpet in Kodagu is just only 58-km away from the airport, while district headquarters Madikeri is around 90-km away.
Mural paintings depicting the heritage of Malabar and Indian dance forms, including Theyyam of north Kerala, Kathakali and Yakshagana, the traditional theatre art form of Karnataka, are among the art works that vie for attention at the airport.
The new airport is spread over 2,330 acres of land with a runway length of 3,050 meters, and is expected to serve more than one million passengers annually to begin with.
The Kerala government owns 32.86 per stake in KIAL, while 22.54 per cent stake is held by state and Central Public Sector Undertakings.
Another 35.21 per cent holding rests with others, including qualified institutional buyers (QIBs), individuals, companies, while the remaining 9.39 per cent stake is with the Airports Authority of India.
The airport is located 30 km from the main town of Kannur and 3 km from Mattanur town of Kerala, which also happens to be the closest urban settlement to the airport.
The Kannur airport, built on a public-private partnership (PPP) mode, will become a new benchmark of how airports will be constructed in the country.
The integrated 95,000 sq m terminal building, which is the eighth largest in India, has been built with state-of-the-art facilities.
The airport will help the non-resident Keralites (NRKs), especially in the Gulf region, besides boosting tourism and exports, which will result in several job opportunities.
Challenges 
The study identified several factors that could impact the future growth of Indian aviation:
· Policy: Baseline growth rate of 6.1% annually is expected to result in a total market of 520 million Indian passengers in 2037. Globally, liberalization and policy stimulus could see India’s growth rate rise to 9.1%, taking the total market to nearly 900 million by 2037. Equally, protectionist and other negative policy impacts globally could hold India’s growth back to 4.9% and the total market would be 400 million in 2037.
· Ease of Doing Business: Over the last five years India has risen from 132 to 100 on the World Bank’s Ease of Doing Business survey. Continued improvement in this area will be critical to sustainable growth of aviation.
· Travel and Tourism Competitiveness: India has also risen from 52nd place (2015) to 40th (2017) place in the 2017 World Economic Forum’s Travel and Tourism Competitiveness Index. Improvements in visa policies, infrastructure and preservation of monuments have assisted this rise. Continuous improvements in these areas as well as in human resources development, airport infrastructure density, and tourism infrastructure are among the areas that could further enhance India’s competitiveness.
· High operational costs
· High cost of aviation turbine fuel
· High service tax and other charges
· Shortage of maintenance facilities
· High foreign exchange rate
· Competition from foreign airlines
· Congestion at airports
· Lack of qualified pilots and technical manpower ect.




