Research on Humanities and Social Sciences www.iiste.org
ISSN 2224-5766(Paper) ISSN 2225-0484(0Online) gLy
Vol.1, No.3, 2011 nstE

Organizational Technology Management by Human ware as
important technology factor

Nasser Fegh-hi Farahmand (Corresponding author)
Department of Industrial Management, Tabriz Brarslamic Azad University, Tabriz, Iran
PO box 6155, Tabriz, Iran
Tel: +98-411-3300727 E-mail: farahmand@iaut.ac.ir
Abstract

Organizations can adopt various technological huware practices to enhance employee satisfactioa. T
form and structure of an organization's technolalgitiman ware can affect employee motivation leirels
several ways. A discussion about a review on tddgial human ware in workplace has received
relatively little attention from organizational tewlogic researchers. The first of the themes to be
addressed concerns the relationship between ematidnrationality. There has been a longstanding
bifurcation between the two with emotions labelegegjorative terms and devalued in matters conagrni
the workplace. The form and structure of an orgation's human resources system can affect employee
motivation levels in several ways. Organizationsn cadopt various technological human ware
empowerment practices to enhance employee sai®facthis paper considers the human ware as
important technology factor. The strategic impoctiof workers is discussed and their interactienam
asset, with other important organization assets. bdsic methodologies for workers are then expthare
their limitations are considered. The technologiealolution moves recording and analysis activitieet
were traditionally professional performance lindsactivities focused to high operational contenheT
scientific and technological progress, growth ameérinationalization of markets, processors are ggees

in which the accounting profession plays a leadolg of human ware as important technology factor.

Keywords: technology management, technological human wackntdogy factor

1. Introduction

Recognizing the importance of technological humamnean achieving flexibility in an international roext
expands the types of research questions relatdtietaole of technological human ware functions in
organizational performance, such as selection ahdm resources, training, and compensation and
performance appraisal. Continuous training, emplayrsecurity, performance appraisal and alternative
compensation systems can motivate skilled emploteesgage in effective discretionary decision mgki
and behavior in response to a variety of envirortalamontingencies.

A discussion about a review on technological humame in workplace has received relatively little
attention from organizational behavior research€hre first of the themes to be addressed concémns t
relationship between emotion and rationality. Thieas been a longstanding bifurcation between tloe tw
with emotions labeled in pejorative terms and de®dlin matters concerning the workplace.

The next theme explored centers around the theatgirounding of emotion. Emotion is often desalibe
either in psychological terms as an individualizetkapersonal response to some stimulus, or byrast)

a socially constituted phenomenon, depending uperdisciplinary perspective one adopts. This stualy
reviewed how organizations, as powerful culturéngainstitutions, have applied normative expectaio
and established boundaries for the acceptable ssipre of emotion among human resources system
through tactics such as applicant screening andcti®h measures, employee training, off-the-job
socialization opportunities, organizational rewaadsl the creation of rituals, ideologies and o#ly@nbols

for indoctrinating the newly hired into the cultuw&the organization. There is no doubt that cardirsly
such as brands, patents and workers lists mak&tsod $ense rather than placing these organizatitical
assets in the accounting black hole known as gdbdwi

2. Technological human ware
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The analysis of the technological human ware ofptfedession is conclusive to justify changes innirey
programs. Of all the professions, the organizatiole@hnology management is one of the most
internationalized. The curricular reform of thericula of public accounting have had a life toogamgous
because they are only temporary and pragmatic negpo adjust the programs to the needs of thebssi
environment and the demands dominant dogmatic aoilagernational accounting regulation changes.

In the international arena and global, there isdely accepted framework to guide a global orgaiopal
technology management curriculum, consisting ofesements:

- Organizational technology management knowledgkegemeral skills,

- Organizational technology management detailedauum for technical,

- Organizational technology management professiexaminations,

- Organizational technology management practicpéegrnce,

- Organizational technology management continuirtggssional education,
- Organizational technology management outlinesfioation.

The advancement of distance education models alideors irreversible if it is to take advantage of
information technology and communication, yet thisrecant information and no evaluation indicafors
organizational technology control of tenders diseaprograms.

With regard to the existing supply in the marketdocounting professionals organizational technploan

find different levels of technology management g@nofessional development by taking into account the
programs and curricula in the various institutiafihigher education. Capturing the wrong technalabi
human ware information, unclear goals, inappropresiection and use of technology, inability tegrate
workers and processes and use of misleading metriceproper measurement approaches are the major
barriers in implementing and managing human empameat projects systems that seek to identify
individuals with the ability to learn and adapt iew situations and markets can provide a firm with
competitive advantage. Technological human wareosvepment of organizational workers is defined as a
complex feeling state accompanied by physiologazalisal and overt behaviors. These words in essence
imply motion.

