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ABSTRACT 

I have told about Directing function of supervisors in my project. I have explained overall 

about this function and I illustrate some studies about training and the importance level of 

training in some companies in North Cyprus. 

This project is consisting of six main topics; these are Teambuilding, Consensus-building, 

Selecting, Training, Leading and Motivating. 

You will find out related tables and samples in AppendixA and interviews with nintyeight 

manegers of the companies in North cyprus. 



INTRODUCTION 

My objective in this project is Directing. Managers at every level in the organization perform 

four basic funtions-planning, organizing, directing and controlling-and they must be skillful in 

performing them if they are to accomplish their goals. Once plans have been formulated and 

an organization has been created and staffed, the task becomes that of directing people toward 

the achievment of organizational goals. 

Directing is the accomplishment of organizational objectives by guiding and motivating 

subordinates. The directing function is particularly important at the supervisory level. 

In one way or another, every new employee needs training. Each company has its ownway of 

doing even routine procedures. To make sure that all new employees have a clear idea of the 

company's goals, policies, and procedures, most large firms and many small ones have well­ 

defined orientation programs. 

Many companies also devote considerable resources to training and retraining workers 

becouse worker competence has a direct effect on company profits. Training employees may 

take place at the wor site or in a classroom. 

My aim is to find out some statistics about "How muc companies train their employees and in 

what levels, also is the budget for training enough for companies to achieve their objectives?" 

I made some investigations to present them to my supervisors. 

I have used some resources while writing my project and these are internet, books, interviews 

with nintyeight managers. 

I have not struggled with any term in my project becouse I have spent my time while working 

my lectures. Today, I think that I was lucky becouse of my lecturers. If they were not able to 

teach clearly I will face troubles in my project. 
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I have struggled with reaching Human Resources Managers of the companies, becouse they 

have not got Human Resources Department. So their general Managers helped me to reach 

some useful information for my project. 

I will tell about Teambuilding, Consensus-building, Selecting,Training, Leading and 

Motivating in my project.but I will tell about Training mostly. 

2 



I. TEAMBUILDING 

Flexible networks of team-based structures are occurring within and between companies, as 

well as across national borders. Competitive arenas require quick decisions by knowledgeable 

employees who work close to the source of problems. Teams enable knowledge-based and 

innovative decision making. This collaboration is a revolution in the workplace. 

A team is two or more employees who are organizationally empowered to establish their 

objectives, to make decisions about how to achieve those objectives, to undertake the tasks 

required to meet them, and to be individually and mutually accountable for their results. 

Empowerment is the delegation of authority to an individual or team and includes autonomy, 

trust and encouragement to make the decisions necessary to accomplish the job. Teambuilding 

is a method designed to help teams operate more effectively by improving internal 

communication and problem-solving skills. 

(http://ollie.dcccd.edu/mgmt 13 7 4/book _ contents/ 4directing/teambldg/teambldg.htm#trust) 

1.1. Empowering Employees 

Individual achievement is an American ideal. In reality, supervisors must depend on 

cooperation from their employees, because without group support, the chance of achievement 

is slim. The best chance for winning group support is to let the forces within the group itself 

work toward a decision with minimum interference from the supervisor. Effective supervisors 

empower employees by giving them more decision making power and by seeking ideas from 

every worker. (http://ollie.dcccd.edu/mgmtl 374/book _ contents/4directing/teambldg/teambldg.htm#trust) 
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1.2. Standard Operating Procedure 

It is evolved as tool and machinery manufacturers, located mainly on the East Coast, began 

shipping their products to the Midwest, the Far West, and overseas. In order to help those 

distant users of the complex industrial equipment learn to assemble the machinery and operate 

it, an operating manual was provided. However, many of today's problems can't always be 

answered by the standard operating procedure. Handling problems by merely following the 

rules in operating manual results in customer dissatisfaction and closed accounts. Employees 

deviate from standard operating procedure by being empowered to make on-the-spot 

decisions, within reason, to solve the problem. 

(http://ollie.dcccd.edu/mgmt 13 7 4/book _ contents/4directing/teambldg/teambldg.htm#trust) 

1.3. Participation 

Participation is getting group involvement to solve problems by sharing knowledge and 

information. The supervisor's expertise becomes less important as team members possess 

knowledge and skill. Power becomes the supervisor's ability to facilitate and communicate to 

and on behalf of the team. He or she is the liaison with external constituencies such as upper 

management, other internal teams, customers, and suppliers. The supervisor represents the 
I 

team's interests, secures resources, clarifies expectations, gathers information, and shares what 

is learned with the team. 

Empowering employees requires that supervisors are able to engender credibility and trust 

since many of the traditional control mechanisms used to monitor employees have been 

removed. Credible supervisors can be believed. They are honest, competent (expert power), 

and inspiring (referent power). Research demonstrates that employees who perceive their 

supervisors as having high credibility are more positive and attached to their work and 
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organizations. Trust is the belief in the integrity, character, and reliability of a supervisor. 

Employees have to trust supervisors to treat them fairly, and supervisors have to trust workers 

to fulfill their responsibilities. 

(http://ollie.dcccd.edu/mgmtl374/book_contents/4directing/teambldg/teambldg.htm#trust) 

1.4.Team Development 

It is the supervisor's job to build and maintain an effective team. Successful supervisors 

realize that all groups go through development phases, but the most productive teams go 

through the phases quickly to reach the peak performance. Supervisors, as team leaders, share 

information, trust others, surrender authority, and understand when to intervene. They 

participate in setting objectives, defining roles, and managing processes, such as time, 

disagreements, and change. 

Chris Argyris describes an effective team in his book, Organization and Innovation. 