3.2 KIAL- A PROFILE
About 
KANNUR INTERNATIONAL AIRPORT LIMITED COMPANY, is an entity incorporated on 03 December 2009 under Ministry of Corporate Affairs (MCA). KANNUR INTERNATIONAL AIRPORT LIMITED COMPANY is also an entity listed under Class as a Public organization having Registration Number for the Company or Limited Liability Partnership as 25103.
Kannur International Airport (IATA: CNN, ICAO: VOKN) is an international airport serving the district of Kannur, one of the northern districts in the state of Kerala, India. The airport spreads about 2,300 acres (930 ha). It is located 28 km east of Kannur, near the municipality of Mattannur. It is owned and operated by Kannur International Airport Limited (KIAL), a public–private consortium. The airport opened for commercial operations on 9 December 2018.
The Kannur airport is expected to serve more than one million passengers annually and authorities estimate the number will increase five-fold by 2025.The first aircraft to land was an IAF (Indian Air Force) aircraft that landed at the airport on 29 February 2016.The first trial passenger flight operation conducted on 20 September 2018 using a Boeing 737-800 aircraft from Air India Express. On the inaugural day, 9 December 2018, an Air India Express flight IX 715 (Boeing 737-800) took off to Abu Dhabi at 10:13 (IST), becoming the first commercial passenger aircraft to depart from Kannur International Airport. The Airport was inaugurated by Chief Minister of Kerala, Pinarayi Vijayan in the presence of Minister of Civil Aviation, Suresh Prabhu.
Kannur International Airport Ltd is an Unlisted Public Company promoted by Government of Kerala, to build and operate the airport on international standards, primarily to cater to the travelling needs of the large NRI population in the region who travel frequently to various international destinations, the flourishing business community and tourists. The area is of immense tourist potential and attracts both domestic and international tourists.
Kannur International Airport was commissioned on 9 December 2018, and it is the 4th international airport in Kerala, the only State in the country to have 4 international airports. As per the Information Memorandum prepared by SBI CAPS, the airport is expected to have an approximate annual traffic of 1.65 million international and 0.16 million domestic passengers in FY 2018-19.
Features of Kannur International Airport
· Airport spread across approx. 2300 acres of land
· 97,000 sq.m. integrated passenger terminal building with LEED Gold rating
· Green building concept adopted in design of the building.
· 1.05 lakh sq.ft. international air cargo complex under construction
· 45m wide runway of length 3,050m which will be extended to 4,000m in the near future
· Equipped to operate Code-E aircraft, including the Boeing 777-300ER
· Apron to park up to 20 Code-C aircraft
· World-class navigational aids like ILS to guide aircraft. CAT-1 approach lighting system is also planned.
· 6 Aero bridges, Category 9 fire safety, Standard 3 in-line X-ray machines
· 4 state-of-the-art Panther 6x6 ARFF vehicles
· 24 Check-in counters expandable up to 48, self-baggage drop counters and self-check in machines
· Immigration counters – 32, 16 for Arrival and 16 for Departure
· 16 Customs counters
· 16 escalators and 17 elevators
· Passenger Amenities - food courts, ATMs etc.
· Full-length parallel Taxiway
Evolution 
Kannur had an airstrip utilized for business avionics as right on time as 1935 when TATA carriers worked week after week flights among Bombay and Trivandrum — halting at Goa and Cannanore. The administrator began administration to Kerala on 29 October 1935. The long-standing interest for an air terminal was just conceptualized in 1997, when C. M. Ibrahim the then association pastor of common avionics, supported the proposition for an air terminal in the area. The tremendous degree of land at Moorkhanparamba close Mattannur was distinguished for the venture a couple of months after the fact following a rushed quest for land for building up the proposed air terminal. The proper beginning of development exercises at the venture site on 17 December at a capacity went to by Civil Aviation Minister Praful Patel and Chief Minister E. K. Nayanar. Despite the fact that the State government concurred endorse for the Kannur universal air terminal venture in January 1998 and named Kerala Industrial Infrastructure Development Corporation (KINFRA) as the nodal organization for its usage, it needed to sit tight for 10 years till it was at long last affirmed by the Central government in January 2008. During the period, a private organization delegated by Kerala Industrial Infrastructure Development Corporation (KINFRA) to consider techno-monetary attainability report presented its report. The previous site proposed at Madayipara was dropped inferable from biological concerns. Two tremendous levels close Mattannur were distinguished for the air terminal, in particular Moorkhanparamb and Velliyamparamb, with around 1300 sections of land and 800 sections of land of land to be procured from each individually.
After a drawn out pause, the air terminal got on a fundamental level endorsement from the Ministry of Civil Aviation and Union bureau in January 2008. Land obtaining started in December 2008 in the wake of giving warnings and fixing remuneration. The open organization Kannur International Airport Limited (KIAL), under the PPP model, was enlisted in October 2009. The establishment stone for the air terminal was laid on 17 December 2010 by then-Chief Minister V. S. Achuthanandan. In 26 November 2013, KIAL and Larsen and Toubro Ltd are booked to sign an agreement on development work at the air terminal. In January 2014, The Kerala State Government Minister for Excise and Ports reported the Kerala State Government and AAI plan to sign a MoU on the value structure of Kannur International Airport Limited.
Development work of the air terminal was introduced by Defense Minister and senior Congress pioneer A. K. Antony on February 2, 2014. In 29 February 2016, The principal preliminary flight was landed and Chief Minister Oommen Chandy Flag off for the initiation of Runway.
Kannur International Airport started activities on 9 December 2018. The main business airplane to work out of the air terminal was Air India Express IX 715 (Boeing 737-800) to Abu Dhabi, which took off at 10:13 (IST) around the same time. The flight was together hailed off by the Chief Minister of Kerala, Pinarayi Vijayan and Union Minister for Civil Aviation, Suresh Prabhu.
Objectives
· To provide an international gateway to the North Malabar region with state-of-the art facilities to support safe, efficient and cost-effective travel for foreign tourists and ‘non-resident’ Indians from Kerala, as well as domestic passengers.
· To act as an air cargo hub for the Malabar region.
· To provide a host of commercial, trade promotion and industrial activities that can generate employment opportunities, provide avenues for trade in traditional products to affluent markets in the Gulf and Europe, and open new vistas in the field of IT & ICT.
· To promote beach, pilgrimage and health tourism.
· To transform the North Malabar region into a highly developed growth centre for travel, tourism and industries.
Management
Kannur global air terminal is the second greenfield air terminal to be based on an open private organization (PPP) stage in Kerala. The air terminal is overseen by Kannur International Airport Ltd.(KIAL), an open organization. Previous Air India boss V.Thulasidas IAS is the current Managing Director of KIAL. Pinarayi Vijayan, boss clergyman of Kerala, holds the post of executive. The rule financial specialist in KIAL, the Government of Kerala, possesses 32.86% of the organization's offers. Different investors are: 22.54% by State and Central Public Sector Undertakings, 9.39% via Airports Authority of India, 35.21% by others, including QIBs, Individuals, Companies, Cooperative, Banks/Societies, and other lawful elements as affirmed by the Board of Directors every once in a while.
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TABLE NO. 4.1
AGE-WISE CLASSIFICATION 
	PARTICULARS
	NO. OF RESPONDENTS
	PERCENTAGE

