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Abstract: Excellence for turnover value principle 

includes also tools for financial, human ware resource, 

and risk management, as well as technology 

management, acquisitions and marketing. The turnover 

value important  opposed to the prior models takes the 

prioritization of internal and external environment and 

their pertinence to technological shock for 

organizational technological variability for turnover 

value into consideration and presents nine alternatives 

for the important  formulation rather than identification 

of the internal strengths or weaknesses of organizations, 

and the examination of threats and opportunities for 

them. This paper studies the dispersion around the 

workers expected for turnover value of the few 

technological shock for organizational technological 

variability hierarchical positions in cross-section data 

samples. The technological shock for organizational 

technological variability for turnover value among 

different types of technological shock for organizational 

technological variability for turnover value takes 

significant part in the development and evolution of 

organizations, as well. This paper explore the ways in 

which certain characteristics in case of for turnover 

value organization generates a tendency to prepare a 

formal written for turnover value principle and focus is 

primarily on what describe as the environmental 

characteristics. Data collected form managers and 

workers of for turnover value organizations, showed that 

dispersion decreases with education and work 

experience before entering the current job and increases 

with job tenure. Technological shock for organizational 

technological variability for turnover value, as a recent 

phenomenon, plays a crucial role in the development of 

organizations. 

Keywords: turnover value, technological shock, 

technological variability, organizational technological 

variability principle 

1. INTRODUCTION 

A variant of human ware capital theory is the principle 

model in which ability and competence are not 

observable at the time a worker enters the labor 

market, but can learned by employers from what 

observed from the way the job performed. Salaries can 

therefore change over time for two reasons as 

employees acquire new abilities and the information 

about their ability improves and they can match better 

to job positions. For turnover, value important presents 

the principal objectives, policies, and the chain of 

technological shock for organizational technological 

variability actions in the framework of a coherent set. 

Indeed, for turnover value management system is also 

in general e.g. in the recognized for turnover value 

standards understood as a concept for systematic 

approach or mental system but not as a distinct, 

physical system. 

This paper explore the ways in which certain 

characteristics of actors that in this case of for turnover 

value organization generates a tendency to prepare a 

formal written for turnover value principle and focus is 

primarily on what describe as the environmental 

characteristics (Bolton and Thompson, 2000, 12). 

Environmental characteristics such as education, 

scientific and prior experience rather than those 

characteristics (Chell, 1985, 124; Chell, Haworth and 

Brearley, 1991, 271) derived from personality traits. 

This paper investigates the implications of for turnover 

value important theory on the relationship between 

within job for turnover value dispersion and human 

ware capital variables, such as experience and 

education (Fegh-hi farahmand, Nasser, 2003, 728). 

There are no distinct for turnover value management 

systems in use at organizations, and nor should there 

be anything of the sort, as the aim is that objective 

quality of decision is an integrated part of for turnover 

value. 

2. OBJECTIVE QUALITY OF DECISION 

The research is relevant because principle models 

provide theoretical support for models of career 

(Holmstrom, 1982, 38; Gibbons and Murphy, 1992, 

369; Auriol et al., 2002, 34) concerns within the 

broader field of internal labor markets. Because most 

of the regularities found in previous empirical work 
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can also explained by for turnover value important 

models under perfect information evidence in support 

of principle models based upon within-job for turnover 

value dispersion and its determinants will further 

validate the use of principle models to study career 

concerns and internal labor markets. It is generally 

arguing that effective objective quality of decision is 

one of the important factors in for turnover value 

success (Rue and Ibrahim, 1998, 151; Burns, 2001, 412; 

Kuratko and Hodgetts, 2004, 25). The most extensive 

review, although now some years old, is the analysis 

that there seemed to be a consensus that principlening 

was linked positively to growth undertaken (Schwenk, 

Shrader, 1993, 251). Moreover, its level of prominence 

is to the extent that some of theorists have called the 

current age as the technological shock for 

organizational technological variability for turnover 

value age. From their point of views, for turnover value 

conducts a revolution, which brings about economic 

innovation and evolution around the world (Bygrave, 

1994). Regarding the incremental value of corporate 

technological shock for organizational technological 

variability for turnover value, the environment 

inspections should increase, because environmental 

studies facilitate different facets of risk taking and 

activism in technological shock for organizational 

technological variability for turnover value behaviors.  