Human empowerment is typically functional becauseotivated person moves himself towards some goal.
But, human empowerment of organizational workegwiimarily expressive because an emotional person i
moved. Human empowerment of organizational workarsbe motivating to the extent that human activity
towards certain goal is influenced and sustainefitblngs.

Whenever, try is to attain happiness or get rid aoiger, irritation, etc. human empowerment of
organizational workers plays significantly a motagrole. To the human empowerment of organizationa
workers aroused person, the most distinct aspe@nadtion is the feeling component. For instance, a
organizational worker becomes upset after evergldesm his superior. This feeling cannot precisedy
described. Perhaps, he may overcome this fear\slai@ing another strong feeling that comforts hirhe
physiological component of human empowerment ofawizational workers includes excitatory and
inhibitory reactions that occur through arousalhaf sympathetic nervous system. The sympathetioner
system accelerates the heart, dilates the pupilss gise to adrenalin and controls the secretfogastric
juices. The individual becomes ready to fight aytt or affiliate.

The more we understand people and their total enmient, the more their needs are likely to be met.
When we talk about valuing workers relationshipg, $cope of definition is expansive. On the onalhdn

is simply the value that workers generate for ttganization. On the other hand, it is purely thlugeaof

the relationship. Neither definition is more cotrétan the other; however, the purpose and appréach
valuing each are different.

A positive experience throughout the workers cystwuld foster trust and develop loyalty, therefore
allowing an organization to generate more revepudéess incremental expenditure. For example:

1) Happy existing workers are more willing to opiEna or services and try new operation or service
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2) Making empower workers aware of operation areldbst of operation existing workers can be lower
and, operation predicted.

This wide range of technological human ware prograof public accountant also has different
characteristics competitive results when considerthe transfer of knowledge, skills and values,
development of professional practices, awarenes®ahl responsibility performance in the enviromine
The higher human ware as important technology fastonade up of public higher education instituson
and private, which offer a diversified curriculuneJevant and linked to economic and social needtef
region from the technical to the doctoral levelefidfore, it requires the development of a techriodg
human ware program with organizational technologymagement basis, technical, ethical and moral, with
capacity for research, analysis of human ware asitant technology factor issues in various orgation,
national and international levels and low univdysatcepted standards.

This is to technology management professionals $e economic and organizational technology
management information referring to the internalvities of organizations, management is develojped
them, and in general, to various types of bodi#mfaunder the operation of technological humarrenas
whole.

The comptroller has focused on the study of teagiohl human ware planning and control of resources
and verification operations in the organizatioratthieve the efficient use of the first and effestigss in
the latter, in order to achieve the objectives godls set therein. Costs as an area of organizdtion
technology management knowledge studies focusedegpses to identify, measure, collect, analyze and
interpret the cost elements associated with theymtion and marketing of goods and services with th
primary purpose of making decisions to achievedbjectives of organizational technology management
established in the organization by human ware asitant technology factor.

3. Technological human ware empower ment and devel opment

It is essential to meet the need of imparting ogtional technology management knowledge to geaera
technology management information that, in turvedo support both process management and leapershi
of organizations such as the requirements arisinghe specific historical context in which these
organizations are embedded. The human ware as tampaechnology factor is highly sought. It startexd

an intern before finishing his career, allowing ytm enter and have extensive experience in the
professional field and then organizational techgplonanagement have large amounts of development
within them. Contact with the client based on ardkigh understanding of organizational technology
management and technological human ware informatmables it to provide complete solutions and
expanded in a portfolio of professional services.

Organizational technology management techniquespaocedures applied in the identification, analysis
planning and cost control as a management tooladddess. Also, can function independently, progdin
their professional technological human ware.

The organizational technology management is an itapb factor in entrepreneurship and enterprise
development in general and technology managememaiticular, which enhances its importance and
commitment of the profession to society. It pronsaeprogram that encourages entrepreneurial gérerat
of ideas for creating new businesses, achievabterins of their own professional development gaals
order to contribute to solving social, economiclitmal, cultural. Entrepreneurship and developatiee
skills in technological human ware from the firgicle of training through contact with employers and
advisory services to small businesses. It is p#yfeble to form and run business, virtually no fam
activity that is dispensable resource use whichtinesnanaged and exploited in ways morally resyasi
for a professional in public accounting.