	21 to 30 years
	27
	54

	31 to 40 years
	17
	34

	41 to 50 years
	6
	12

	TOTAL
	50
	100


          Source: primary data
CHART NO. 4.1
AGE-WISE CLASSIFICATION 

	   Source: primary data
Interpretation 
From the above table and chart, it can be understood that 54% of the respondents are in the age group of 21 to 30 years, 34% of the respondents are in the age group of 31 to 40 years, and remaining 12% are in the age group of 41 to 50 years. Hence, it can be inferred that majority of the employees working at KIAL belong to the age group of 20-30 years.

TABLE NO.4.2
GENDER-WISE CLASSIFICATION 
	PARTICULARS
	NO. OF RESPONDENTS 
	PERCENTAGE 

	Male 
	14
	28

	Female
	36
	72

	TOTAL
	50
	100


          Source: primary data
CHART NO.4.2
GENDER-WISE CLASSIFICATION 

          Source: primary data
Interpretation:
The above table and chart shows that 72% of the respondents are female, and rest 36% of the respondents are male. Hence, it can be inferred that majority of the employees at KIAL are female.

TABLE NO.4.3 
EDUCATIONAL QUALIFICATION 
	PARTICULARS
	NO. OF RESPONDENTS 
	PERCENTAGE 

	MASTERS
	18
	36

	DEGREE
	25
	50

	DIPLOMA
	4
	4

	PRE DEGREE
	3
	3

	TOTAL
	50
	100


        Source: primary data          
CHART NO.4.3 
EDUCATIONAL QUALIFICATION 

  	Source: primary data
Interpretation: 
From the above table and chart, it is clear that 50% of the respondents hold a bachelor’s degree, 36% of the respondents hold a master’s degree, and the rest have graduated diploma and pre-degree with 4% and 3 % respectively. Hence, it can be inferred that majority of the employees working at KIAL are graduate.
TABLE NO.4.4
NEED COMPUTER TO WORK 
	PARTICULARS
	NO. OF RESPONDENTS 
	PERCENTAGE 