The trend of technological shock for organizational 

technological variability development in the developed 

states indicates that organization has been subject to 

technological shock for organizational technological 

variability for turnover value. In other words, for 

turnover values play a pivotal role in the development 

through identifying the assets of the states for the 

exploitation purpose. The evidence has demonstrated 

that the industrial development of states such as US, 

Japan and Germany, has been because of technological 

shock for organizational technological variability for 

turnover value. Nowadays, this phenomenon 

considered as a profession and should expand like 

other professions (Khanka, 2003). Some of the research 

in this area assumes observed and unobserved ability 

interact and affect managerial decisions. For example, 

formal education can be a signal of hidden innate 

ability (Salop and Salop, 1976, 182; Spence 1976, 197). 

Hidden ability (Gibbons and Waldman, 1999, 211) 

increases the rate of human ware capital accumulation 

with labor experience, or it provides new 

capabilities(Farber and Gibbons, 1996, 91) from those 

acquired through education and training. 

3. TURNOVER VALUE PRINCIPLE  

Principle models are playing an increasingly greater 

role in the study of labor markets, but there is the 

impression (Baker et al., 1994;, 139; Gibbons and 

Waldman, 1999, 258) that more work that is empirical 

is needed for better evaluation of the relevance of 

comprehensive human ware capital theories in 

explaining for turnover value and careers in 

organizations. The environmental examinations with 

the purpose of formulating important for organizations 

might consider as a way for preserving the competitive 

situation by for turnover value. Put another way, the 

environmental examinations reduce risk assessment of 

a venturous technological shock for organizational 

technological variability for turnover value behavior, 

and consequently put the organization at stake. Other 

research demonstrates the need to design short term 

performance based on incentives, taking into account 

that high powered incentives may distort the 

information content of the output about the hidden 

ability of the employee, introducing career concerns 

(Holmstrom, 1982, 83; Gibbons and Murphy, 1992, 

452; Auriol et al., 2002, 45) in the design of incentives. 

Finally, the labor market may distort because 

employees, aware of the signaling effect of the outcome 

of their decision. For example, on the decision whether 

to promote them can act necessarily in choosing which 

projects to implement (Chevalier and Ellison, 1999, 

273), or in preparing to earnings forecasts (Hong and 

Kubik, 2003, 27). On the other hand, employers reveal 

information about the ability of workers when making 

job assignments, because this may increase salaries 

with retained workers and the employers (Bernhardt, 

1995, 61; Gibbons and Waldman, 1999, 67) may 

necessarily delay job assignments.  

This paper contributes to this field of study by 

providing a new prediction for and empirical evidence 

of the relevance of principle about hidden ability in 

explaining work assignments and wage formation in 

hierarchical organizations. One of the earliest empirical 

supports for principle theory comes from the evidence 

that for turnover value dispersion is higher for 

employees with more work experience and more years 

of schooling (Mincer, 1974, 384). Principle enables 

better matching of employees to jobs over time and, 

therefore, the observed dispersion of salaries should 

converge with the true dispersion of hidden ability 

among employees that enter the job market at the same 

time (Harris and Holmstrom, 1982, 37). According to 

technological shock for organizational technological 
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variability for turnover value, the promotion will occur 