The challenges that will face the professional ngaoizational technology management of the new
millennium are large, uncertain and vague. Techyiold human wares are one of the most valuable
resources and organizations have to remain cornveetitlodern organizations might achieve this byngsi
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organic technological human ware empowerment anetldement that promote the development of a

human capital pool possessing a broad range df skild that are able to engage in a wide variety of
behavior. Technological human ware empowermentdawtlopment can be managed through conscious
practices. This definition comes from an inter agist approach, where, technological human ware
empowerment are expressed in and partially deteunlyy, the social environment. The technological

human ware empowerment consists of frequency @frantions, attentiveness, variety of technological

human ware empowerment required and dissonanchndkegical human ware empowerment dissonance
was discussed as a state where, in the emotiomessqa are discrepant from the human developmient fe

Job dissatisfaction and emotional exhaustion appqeed as outcomes of dissonance. This definitfon o
emotional labor includes the organizational exgemta for technological human ware in their inteti@ns
with customers. According to technological humanmevdevelopment regulation proposed the individual
can regulate emotions at two points. At the firsteivening point, an individual can engage in
antecedent-focused human development regulatiorrewhibe individual modifies the situation or the
perception of the situation in order to adjust honganpowerment. It is stated that different types of
antecedent-focused human development regulaticsitbgtion selection, situation modification, atient
deployment and cognitive change. As integratiothisbry discusses, people often choose the sitisaiion
which they act, including the situations that megate human development.

Technological human ware may choose their jobsfdruervice employees there may be little oppatyun
for situation selection beyond that as a methaggollate development.

To enact situation modification, an employee magose to leave the work floor if a certain customer
approaches, but this lack of availability is notalfly customer service and may result in adverse
consequences for the individual. With the lack gtians to choose or modify the situation, human
development regulation may take the form of the legge leaving the organization.

In short, technological human ware for developrmeay not have the breadth of situation modificatiwat

is available outside of a work role. An individualuld engage in response-focused development téegula

or response modulation. In this process, the pensgma tendency toward development and empowerment
response, but manipulates how he or she showsetha@bwerment response by directly influencing
physiological, experiential, or behavioral respoigdiRather than adjusting the situation or the gation

of the situation, the individual manipulates thepemerment expression of his or her reaction to the
situation. This could be done with exercise or drtigat induce the appropriate state.

An individual may also adjust the intensity of tbesplayed emotion, or fake the expression entirely.
Response-focused development and empowerment tieguleorresponds with the process of surface
acting. The job environment or a particular worleevmay induce an emotion response in the employee
and behaviors may follow that would be inapprogriatr the encounter.

Generally, individuals experience a physiologicates of arousal or empowerment and they then have
development tendency. The arousal state from emmiioforms them and gets them in a bodily state to
respond to the situation.

But in today's society, people learn to regulatg ttevelopment and empowerment tendency, so teat th
emotional reactions to other people don't resuligint or flight.

So, these action tendencies to respond to empowerpreducing stimuli are overridden by coping or
regulatory processes so that people do not actpiogpately in social settings. In order to shove th
appropriate emotion for a situation, sometimesviddials must inhibit or suppress feelings. Researth
deception has found that people are able to inkkitressions with only slight observable signshaf t
deception taking place. However, development angosyarment regulation for the social interaction may
tax the system.

Inhibiting feelings and empowerment expression Isweehavioral activity, but has actually been fotmd
increase autonomic nervous system activity. Thuss reasonable to predict that long-term inhilsitio
would be associated with overall heightened phgsgichl activity. This physiological activity, or titing
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up of emotions, taxes the body over time by ovekingr the cardiovascular and nervous systems and
weakening the immune development and empowermstgrsy

The chain of activities gives the products moreeaiddalue than the sum of added values of all diesvilt
may be reasonable to suggest that it is the worlgect or indirect relationship with each of these
activities that creates value for the organization.

Human empowerment and development as organizatsmpglort activities, organizations tend to be highl
decentralized and use informal means of coordinaia control.

The reasons have to do with human bounded rattgnBlounded rationality refers to the fact thatcgin
human's Empowerment and development have not tnitpacity, organizations can always find the
absolute optimal solution by it. As all activitieseate value from and contribute to the workerati@hship,

it follows that the value of the organization ahd value of the workers relationship could be abersd to
be the same. Expatriate managers are removed freradmfortable environment of their parental catur
and placed in a less familiar culture. The techgioll human ware chain is often criticized as sdat
framework that is only applicable to manufacturindustries and considers marketing in a silo rathan
encompassing the whole enterprise. A managemeattbgt works at home may fail to produce the @ekir
response abroad, or it may be even counterproauctiv

Technological human ware relationships appear tosibelar; there are enough subtle differences to
discount using brand value as a substitute forvidae of a workers relationship. In contrast, thare
operation drivers that cannot be attributed toldtend but can have a significant influence on tloekers
relationship with a organization. Many organizati@re becoming aware of the need to provide costinu
hands-on training rather than just pre-departuraramess training. In contrast to pre-departureaitrgj
post-arrival training gives global managers a cbhaiacevaluate their stressors after they have eneoed
them. Documentary and interpersonal training methoalve additive benefits in preparing managers for
intercultural technological human ware assignments.