	YES
	40
	80

	NO
	10
	20

	TOTAL
	50
	100


          Source: primary data
CHART NO. 4.4
NEED COMPUTER TO WORK


Interpretation:
The above chart it can be understood that 80% of the respondents require computer and uses software to carry out their routine work tasks while only 20% of them do not require the same. Hence, it can be inferred that majority of the employees working at KIAL require computer at work.

TABLE NO.4.5
EMPLOYEE HAVING ENVIRONMENTAL AWARENESS 
	PARTICULARS
	NO. OF RESPONDENTS 
	PERCENTAGE 

	YES
	25
	50

	NO
	25
	50

	TOTAL
	50
	100


          Source: primary data
CHART NO.4.5
EMPLOYEE HAVING ENVIRONMENTAL AWARENESS 

Interpretation:
From the graph , it is understood that 50% of the respondents have an opinion that the organisation recruits employees who are concerned about the environmental factors while the remaining 50% does not agrees to the statement.  Hence, it can be inferred that the recruitment of employees working at KIAL consider their awareness towards environment.		


TABLE NO.4.6
ELECTRONIC DOCUMENTATION OF FILES
	PARTICULARS
	NO. OF RESPONDENTS 
	PERCENTAGE 

	YES
	39
	78

	NO
	11
	22

	TOTAL
	50
	100


          Source: primary data
CHART NO.4.6
ELECTRONIC DOCUMENTATION OF FILES

Interpretation:
The above pie chart illustrates that 78% of the respondents maintains files and documents of their activities in electronic format while 22% of them still keep hard copy files. Hence, it can be inferred that majority of the employees working at KIAL maintains electronic documentation of files.



TABLE NO.4.7
IMPLEMENTATION OF REWARD SYSTEM TO DEVELOP ECO-FRIENDLY ORGANIZATION
	PARTICULARS
	NO. OF RESPONDENTS 
	PERCENTAGE 

	YES
	21
	42

	NO
	29
	58

	TOTAL
	50
	100


            Source: primary data
CHART NO.4.7
IMPLEMENTATION OF REWARD SYSTEM TO DEVELOP ECO-FRIENDLY ORGANIZATION

Interpretation:
From the above graph it can be interpreted that 58% of the respondents agrees to that no reward system was implemented to develop eco-friendly organisation, while 42% of them agrees that their activities were appreciated. Hence, it can be inferred that majority of the employees working at KIAL agrees to that no reward system was implemented to develop eco-friendly organisation.
TABLE NO.4.8
INITIATIVE TAKEN TO ORGANIZE TRAINING PROGRAM TO INCREASE THE AWARENESS
	PARTICULARS
	NO. OF RESPONDENTS 
	PERCENTAGE 

	YES
	22
	44

	NO
	28
	56

	TOTAL
	50
	100


          Source: primary data
CHART NO.4.8
INITIATIVE TAKEN TO ORGANIZE TRAINING PROGRAM TO INCREASE THE AWARENESS

Interpretation:
The bar graph shows 56% of the respondents stated that no initiative was taken by the organization to organize training program to increase the awareness, and 44% of them responded positively. Hence, it can be inferred that majority of the employees working at KIAL disagreed that the organisation initiated to organize training program to increase the awareness of GHRM.
TABLE NO.4.9
ACCURACY OF INFORMATION
	PARTICULARS
	NO. OF RESPONDENTS 
	PERCENTAGE 