when the technological shock for organizational 

technological variability for turnover value 

management estimated ability is equal to or exceeds 

the minimum level required for the new job. In those 

models, time is a discrete variable. Under continuous 

time, one would expect technological shock for 

organizational technological variability for turnover 

value managers that just been promoted to have the 

minimum ability required for that hierarchical level. In 

for turnover value organization, where a for turnover 

value principle exists, the preparation of the objective 

quality of decision may driven by external forces. The 

most obvious of these are the requirements of external 

agencies providing funding for either start up or 

expansion. The form of the principle (Mason and Stark, 

2004, 374) may vary between the agencies but the 

objective quality of decision is the minimum document 

required by any financial source (Kuratko, 

Hodgetts2004, 296). In addition to its role in for 

turnover value funding, the for turnover value principle 

may serve as a objective quality of decision document 

for the for turnover value, a principle to guide the for 

turnover value and serve as a basis for taking 

important decisions and it may serve as a subsequent 

monitoring device (Deakins, 2003, 329). Therefore, in a 

world of perfect information, the for turnover value 

important and technological shock for organizational 

technological variability for turnover value 

management would provide sufficient statistics about 

their respective ability and no dispersion of for 

turnover value principle would observe within 

technological shock for organizational technological 

variability for turnover value positions. Each period of 

expected innate ability of technological shock for 

organizational technological variability for turnover 

value management is updated using new information in 

terms of on the for turnover value performance. 

Principle models study the dispersion of for turnover 

value important when information about innate 

abilities is imperfect but can improved over time. In 

view of its perceived ongoing value to the small for 

turnover value, it might expect that objective quality of 

decision would be a feature of many, if not most, for 

turnover value organization (Fegh-hi farahmand, 2005, 

461) on the other hand, by coupling for turnover value 

with customer service recovering satisfaction.  

4. IMPORTANT FOR TURNOVER VALUE 

CHALLENGES 

For turnover value characteristics provides empirical 

evidence that appears to contradict this stylized fact, 

because find that the for turnover value dispersion of 

the managers in research sample decreases with work 

experience and increases with job tenure. To simplify 

the exposition, first assume that formal for turnover 

value important and for turnover value principle 

experience do not produce ability, although can 

provide a signal that provides information about the 

innate ability of technological shock for organizational 

technological variability for turnover value 

management, the only attribute that determines 

differences in expected ability across workers. 

This result as evidence that workers enter a particular 

job a hierarchical position with similar expected 

abilities, equal to those required to perform the job, but 

with different levels of precision in the estimation. In 

the new hierarchical position, principle continues but 

at a rate that inversely related to the information 

available about the worker's ability at the time of 

promoted. Precision in the estimated ability at the time 

of assigned to a new job increases with the worker's 

formal education and work experience at that moment 

in time. The evidence is consistent with the way 

technological shock for organizational technological 

variability for turnover value management learn about 

the hidden abilities of workers over time, so workers 

are progressively sorted into jobs whose productivity 

closely matches the distribution of abilities in the 

respective cohort as Figure 1. 

 

Figure 1: Important for turnover value challenges 

There is also evidence of a positive association between 

for turnover value principle and for turnover value 

experience. The reason for this is that formal education 

helps improve the process of sorting workers into jobs 

when they enter the labor market, and greater 

experience implies more previous performances, which 

subsequently reduces the noise of the information used 

to infer ability. Previous empirical research found a 
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positive association between for turnover value 

important variables, inters personnel for 

organizational technological variability for turnover 

value with, and without controlling for inters personnel 

for organizational technological variability for turnover 

value management. Because education and experience 

come into decisions about technological shock for 

organizational technological variability for turnover 

value management assignments, introducing these 

variables into a for turnover value model reduces the 

power of for turnover value principle. When for 

turnover value dispersion estimated across job 

positions, the variance of for turnover value reflects the 

dispersion in beliefs about the distribution of the 

hidden ability of workers in those jobs. Older workers 

will be better match to jobs and dispersion of salaries 

across jobs for workers at a given age will increase 

with age. Within jobs, however, observed salaries 

correspond to the estimated ability required for those 

jobs and the for turnover value dispersion, observed 

that inversely reflects the precision with which such 

estimation made. If the for turnover value dispersion 

within a job decreases with the information available at 

the time of entry, there is evidence that employers 

learn about the hidden abilities of individual workers 

(Fegh-hi farahmand, Nasser, 2003, 455). A few tactical 

actions for implementation (Mason and Stark, 2004, 

205) can make the challenge simpler and provide 

leadership that is as follows (Fegh-hi farahmand, 2004, 

358): 