4. Human ware asimportant technology factor

Particularly striking is the rapidity with which ganizational technology management is moving ahead.
Science is becoming increasingly inter- and mukeciplinary, and calls for multi-institutional andh
several cases, multi-country participation. Majeperimental facilities, even in several areas ofiba
research, require very large material, technolddicanan ware and intellectual resources. Orgarminati
technology management have become so closely wihed, and so reinforce each other that, to be
effective, any policy needs to view them togetfidre continuing revolutions in the field of infornat

and communication organizational technology managerhave had profound impact on the manner and
speed with which scientific information becomes immde, and scientific interactions take place.
Organizational technology management has unpretedieimpact on economic growth and social
development. Knowledge has become a source of etdonmight and power. This has led to increased
restrictions on sharing of knowledge, to new noohgtellectual property rights, and to global teagnd
technology control regimes.

Organizational technology management developmesdsyt also have deep ethical, legal and social
implications. There are deep concerns in sociebuaithese. The ongoing globalization and the irdgns
competitive environment have a significant impagttbe production and services sectors. Becausé of a
this, organizational technology management systamth be infused with new vitality if it is to play
decisive and beneficial role in advancing the welihg of all sections of our society. The nationtooies

to be technology management in its resolve to stigpohnology in all its facets. It recognizesdentral
role in raising the human ware as important teatgpyfactor, particularly of the disadvantaged sexgiof
society, in creating wealth for all, in making teclogy management globally competitive, in utilgin
natural resources in a sustainable manner, in giotethe environment and ensuring national segurit
Technology management is the linkage between reamaddemployee satisfaction. Technological human
ware systems are concerned with performance andrdswPerformance includes defining and evaluating
performance and providing employees with feedbaekhnological human ware studies in organizations
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have often focused on the control exerted by omgditins over human development by individuals over
emotions, or the effects of emotions on performance

The technological human ware empowerment and lshigerevealed a strong relationship between
superior performing leaders and technological humeare development competence, technology
management theorist's suggestions that the sociahan development and relational competency set
commonly referred to as emotional intelligence,aiglistinguishing factor in leadership performance.
Technological human ware empowerment is often desgr either in psychological terms as an
individualized, intrapersonal response to someutis) or, by contrast, a socially constituted pheeoon,
depending upon the disciplinary perspective ongydolrhe experiences of competition and domination
likewise produce emotions in male s such as elatvben they win and anger when their hegemonic
position in the hierarchical structure is challeshge

Organizational technology management actors qaiierrally draw upon their emotions to evaluaterthei
circumstances. This ensures that members will leiaways that are consistent with their self-iagts.
Hence, according to this perspective, technologlwatnan ware empowerment underwrites rational
decision making and enables employees to behaveays that are rational for them. The behaviors of
leaders and decision makers have been describedyabologically defensive reactions to unconscious
fears and anxieties and unresolved early life égpees.

Other defensive posture s adopted by leaders ponse to unrecognized and unconscious fear, aoger,
envy may include coalition building, influence tastor divide and conquer forms of control. A legsle
unconsciously empowered destructive impulses may lthe effect of undermining cooperation among
members and create a culture that perpetuatesyriaatli competition at a level that may be damaging
organizational goal attainment. Technological humeme empowerment to be sure, does not emerge in
isolation and they are not merely inner phenom&hay have objects and they occur within some cantex

For this reason, international organizations hawesierable discretion in the design of pay poticGad
the choices made have consequences for organiabfierformance.

Overall, from the point of view of performance m&@snent and strategic planning, the value and
definition of a organizational relationship withs itvorkers may not be particularly relevant. It isren
practical and beneficial to determine the valueegated per workers from the assets employed in the
organization to measure performance and plan #ofuture.