	STRONGLY AGREE
	10
	20

	AGREE
	31
	62

	NEUTRAL 
	8
	16

	DISAGREE
	1
	2

	STRONGLY DISAGREE 
	0
	0

	TOTAL
	50
	100


           Source: primary data
CHART NO.4.9
ACCURACY OF INFORMATION

Interpretation:
From the pie chart it is understood that 62% of the respondents agrees that the use of information system in the organisation provides more accurate information, 20% of the respondents strongly agrees to the statement, 16% have a neutral opinion, and only 2% disagrees to it. Hence, it can be inferred that majority of the employees working at KIAL agree that the use of information system in the organisation provides more accurate information.
TABLE NO.4.10
UP-TO-DATE INFORMATION
	PARTICULARS
	NO. OF RESPONDENTS 
	PERCENTAGE 

	STRONGLY AGREE
	12
	24

	AGREE
	28
	56

	NEUTRAL 
	10
	20

	DISAGREE
	0
	0

	STRONGLY DISAGREE 
	0
	0

	TOTAL
	50
	100


          Source: primary data
CHART NO.4.10
UP-TO-DATE INFORMATION

Interpretation:
The chart represents 24% of the respondents strongly agrees that the information they send and receive are updated, 56% agrees to the statement while only a 20% of them have a neutral opinion. No respondent have disagreed to the statement. Hence, it can be inferred that majority of the employees working at KIAL get up to date information.

TABLE NO.4.11
ELIMINATION OF WORK DUPLICATION
	PARTICULARS
	NO. OF RESPONDENTS 
	PERCENTAGE 

	STRONGLY AGREE
	16
	32

	AGREE
	18
	36

	NEUTRAL 
	14
	28

	DISAGREE
	2
	4

	STRONGLY DISAGREE 
	0
	0

	TOTAL
	50
	100


         Source: primary data 
CHART NO.4.11
ELIMINATION OF WORK DUPLICATION

Interpretation:
From the graph it is understood that 36% of the respondents agrees that information system enabled them to eliminate work duplication, 32% strongly agrees to it, 28% have a neutral opinion and only a 2% disagrees to the statement. Hence, it can be inferred that majority of the employees working at KIAL agrees that information system enabled them to eliminate work duplication.

TABLE NO.4.12
WORK SIMPLIFICATION
	PARTICULARS
	NO. OF RESPONDENTS 
	PERCENTAGE 

	STRONGLY AGREE
	16
	28

	AGREE
	22
	44

	NEUTRAL 
	10
	20

	DISAGREE
	2
	4

	STRONGLY DISAGREE 
	0
	0

	TOTAL
	50
	100


          Source: primary data
CHART NO.4.12
WORK SIMPLIFICATION

Interpretation:
The pie chart shows that 46% of the respondents agree that their work load is simplified with the use of information system, 29% have a strong opinion, 10% have a neutral opinion and only 2% of them disagree to the statement. Hence, it can be inferred that majority of the employees working at KIAL agree that their work load is simplified with the use of information system.
TABLE NO.4.13
AUTOMATION OF ADMINISTRATIVE TASKS
	PARTICULARS
	NO. OF RESPONDENTS 
	PERCENTAGE 

	STRONGLY AGREE
	18
	36

	AGREE
	19
	38

	NEUTRAL 
	11
	22

	DISAGREE
	2
	4

	STRONGLY DISAGREE 
	0
	0

	TOTAL
	50
	100


           Source: primary data
CHART NO.4.13
AUTOMATION OF ADMINISTRATIVE TASKS

Interpretation:
Form the graph it is understood that 38% of the respondents agrees and 36% of them strongly agrees that information system in the organisation have improved the effectiveness of  HR department by automating administration tasks, 22% having a neutral opinion and 4% disagrees to the statement. Hence, it can be inferred that majority of the employees working at KIAL agrees that information system in the organisation have improved the effectiveness of  HR department by automating administration tasks.
TABLE NO.4.14 
EMPLOYEE-TO-JOB MATCH
	PARTICULARS
	NO. OF RESPONDENTS 
	PERCENTAGE 