1) Technological shock for organizational technological 

variability for turnover value supporting: Obtain 

support from the board of directors, because an 

organization is total for turnover value efforts must 

begin at the very top and begin with the board of 

directors.  

2) Technological shock for organizational technological 

variability for turnover value preparing: Prepare 

turnover value action and answers to these and other 

questions will provide valuable insights into the 

existing corporate culture and indicate the 

organization’s readiness for adopting for turnover 

value. A for turnover value action principle based on 

the survey feedback should formulate by the top 

management and communicated at every board 

meeting. 

3) Technological shock for organizational technological 

variability for turnover value visionary: Vision and 

mission statement of for turnover value and develop a 

vision or mission statement if the organization does not 

have one already. The key to the initial adoption of for 

turnover value is continuous communication of the 

vision within a comprehensive communication 

principle. 

4) Technological shock for organizational technological 

variability for turnover value visionary training: Train 

senior management in for turnover value, because 

organization with successful for turnover value 

cultures start by training and educating senior 

management, followed by all employees that the 

establishment of for turnover value teams is a top 

priority. 

The main feature of the model was the technological 

shock for organizational technological variability for 

turnover value-based important preparation. 

Incorporation performance in management for 

turnover value system with financial performance 

rewards value improvement goals incorporate into 

executive management compensation models to help 

achieve the principled for turnover value results. For 

achieving a important technological shock for 

organizational technological variability for turnover 

value model, technological shock for organizational 

technological variability for turnover value should 

placed along one column from low to high and the 

prioritization of the internal and external affairs should 

be inserted on the row of matrix.  

5. TECHNOLOGICAL SHOCK FOR 

ORGANIZATIONAL TECHNOLOGICAL 

VARIABILITY FOR TURNOVER VALUE 

Various definitions have presented for corporate 

technological shock for organizational technological 

variability for turnover value the corporate 

technological shock for organizational technological 

variability for turnover value as a process for 

development of products or the new markets. The 

corporate technological shock for organizational 

technological variability for turnover value embraces 

all the attempts for increasing the number of 

competitive privileges of an organization via 

innovativeness, meaningful modifications, and 

balancing the competition in industry. The combination 

of two concepts of technological shock for 

organizational technological variability for turnover 

value and important engenders the new concept of 

important technological shock for organizational 

technological variability for turnover value. In order for 

the strategies to be formulated based on the important 
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technological shock for organizational technological 

variability for turnover value, these two elements 

should be addressed in a single matrix. Technological 

shock for organizational technological variability for 

turnover value can assessed for each type and level of 

organization. Technological shock for organizational 

technological variability for turnover value includes a 

principle process, and implicates the ability to solve 

and learn from the problems and difficulties (Deakins & 

Free, 1998, Kotha, 2010). Technological shock for 

organizational technological variability for turnover 

value takes three forms of corporate technological 

shock for organizational technological variability for 

turnover value, intra-corporate technological shock for 

organizational technological variability for turnover 

value, and independent technological shock for 

organizational technological variability for turnover 

value. In order to assess the extent of competitiveness 

in organizations, the aspects of risk taking capability of 

organization, the creativity in the organization, 

diligence of staff should considered (Ferreira, 2002). 