Organizations that are similar in terms of typegmiployees and jobs, product market, size, andhsoay
choose compensation system designs that differheir teffectiveness for attaining similar goals.
Performance appraisal is defined as the procesilesttifying, evaluating and developing the work
performance of the employee in the organizatiothab organizational goals and objectives are effelst
achieved while, at the same time, benefiting teldgical human ware in terms of recognition, reasiyvi
feedback, and offering career guidance. The teremfopnance assessment, performance evaluation and
performance management are also used to descebgrtlicess. Recognizing the changing context of the
organizational technology management, and to mesiept national needs in the new era of globatinati
technology management enunciates to ensure thatéssage of science reaches human ware as important
technology factor. Emerge as a progressive andlgeiied society, and make it possible for orgaiuizat
technology management to participate fully in thenlan ware as important technology factor developmen
of technology management and its application fonan welfare. Indeed, technology management will be
fully integrated with all spheres of national aitiv

5. Organizational empower ment by technological human ware

Organizational technology management is advancing eery fast pace, and obsolescence of physical
infrastructure, as also of skills and competenage tplace rapidly. Steps will be taken to netwdrk t
existing infrastructure, investments and intellattstrengths, wherever they exist, to achieve gffeand
optimal utilization, and constantly upgrade thenmteet changing needs. A major initiative to modagni
the infrastructure for organizational technologynagement and engineering in academic institutioils w
be undertaken.
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Organizational technology engineering and mediegladtments in academic institutions and univessitie
and colleges will be selected for special suppontaise the standard of teaching and research.e@ob
with, a significant number of academic institutipspecially the universities, as also engineerind a
medical institutions, would be selected for thipmort to make an impact. Flexible mechanisms for
induction of new faculty in key areas of organiaatil technology management would be developed.
Constancy of support and attention will be ensunazr at least a ten-year period.

Organizational empowerment appraisal as perhaps niwst central technological human ware
empowerment and development function is requireidgtfy a wide range of decisions such as selactio
compensation, promotions and training. Relationsfipuman empowerment and development exhausting
to work attitudes, job performance and organizai@itizenship behaviors is important.

Technological human ware empowerment and developedraustion has emerged as a central variable
for understanding the burnout process. The reasorikis are both empirical and conceptual. Empihic
some work has suggested that emotional exhauskibibitss somewhat stronger relationships than do the
other components to important outcome variablesid®s technological human ware empowerment traits
related to education and experience, which leadsitoessful business establishments and new vsritire
organization by human empowerment. The functiongeofinological human ware empowerment and id
can be considered to have a major impact on orgaoiml behavior.

By assuming individuals as pleasure seeking orgas)ist is argued that ego searches for pleasure
producing experiences in order to human empowermewés and this process gives birth to defensive,

intellectual-cognitive and executive technologichRbman ware empowerment and development.

Specifically, technological human ware empowernatt development can be examined as a part of the id
that adapts and adjusts to those conditions regidithe external world.

Additionally, technological human ware empowermantl development covers unconscious behaviors of
individuals who make sense of the world around thiemugh conscious awareness found in strengthening
of organization by human empowerment. From thisidytaint, strengthening of organization by human
empowerment is a mediator that links human ressusystem, human empowerment, organizational
workers and human empowerment and development.

The distinction between reproducer and innovatirgaoizations in a certain environment comes alive d
to the specific characteristics of individuals wlaasutines and competencies vary significantly ftbose
of existing organizations.

The relationship between technological human waesources system, human empowerment,
organizational workers, technological human warganwrerment and development could be associated
with strengthening of organization by technologitaman ware empowerment.

As defense mechanisms enable strengthening of iaegeom by technological human ware empowerment
to inhibit feelings of discontent, a tension betwekchnological human ware empowerment and
organizational workers occurs. The main argumente heemains that technological human ware
empowerment and organizational workers purpos® iacfjuire perfection under the circumstances the
individual faces, postulates those occasions wischn direct opposition. Capturing achievements and
perfection strengthens technological human wareogrepment and organizational workers and at the same
time, technological human ware empowerment crackg come into existence because of the weakening
role of technological human ware empowerment anegldpment. The meaning of technological human
ware empowerment and development and foundingrafva organization is closely related to each other.
As a result, the relation between technological &mware empowerment and organizational workers and
the environment becomes the fundamental issue toéeneurship through displaying characteristics o
the need for achievement which may be associattédtiaé harmony among these constructs.

Conceptually, argued that technological human wargowerment and development exhaustion best
captures the core meaning of burnout. In keepirb thiese empirical findings and conceptual framéaior

the authors explored the relationship of human ewepment and development exhaustion to important
work behaviors, attitudes and intentions. Recegids of technological human ware empowerment and
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development in organizations have received relgtividtle attention from organizational behavior
researchers.

The first of the themes to be addressed concemsdlationship between technological human ware
empowerment and development and rationality. Thesebeen a longstanding bifurcation between the two
with emotions labeled in pejorative terms and daedlin matters concerning the workplace.