	STRONGLY AGREE
	14
	28

	AGREE
	13
	26

	NEUTRAL 
	19
	38

	DISAGREE
	3
	6

	STRONGLY DISAGREE 
	1
	2

	TOTAL
	50
	100


            Source: primary data
CHART NO.4.14
EMPLOYEE-TO-JOB MATCH

Interpretation:
The pie chart illustrates that 38% of the employees have a neutral opinion that the organisation retains employees by good employee-to-job matching, 14% and 13% of the respondents have marked ‘strongly agree’ and ‘agree’ to the statement respectively. 3% of them disagree and only 1% strongly disagrees. Hence, it can be inferred that majority of the employees working at KIAL have a neutral opinion that the organisation retains employees by good employee-to-job matching.
TABLE NO.4.15
CO-ORDINATION AMONG DEPARTMENTS
	PARTICULARS
	NO. OF RESPONDENTS 
	PERCENTAGE 

	STRONGLY AGREE
	21
	42

	AGREE
	19
	38

	NEUTRAL 
	10
	20

	DISAGREE
	0
	0

	STRONGLY DISAGREE 
	0
	0

	TOTAL
	50
	100


           Source: primary data
CHART NO.4.15
CO-ORDINATION AMONG DEPARTMENTS

Interpretation:
From the above chart it can be understood that 42% of the respondents strongly agrees that better co-ordination among the different functional areas in the organisation is made easier with an effective information system, 38% of the respondents agrees to the statement. Only 20% of them have a neutral opinion. Hence, it can be inferred that majority of the employees working at KIAL agrees that better co-ordination among the different functional areas in the organisation is made easier with an effective information system.

5.1 FINDINGS
· From the study, it can be inferred that majority of the employees working at KIAL belong to the age group of 20-30 years.
· It is understood that majority of the employees at KIAL are female.
· The study showed that majority of the employees working at KIAL is graduated.
· Majority of the employees working at KIAL require computer at work.
· It is understood that the recruitment of employees working at KIAL consider their awareness towards environment.
· The study shows that majority of the employees working at KIAL maintains electronic documentation of files.
· Majority of the employees working at KIAL agrees to that no reward system was implemented to develop eco-friendly organisation.
· It is clear that majority of the employees working at KIAL disagreed that the organisation initiated to organize training program to increase the awareness of GHRM.
· Majority of the employees working at KIAL agree that the use of information system in the organisation provides more accurate information.
· It is understood that majority of the employees working at KIAL get up to date information.
· It was learned that majority of the employees working at KIAL agrees that information system enabled them to eliminate work duplication.
· Majority of the employees working at KIAL agree that their work load is simplified with the use of information system.
· It can be inferred that majority of the employees working at KIAL agrees that information system in the organisation have improved the effectiveness of HR department by automating administration tasks.
· The study showed that majority of the employees working at KIAL have a neutral opinion that the organisation retains employees by good employee-to-job matching.
· The study showed that majority of the employees working at KIAL agrees that better co-ordination among the different functional areas in the organisation is made easier with an effective information system.





























5.2 SUGGESTIONS
Adoption of the following suggestions would enable KIAL in incorporating a better greener management:
·  A good reward system could be implemented to develop eco-friendly organisation.
· Eliminating excess use of paper
· Conducting computerized training for better  understanding of green policies 
· Practicing performance management by installing corporate-wide environmental performance standards, and Green information systems/audits to gain useful data on environmental performance.
· It is suggested that if green rewards and compensation system are aligned to the process of HRM, then a green culture in organizations can be encouraged.
· Employee compensation programs can be modified to give bonuses based in part on the employee’s appraisal ratings on the behavioural and technical competencies.