The requirements of organizations for employing new 

and solid ways in important formulation, the status of 

corporate technological shock for organizational 

technological variability for turnover value in industrial 

organizations, the necessity of prioritization of internal 

or external affairs in the environmental examination at 

the same time, and the difficulty of organizations faced 

in describing the important situations and important 

formulation. Coordinately, for appraisals of corporate 

technological shock for organizational technological 

variability for turnover value different factors could 

suggest. Each model emphasizes different dimensions, 

however, all of them have consensus upon three factors 

of technological shock for organizational technological 

variability creativity, proactive ness, and innovation.  

6. IMPORTANT FOR TURNOVER VALUE 

DESIRING 

All the organizations, from the commencement of their 

activity adopt a important. Even though the important 

revolves around daily actions, belongs to an for 

turnover value important, or controlled unofficially, a 

proper important formulation can be of sizable effect 

on the development and prosperity of the organization 

(David, 2003, Agarwal, Rajshree, Audretsch, David, and 

Sarkar, 2010). Sample for turnover value principles and 

for turnover value principle templates can help to 

develop a professional document that will serve as a 

tool to convince others of organization venture's 

potential for success. A large number of researchers 

have recognized technological shock for organizational 

technological variability for turnover value as 

amalgamate of the concepts of innovation, risk taking, 

and aggressive competitiveness and persistence (Aktan 

& Bulut, 2008: 69). Put differently, important presents 

the principal objectives, policies, and a chain of 

technological shock for organizational technological 

variability actions in the framework of a coherent set 

(Quinn, 1999). Disparate models have proposed for 

important formulation in organizations (e.g. models of 

Rubin (1988) and Nutt (1984)) in recent years. It 

should be mentioned that the current of modeling have 

moved from simplicity and bi-dimensionality toward 

multi-dimensionality, complicacy, and more 

practicality. 

Therefore, the focus of the models has been on strong 

and weak points, external opportunities and threats for 

a technological shock for organizational technological 

variability for turnover value. However, it can learn 

from the models that all of them could be of help for 

putting the organization in a perfect position regarding 

competitive situation of market by taking the variables 

of the environment into account. Despite environment 

is an indispensable part of important and considered, 

as threats and opportunities in important designing, 

organizations and industrial firms do not devote the 

same amount of attention to the environmental 

examination in the important formulation. Many 

organizations give priority to the inspection of the 

industrial, national, and international environment. On 

the contrary, some of the institutions lean toward 

interior affairs rather than external ones 

(Ebrahimpour, Khalili and Habibian, 2011). Thus, 

giving priority to internal or external affairs chosen as 

the second variable for achieving important situations 

and important formulation model i.e. prioritization of 

internal or external affairs in the environmental 

examination provides a matrix for outlining important 

situations as for turnover value important. The mainly 

qualitative evidence available to date suggests that 

objective quality of decision within for turnover value 

organization is an activity of a minority, as highlighted 

that few small for turnover values use important 

desiring. 

7. TECHNOLOGICAL SHOCK FOR 

ORGANIZATIONAL TECHNOLOGICAL 

VARIABILITY FOR TURNOVER VALUE 

MANAGEMENT 

Historically the typical technological shock for 

organizational technological variability for turnover 

value management has tended not to pursue higher 
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levels of education or to take formal for turnover value 

training. There are some problems in general or in 

particular in the organizations, especially in those, 

which are pioneers of important programming and new 

managerial methods. Technological shock for 

organizational technological variability for turnover 

value management are able to provide organization 

with access to materials that can tailored to 

technological shock for organizational technological 

variability needs; all it takes is a visit in person, a phone 

call or an email.  

There are various, excellent organization market 

research tools that are available online. For turnover 

value and Industry, both offer market research and 

statistics resources. Organization may even choose to 

use web-based for turnover value principle or purchase 

software to help organization prepare principles and 

forecasts. If technological shock for organizational 

technological variability for turnover value has trouble 

piecing research together to paint an accurate picture 

of technological shock for organizational technological 

variability for turnover value, try brainstorming with a 

skilled professional is important. 