The next theme explored centers around the theatefrounding of emotion. Technological human ware
empowerment and development is often describecereith psychological terms as an individualized,
intrapersonal response to some stimulus, or, byrasty a socially constituted phenomenon, depending
upon the disciplinary perspective one adopts. Impéstrategic planning on organizational perforecen
and survival reported.

Based on the findings from the study the followregommendations are made. Having discovered that
organizational performance and survival is a fuorctof strategic planning, organizations should etco
priority attention to the elements of strategiapwliag for technological human ware as:

- Technological human ware mission statement,

- Technological human ware future picture and visibthe organization,

- Technological human ware establish core values,

- Technological human ware organization’s rulesaiduct,

- Technological human ware set realistic goals,

- Technological human ware establishment of lomg tebjectives,

- Technological human ware development of actichstrategic plans,

- Technological human ware implementation and adegfollow-up.

- Technological human ware environmental factofscafstrategic planning intensity,

- Technological human ware environmental analysth the internal and external analysis,

The concept of human ware as important technolagtof discussed above for strategic purposes is ver
different from the accepted definitions appliedthgse involved in carrying out technical valuatidos
organizational technology management reportings&ifi@s organizational technology management into
workers related, marketing related, technology téased empower technological human ware. Fewer
technological human wares under individual incentplans while greater numbers of individuals work
under some type of group incentive system. A sulbisiabody of evidence has focused on the impact of
incentive compensation and performance managenysterss on group performance. For organizational
technology management, an intangible asset shaaltebognized as an asset apart from goodwill if it
arises from contractual or other legal rights. Mperal strategies differ significantly across orgations,
particular with regard to variables. Organizatidesd to make different decisions about contingency,
variability. In general organizations implementéntive compensation systems that provide rewards to
employees for meeting specific goals. An organirati technology management asset may also be
recognized only if it is separable, that it is dalpaof being sold, transferred, licensed, renteexmhanged.

The organizational technology management whiled&rge in absolute numbers, it is not commensurate
with the requirements in quality and when measwared per capita basis. The demand is bound todeere

in the coming years with more intensive activiti@golving organizational technology management.réhe

is need to progressively increase the rate of gdioer of high organizational technology management
skilled human resource at all levels. This prosessld naturally entail reversing the present floftalent
away from science, by initiating new and innovatbalhemes to attract and nurture young talent with a
aptitude for research, and by providing assurederappportunities in academia, industry, organireti
technology management or other sectors.

In order to encourage quality and productivity irganizational technology management, mobility of
scientists and technologists between industry, eroéd institutions and research laboratories will be
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ensured.

For building up the technological human ware baseelevant areas, the agencies and departments
concerned with science and technology will makeilabke substantial funding from their allocation.
Flexible mechanisms will be put in place in academud research institutions to enable researclers t
change fields and bring new inputs into traditiogiakiplines, and also to develop inter-disciplinareas.

There will be emphasis on a continuing processetfaining and re skill to keep pace with the rapid
advances taking place. Wherever considered negessennological human ware will be resorted toaso
to build up a skilled base rapidly. Technologicahtan ware constitutes almost half the populatiothef
organizational empowerment. They must be providapificantly greater opportunities for higher
organizational empowerment and skills that are edetb take up R&D as a career. For this, new
procedures, and flexibility in rules and regulaipwill be introduced to meet their special needs.

New organizational empowerment mechanisms woulih$téuted to facilitate the return of organizatibn
technology management, as also their networkingptaribute to technology management. It will atso
ensured that higher organizational empowermentvalable to the widest possible section of creative
technological human ware.

6. Organizational empower ment by technological human ware model

A strong base of organizational technology managenaed engineering research provides a crucial
foundation for a vibrant program of technology depenent. Priority will be placed on the developmeht
technologies which address the basic needs ofapelation.

Special emphasis will be placed on equity in dgwelent, so that the benefits of technological growth
reach the majority of the population, particulathe disadvantaged sections, leading to an improved
technological human ware for organizational empowestt. These aspects require technology foresight,
which involves not only forecasting and assessnoériechnologies but also their social, economic and
environmental consequences. The growth rate inystodty of the organizational empowerment has been
below its true potential, and the contribution toof technological factors is inadequate. Similarly
organizational empowerment today derives their amaive advantage through resource and technologica
human ware rather than through the power of tecwichl innovation.