5.3 CONCLUSION
GHRM is a manifesto which helps to create green workforce that can understand and appreciate green culture in an organization. Such green initiative can maintain its green objectives all throughout the HRM process of recruiting, hiring and training, compensating, developing, and advancing the firm’s human capital.
The study was conducted on the aspect of GHRM with its evaluation with HRIS at KIAL.
From the analysis it was found that with the effective use of information system in the organisation, employees are provided with more accurate information, better tracking of employee information, elimination of work duplication, simplification of work load, automation of administration tasks and better decisions making.
Recruitment, training, employee motivation, and rewards are important human dimensions which contribute to the improvement in employee implementation of green management principles.
Green training and development educate employees about the value of EM, train them in working methods that conserve energy, reduce waste, diffuse environmental awareness within the organization, and provide opportunity to engage employees in environmental problem-solving.
Though the green movement and Green HR at KIAL are still in the stages of infancy, growing awareness within organizations of the significance of green issues have compelled them to embrace environment-friendly HR practices with a specific focus on waste management, recycling, reducing the carbon footprint, and using green products.
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QUESTIONNAIRE 
Section A
Name:
Age:
Designation:
Department:
Gender:   
Educational qualification:  
    Master’s            Degree              Diploma             Pre-Degree 
Section B
Choose Yes / No for the following 
1.Do u require computer hardware and software to carry out your routine tasks at work?
              Yes                                             No                                   
  3. Does the organization recruit employee who has environmental awareness?
   Yes                                         No
4. Does your organisation maintain electronic documentation of files?
             Yes                                            No 
6. Have your organisation implemented reward system to develop eco-friendly organization?
                 Yes                                                No
7. Is there any initiative taken by your organization to organize training program to increase the awareness?
                    Yes                                                No








Tick the appropriate option: 
Rate on how the use of information system in your organisation helps in carrying out the routine functions. 
	Sl. No 
	Particulars 
	STRONGLY AGREE
	AGREE
	NEUTRAL
	DISAGREE
	STRONGLY DISAGREE

	8
	More accurate information
	
	
	
	
	

	9
	More up-to-date information
	
	
	
	
	

	11
	Work duplication is eliminated
	
	
	
	
	

	12
	Simplify work process
	
	
	
	
	

	13
	Improves effectiveness of HR department by automating admin tasks
	
	
	
	
	

	14
	Org retains employees by  good employee-to-job matching
	
	
	
	
	

	


15
	Better co-ordination among the different functional areas in the org
	
	
	
	
	



[bookmark: _GoBack]
percentage	4
3
18	25	4	3	masters	degree	diploma	predegree	36	50	8	6	Column1	YES	NO	40	10	PERCENTAGE	YES	NO	80	20	percentage	50%
50%
25	25	yes 	no	50	50	percentage	yes 	no	78	22	percentage	42%
58%
yes	no	42	58	percentage	44%
56%
yes	no	44	56	PERCENTAGE	STRONGLY AGREE 	AGREE	NEUTRAL	DISAGREE	STRONLGY DISAGREE	20	62	16	2	0	PERCENTAGE	24%
56%
20%
STRONGLY AGREE	AGREE	NEUTRAL 	DISAGREE	STRONGLY DISAGREE	24	56	20	0	0	PERCENTAGE	32%
36%
28%
4%
STRONGLY AGREE	AGREE	NEUTRAL 	DISAGREE	STRONGLY DISAGREE	32	36	28	4	0	PERCENTAGE	STRONGLY AGREE	AGREE	NEUTRAL 	DISAGREE	STRONGLY DISAGREE	28	44	20	4	0	PERCENTAGE	36%
38%
22%
4%
STRONGLY AGREE	AGREE	NEUTRAL 	DISAGREE	STRONGLY DISAGREE	36	38	22	4	0	PERCENTAGE	28%
26%
38%
6%
2%
STRONGLY AGREE	AGREE	NEUTRAL 	DISAGREE	STRONGLY DISAGREE	28	26	38	6	2	PERCENTAGE	42%
38%
20%
STRONGLY AGREE	AGREE	NEUTRAL 	DISAGREE	STRONGLY DISAGREE	42	38	20	0	0	Series 1	
21 to 30 years	31 to 40 years	41 to 50 years	54	34	12	


Series 1	
Male 	Female	28	72	


46