If organization comes across information that 

organization, find useful. Hence, there are two possible 

reasons why technological shock for organizational 

technological variability for turnover value 

management tends not to principle (Chell, 2001, 67) 

that they are emotionally unsuited to it. They think and 

act intuitively and they are simply unaware of the 

various tools, which would enable them to principle 

systematically. Indeed, the limited awareness amongst 

objective quality of decision of the tools associated with 

the practice of important management has been 

organized (Woods and Joyce, 2003, 284). A further 

constraint, likely to restrict objective quality of 

decision, is that they may not have sufficient financial 

information to prepare a formal principle. For example, 

at the lower end of the size range of organization with 

less than 10 employees, only 33 percent regularly 

calculate profits to monitor their organization’s 

performance (Nayak and Greenfield, 1994, 227). When 

beginning the research phase of organization principle, 

keep in mind that there is a lot of information out there, 

especially online, but not all of it is accurate. It is 

always important to consider the source of any 

information organization gather; research is only 

valuable to you if it is factual. Avoid letting unreliable 

sources tell you what organization want to hear.  

A lack of formal technological shock for organizational 

technological variability for turnover value 

management desiring may also relate to the fact that 

small organizations are just too busy surviving to take 

time out to principle ahead whilst others might argue 

the environment in which operate is so turbulent there 

is little point in desiring ahead. A lack of formal 

objective quality of decision among for turnover value 

organization does not necessarily mean that 

organization badly managed. It does, suggest that 

technological shock for organizational technological 

variability for turnover value management miss the 

opportunity to consider the overall direction of 

turnover value and management decisions may made 

based on poor information. The characteristics of the 

organization and for value development strategies 

hereafter termed for turnover value important, 

influencing for turnover value behavior, which might 

used to inform analysis of the determinants in for 

turnover value organization.  

8. TECHNOLOGICAL SHOCK FOR 

ORGANIZATIONAL TECHNOLOGICAL 

VARIABILITY FOR TURNOVER VALUE 

PHASES  

  Clear guiding ideas and principles concerning for 

turnover value and technological shock for 

organizational technological variability for turnover 

value as well as a comprehensive, company-wide 

realization model for organizing the ideas is not enough 

for getting for turnover value happens. Practical means, 

tools, methods, etc., especially relevant management 

methodology, are available to get the approach 

concrete in practice. For this purpose, a collection of 

management tools has created at organizations. Some 

of these tools have created and maintained by for 

turnover value experts. Organization characteristics 

controlled out of analysis in order to focus our 

attention on technological shock for organizational 

technological variability for turnover value 

management variables. Only the environmental 

characteristics, describe the backgrounds of the 

managers rather than their personality traits. Of 

course, the two components on which attention 

focused related to one another and the individual 

variables grouped within each category do themselves 

show a high degree of interdependence (Storey, 1994, 

65). Nevertheless, the two components and the 

individual variables provide a useful conceptual 

framework within which to interpret the determinants 

of objective quality of decision within the for turnover 

value organization. Technological shock for 
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organizational technological variability for turnover 

value is a term derived from with the meaning of 

undertaking some work. This phrase has a long record 

in business. The most well known definition of the 

word is to create value by innovation (Cool, 1946; 

Cooper, 1946; Draker, 1985; Schumpeter, 1951). Miller 

(1983) defines technological shock for organizational 

technological variability for turnover value by using 

phrases such as risk taking and basic innovativeness in 

production. The technological shock for organizational 

technological variability for turnover value activities 

encourages the firms to develop a new business for 

raising the profitability.  

- Technological shock for organizational technological 

variability for turnover value productivity: The 

productivity of technological shock for organizational 

technological variability has for turnover value 

management with ability. The technological shock for 

organizational technological variability for turnover 

value management has hierarchical levels where top 

management corresponds to first level.  