The transformation of new ideas into commerciaksgses is of vital importance to the nation's tghit
achieve high economic growth and global competit@ss. Accordingly, special emphasis will be giveh n
only to the human ware as important technologyofactf innovation, but also to the other equally
important social, institutional and market factoeeded for adoption, diffusion and transfer of vai@mn

to the productive sectors. Intensive efforts wi# aunched to develop innovative technologies of a
breakthrough nature; and to increase our share igh-tech products. Aggressive international
bench-marking will be carried out. Simultaneousiffprts will be made to strengthen traditional iatiy

so as to meet the new requirements of competitiough the use of appropriate organizational teldgyo
management.

Organizational empowerment is particularly impottasiit provides technological human ware at lopear
capita investment, involves low energy inputs, aadies with it unique civilization traditions acdlture.
Value addition and creation of wealth through reasment, redistribution and repositioning of our
intellectual, capital and material resource will behieved through effective use of organizational
technology management. Effective performance feddhbs timely, specific, behavioral in nature, and
presented by a credible source. Performance fekdbaeffective in changing employee technological
human ware behavior and enhances employee jolfiesditi;n and performance. At an organizational level
effective emotional intelligence has been showartderpin:

- Technological human ware team’s capacity to ifiertnd ascribe to attitudinal and behavioral norms
related to more effective patterns of interactimpiyees capacity to recognize,

- Technological human ware understands and nawdaiendary and role confusion between work teams,
departments,
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- Technological human ware divisions and the ogion within the broader market context and a sens
of organizational accomplishment and trouble frperation,

- Technological human ware development of verttoast, organizational support and general workplace
wellbeing.

At an individual and leadership effectiveness leviechnological human ware empowerment and
development intelligence is related to a leadeafsability.

At all hierarchical levels and across all departteein a modern organization effective human

empowerment and development means managing thee afbeiwities successfully in an international

context. The strengthening of organization by hunempowerment and development management
functions is essential to a technological humarevmaanager job.

The strategic areas and unit's level, decisionsrade by the general manager of the organizatidrand
the other top organization leaders as Figure 1.

Figure 1. Organizational empowerment by technoklgicodel

Technology importance - competitiveness matrix for
make vs. buy

Technology importance to the business
High Wedium Low
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Ref: Probert, D.R., Jones, S.W. and Gregory, M998), ‘The make or buy decision in the context of
manufacturing strategy development’, Proceedingb@institution of Mechanical Engineers, 207, pp.
241-250.

This matrix supports strategic make vs. buy deosi@n the basis of both the importance of a pddic
technology to the business i.e. contribution torallestrategic competitive position, and the pasitdf the
company with respect to technology capability ofnpetitors. It proposes the matrix in the contextof
process for supporting make or buys decisions inufgturing business. Measures undertaken conagrnin
the entire particular organization and especiallg future competitiveness of the organization and
management of the whole organization system aresaged. \ery often in corporations there are differ
official organization areas that may be at différdavelopment stages. In a mature market it idylike
cost considerably more to replace the workers tzee it cost to develop originally. For this reastre
replacement cost of the asset may be deemed torbere reasonable proxy for value. Estimating the
organizational technology management required ptace technological human ware, however, would be
an extremely subjective exercise and would hingetlen estimated effectiveness of the technology
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management activities.
7. Result

Technological human ware empowerment and developmanagement feedback is essential in gaining
the maximum benefits from goal setting. Withoutdieack, employees are unable to make adjustments in
job performance or receive positive reinforcementeffective job behavior. The common approaches fo
valuing intangible assets, including workers-redaitetangibles, are as follows. Each method is based
strong, rational theory and yet, in practice, eaethod may produce starkly different values:

1) Organizational technology management effectippr@ach; the historic cost is distorted by the time
value of money and evolvement of the competitiveirenment. Estimating value under the historic cost
approach is simply a case of summing all capitaksted in creating the asset in question. In tise cé a
workers base, the historic cost could be consideredequivalent to the total amount of marketing
investment expended.

2) Technological human ware empowerment managemgpntoach; the amount paid for the asset or
similar assets. In a new product or service mavikh relatively few competitors, economic theory
suggests that technological human ware acquisitiosts should be relatively low before gradually
increasing as the market for new workers becomea® mmmpetitive, forcing companies to capture market
share from rivals in order to realize growth.

3) Organizational empowerment approach; the presguae of future cash flows, that is, how much meo
the asset will generate throughout its useful Bfegounting for the time organizational empowernerd
associated risk.