However, the implications for the conditional variance 

of for turnover value management system, information 

about for turnover value important have yet 

empirically explored. The main purpose of for turnover 

value important is to extend previous principle models 

by investigating within job for turnover value when the 

job positions represented by the hierarchical level of 

workers in technological shock for organizational 

technological variability for turnover value for for 

turnover value. 

From technological shock for organizational 

technological variability for turnover value 

management where innate abilities assumed to be 

technological shock for organizational technological 

variability knowledge, which can view as alternatives 

to the principle theory. 

The basic steps of objective quality of decision 

development (Storey, 1994, 365) that they are suitable 

for all of organizations are as follows (Fegh-hi 

farahmand, 2004, 428): 

1) Technological shock for organizational technological 

variability for turnover value purpose: For develop 

objective quality of decision to strengthen the 

organization’s customer related, operational, and 

financial performance. 

2) Technological shock for organizational technological 

variability for turnover value scope: The objective 

quality of decision should include both short-term and 

long-term goals and principles and a method to ensure 

that the principle deployed and adhered to should be 

part of the management review procedure throughout 

the organization.  

3) Technological shock for organizational technological 

variability for turnover value responsibilities: The chief 

executive usually has control of these developments, 

deployment, improvement processes and all executive 

management should be personally involved in these 

processes. 

4) Technological shock for organizational technological 

variability for turnover value procedure: The 

procedure should include the description of the 

timetable for important and objective quality of 

decision development including of how the 

development considers (Fegh-hi farahmand, 2004, 

298):  

- Customer requirements, expectation,  expected 

changes, the competitive environment, financial, 

market, technological shock, societal risks, company 

capabilities, human ware resource, technology,  

research, development and supplier an/or partner 

capabilities. 

- A description of how information and company level 

data related to for turnover value, customers, 

operational performance, and relevant financial data 

are collected, analyzed, and integrated into the 

important development should be included in this 

procedure.  

- A description of how the strategies and principles 

translated into actionable key for turnover value 

drivers i.e. those things the company must do well for 

the important to succeed should be included. 

- A description of how the for turnover value principle, 

together with the key for turnover value drivers, 

deployed throughout the organization should be 

included. Describe how they translated into actions. 

This includes reviews to ensure that the for turnover 

value processes support the for turnover value 

principle. 

5) Technological shock for organizational technological 

variability for turnover value continuous improvement 

6) Technological shock for organizational technological 

variability for turnover value procedures:  Within an 

organization, there must be a constancy of purpose, an 

alignment or unification of goals, and consistency of 
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processes, actions, information and decisions among 

organization units in support of these goals. Since the 

objective quality of decision is one of the primary 

documents describing these goals, it influences all for 

turnover value processes in the organization. It directly 

has relation with management review, customer 

satisfaction measurement and lists all job instruction 

related to this procedure (Nayak and Greenfield, 1994, 

168). 

7) Technological shock for organizational technological 

variability for turnover value system: Management 

responsibility, document and data control, corrective 

and preventive action, handling, storage, packaging, 

preservation and delivery, control of for turnover value 

records, internal for turnover value audits, training, 

statistical techniques, continuous Improvement, 

manufacturing capabilities (Fegh-hi farahmand, 2004, 

371). 

Consequently, technological shock for organizational 

technological variability for turnover value is a concept 

that developed from a small enterprise to the large and 

complicated organizations and governmental systems. 

To sum up, technological shock for organizational 

technological variability for turnover value comprises 

creating opportunities and making use of them, risk-

taking actions, innovative act, outlooks about the 

future, and setting value (Jahangiri & Mobaraki, 2009). 

Technological shock for organizational technological 

variability for turnover value considered as a 

multilateral process that applied in various 

organizations. Inasmuch as, nowadays, the term of 

technological shock for organizational technological 

variability for turnover value used in the private sector, 

it should not viewed merely from the profit making 

perspective (Zampetakis & Moustakis, 2010). Stiff 

competition among firms and organizations, decrease 

of the traditional managements' efficiency in this field, 

and fast growth of small firms led the organizations to 

attach a specific significance to innovation, because 

they found innovation as the only way to survive in the 

competition field. The for turnover value organizations 

are risk taking, innovative, and proactive. On the 

opposite side, the conservative firms are risk-adverse, 

less innovative, and passive or reactive.  

9. CONCLUSION 

The entrepreneurial organizations by having 

substantial and gradual innovations as the important 

importance for competitiveness of the for turnover 

value organization and tactical importance for its 

process have high commitments (Herbert & Brazeal, 

2000). It should mention that, corporate technological 

shock for organizational technological variability for 

turnover value principles are not limited to the profit-

making organizations and private sector and the same 

processes. (Cronwall & Perlman, 1990). Empirical 

evidence technological shock for organizational 

technological variability for turnover value this 

hypothesis can interpret in support of the principle 

theory as long as assumed that, at the time workers are 

hired, employers cannot observe other variables. The 

position of a for turnover value organization on this 

continuum depends on its for turnover value 

important. In today's fast-paced changes, most of the 

large for turnover value organization lost their for 

turnover value principle for continuing their activities. 

As a result, organizations recommended employing 

corporate technological shock for organizational 

technological variability for turnover value for survival 

of these dynamic industrial environments (Echols & 

Neck, 1998). Empirical evidence showing a positive 

association between for turnover value dispersion and 

objective quality of decisione has also interpreted as 

evidence supporting principle theory (Murphy, 1986, 

314; Foster and Rosenzweig, 1993, 28; Baker et al., 

1994, 114; Poppo and Weigelt, 2000, 72). This study 

shows that for turnover value dispersion can increase 

with objective quality of decision for reasons other 

than principle, suggesting that exprincipleations that 

are more robust needed. However for turnover value 

dispersion decreases with experience before entering 

the objective quality of decision is more difficult to 

explain using alternative theories (Fegh-hi farahmand, 

Nasser, 2002, 515). The paper also contributes to the 

existing literature through a new two equation 

empirical model, one for the level of for turnover value 

and another for conditional dispersion, in order to test 

the theoretical predictions. The methodology based on 

Harvey approach (Harvey, 1976, 297). Although main 

interest lies in the dispersion equation, certain insights 

also provided into the return on job human ware 

specific capital and the question of whether innate and 

acquired abilities interact in determining the 

productivity of for turnover value important at a given 

moment in time. The goal of for turnover value 

principle, i.e. for turnover value excellence reached 

through innovative management and leadership 

practices. In order to realize for turnover value 

principle objectives in all parts of the company and at 

all levels of for turnover value and for turnover value 

management, an organization-wide management 
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structure, a leadership infrastructure framework has 

defined. The major assumption, which is the basis of 

corporate technological shock for organizational 

technological variability for turnover value notion, is 

that corporate technological shock for organizational 

technological variability for turnover value is a 

behavioral subject, and all technological shock for 

organizational technological variability for turnover 

value are located along a continuum highly for turnover 

value.   

There are no distinct for turnover value management 

systems in use at organizations, and nor should there 

be anything of the sort, as the aim is that technological 

shock for organizational technological variability for 

turnover value management is an integrated part of for 

turnover value. Indeed, for turnover value management 

system is also in general e.g. in the recognized for 

turnover value standards understood as a concept for 

systematic approach or mental system but not as a 

distinct, physical system. For turnover value, excellence 

for for turnover value principle includes also tools for 

financial, human ware resource, and risk management, 

as well as technology management, acquisitions and 

marketing. Over the years, the model has also been able 

to accommodate efficiently various technological shock 

for organizational technological variability changes as 

well as various new emphases in the for turnover value 

and in for turnover value thinking. This has made it 

possible to develop technological shock for 

organizational technological variability for turnover 

value management in a more sustained manner than 

based on the formal technological shock for 

organizational technological variability structure and 

continually depending on numerous technological 

shocks for organizational technological variability 

changes.  
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