Many of organizations have sustained their stresmgtiy of organization by technological human ware
empowerment and development organizational teclgyalmanagement systems focus over time, although
these investments may or may not be consideredopariong-term human ware as important technology
factor strategy. Different organizations have d#dfd priorities and varying amounts of funding teést in
human ware as important technology factor. Manthefe organizations have sustained their strenigignen
of organization by technological human ware empovesit systems focus over time, although these
investments may or may not be considered pari@figterm organizational empowerment by human ware
as important technology factor empowerment strategy

8. Conclusions

Organizational technology management will be cibads associate organizations of universities and
national laboratories to facilitate transfer of kmow-how generated to technology management. &sec:
encouragement will be given, and flexible techngloganagement mechanisms will be evolved to help,
scientists and technologists to organizational emggment by technological human ware and be a partne
in receiving the organizational technology managem@rganizational empowerment will be encouraged
to technological human ware adopt or support edutatand research institutions, fund courses tefrést

to technological human ware. A significant findifigm this study and own experience is that manyess
remain unrecognized for far too long after theyfanst identified. Technological human ware in jpautar
technological human ware empowerment is clearlyanstraightforward exercise. Each strengthening of
organization by technological human ware empowetmeagthod prescribed by accountants has different
strengths, weaknesses and complexities and yet aanable to provide an indisputably accurate and
reliable value. Although these values are not dsisbas we would hope, it is certainly better terapt to
attribute value to intangible assets than classifgverything as goodwill.

There has to be increased investments by human agimportant technology factor to achieve global

competitiveness to be efficient and relevant. E¢fday human ware as important technology factaraioy

out organizational empowerment will be supportedobyanizational technology management and other
measures. organizational technology managementtbavmany successful measures, and a simplified set
with fewer yet more important metrics would lead foperior successful. Successful organizational
technology management systems are hindered by taayntow-level measures. A new way to
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conceptualize human empowerment managed in resportbe display rules for the organization or job.

These rules regarding the expectations for humapoamrment expression may be stated explicitly in
selection and training materials, or known by obagon of co-workers. Many work roles have display

rules regarding the human empowerment that empdogieeuld show the public. In other words, managing
human empowerment is one way for employees to aeloeganizational goals. The key issue is whether
the firm wants to make use of these relationshipthé way it manages customers or not, and whether

given customer wants to be an actively managedioakhip with the service provider, or not.

Organizations compete with the quality level ofithaperations. An organization, which can not manag
operations competition, will have problems surviyinn order to be able to do this successfully, the
organization has to view its business and its cnstorelationships from a service existence. The® h
been a longstanding bifurcation between the sthemybhg of organization by human empowerment with
human empowerment and development labeled in pgrjereerms and devalued in matters concerning the
workplace. The technological human ware empowernaedt development explored centers around the
theoretical grounding of emotion. Technological tmmwvare empowerment and development is often
described either in psychological terms as an iddadized, intrapersonal response to some stimoiuby
contrast, a socially constituted phenomenon, depgngon the disciplinary perspective one adopts.

This study has reviewed how organizations, as pmvéechnological human ware empowerment and
development eating institutions, have applied néeaexpectations and established boundaries fer th
acceptable expression of emotion among employeesigh tactics such as applicant screening and
selection measures for:

- Organizational empowerment by technological humvare empowerment,
- Technological human ware opportunities,
- Organizational empowerment by creation of tecbgigial human ware system,

- Organizational empowerment by creation of ide@sgand other symbols for indoctrinating the newly
hired into the culture of the organization,

- Organizational empowerment by creation of tecbgimal human ware empowerment for indoctrinating
the strengthening of organization by technologimahan ware empowerment.

Organizational empowerment by human empowermeentaiion is suggested to have a robust effect on
individuals who endeavor to overcome the constchinemmonplace conditions and deliver worthy
achievements like social stability. The abilitytbe organizational empowerment by technological &iim
ware empowerment to provide the needs of human eenmeent effect on pleasure and satisfaction
experiences for those individuals. In this viewgasrizational empowerment by technological humarewar
empowerment encounter more accomplishments thraugirganizational workers and their tendency to
seek more of empowerment and growth can becomeasicrgly. Technological human ware on the basis
of historic cost demonstrates the effectivenegheftechnology management team rather than prayilin
robust indication of workers value. Regardlesshefbasis for calculating costs, it is almost alwaiye to

say that the technology management of somethiredyraeflects its worth. The principal weakness lad t
multiple excess earnings approach is that it isplmated to carry out. Furthermore, correctly idiging

all the technological human ware operating funai@nd organizational technology management their
respective functional returns and present valuepés to distortion and inaccuracy due to the Sgitgiof

the valuation to key assumptions and source dattne case of an acquisition, the excess returhhslso
include the value of any synergies resulting frtva drganization combination.
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