• Contributions made within the group are additive. 

• The group moves forward as a unit; there is a sense of team spirit, high involvement. 

• Decisions are made by consensus. 

• Commitment to decisions by most members is strong. 

• The group continually evaluates itself. 

• The group is clear about its goals. 

• Conflict is brought out into the open and dealt with. 

• Alternative ways of thinking about solutions are generated. 

• Leadership tends to go to the individual best qualified. 

• Feelings are dealt with openly. 
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A group can achieve synergy (results greater than the sum of its parts) if its members become 

a team. A team begins as nothing more than a collection of individuals who have been 

brought together in a work situation. The process of uniting the group to form an effective 

team involves successfully completing four phases of development identified by B.W. 

Tuckman forming, storming, norming, and performing. (B.W. Tuckman, P!i)lchological Bulletin, 

1965, P 63, 384-399) 

Phase one is an orientation, the forming of the team. Each person, in the process of getting 

acquainted with the other members, seeks his or her place in the group. The members must 

reach a common understanding of their objective, as well as agreement on basic operational 

ground rules, such as when to meet, attendance requirements, how decisions will be made, 

and so on. 

· Do members understand the team's objectives? 

· Have member's individual objectives been incorporated into the team's objectives? 

· Do members feel the team's objectives are achievable and reflect their own personal 

objectives? 

Phase two is characterized by interpersonal conflict, the storming of the team. Individuals 

begin to compete for attention and influence. Divergent interests surface as members begin 

asserting their ideas and viewpoints of the task, and their feelings about other members. The 

group must settle issues of how power and authority will be divided among members. 

· What do members see as their responsibilities? 

· What do members expect from other members? 

· How is leadership being handled? 

· Does duplication of effort exist? 
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In phase three, the group is becoming cohesive, the norming of the team. A sense of identity 

or "team spirit" is beginning to develop. Individuals become more sensitive to each other's 

needs, and are more willing to share ideas, information, and opinions. Task considerations 

start to override personal goals and concerns. 

· What is the action plan for achieving the objectives? 

· How are decisions made? 

· How are problems solved? 

· How are conflicts resolved? 

Phase four is the interdependence of the group, the performing team. The group emerges as a 

team. Members now work well together and have a high degree of productive problem 

solving, since structural and interpersonal issues have been resolved. High creativity and 

intense loyalty of members to each other characterize a group at this stage. How do the 

members treat each other? 

· Do members trust, support, and feel comfortable with each other? 

· Do members look for ways to help each other? 

(http://ollie.dcccd.edu/mgmtl 374/book _ contents/4directing/teambldg/teambldg.htm#trust) 
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II. CONSENSUS BUILDING 

Americans value their independence. Yet, no one accomplishes much alone. Top 

performance demands the joint effort of many people, working together toward a 

common goal. When an individual works together with others, effectiveness grows, 

creating greater productivity for everyone involved. Together, employees can do 

more than the collective efforts of each individual working alone. 

(http://ollie.dcccd.edu/mgmt137 4/book_ contents/4directing/consensus/consbldg.htm 

11.1.Group Decision Making 

A great deal of time is spent in meetings formulating problems, arriving at solutions, 

and determining the means for implementation. Thus, it is important to know when 

decisions should be made with groups, and when individuals should make them. If 

there is one individual who is an expert and can solve the problem, an individual 

should make the decision. Individual decisions can be made quickly, and 

responsibility can be clearly assigned. 

However, if there isn't an expert, a group decision should be made. Groups can 

identify more alternatives than an individual. A group brings a diversity of experience 

and perspectives to a decision process that an individual acting alone cannot. If the 

people affected by a solution take part in its creation, they are likely to facilitate 

implementation and contribute to its success. Thus, group decisions are more 

accurate, creative, and readily accepted. 

Yet, group decision making can be ineffective. The assigning of responsibility is clear 

in an individual decision. In a group process, individual responsibility is diluted. The 
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group decision takes more time than the individual decision. Members differ in rank, 

experience and knowledge, and a minority may dominate the group. Social pressures 

can create groupthink, which undermines critical thinking and harms the quality of the 

decision. 

Groupthink is a term describing a type of thinking that leads to poor decisions. Irving 

Janis defines groupthink as a model of thinking that people engage in when they are 

deeply involved in a cohesive in-group, when the members' striving for unanimity 

override their motivation to realistically appraise alternative courses of action. 

Groupthink refers to a deterioration of mental efficiency, reality testing and moral 

judgment that results from in-group processes. (Irving Janis, Victims of Groupthink. Boston: 

Houghton Mifflin. 1972. p. 9) 

11.2. Group Conflict 

Some conflict is necessary for a group to perform effectively. Conflict, the perceived 

incompatible differences that result in interference or opposition, is natural and 

inevitable in any group. During the course of performing its tasks, conflicts inevitably 

arise. The supervisor wants functional conflict to support group goals, rather than 

dysfunctional conflict, which prevents a group from achieving its goals. It is important 

to remember that not all conflict is dysfunctional. Supervisors might want to stimulate 

conflict to increase the group's performance or to address several questions (Are 

. subordinates afraid to question you? Do subordinates always answer "Yes"? Are 

subordinates afraid to admit ignorance and uncertainties to you? Is there a lack of 

new ideas?) 
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The goal is to create an environment where conflict is healthy, regarding the methods 

for achieving goals. The supervisor manages group conflict by helping to identify the 

source of conflict and the issues and parties involved. He or she must stem the tide 

of disruptions and help generate options. Conflict can be stimulated by bringing in 

outsiders, restructuring the organization, appointing a devil's advocate, changing the 

organization's culture, and using communication. The supervisor must choose the 

conflict resolution tool that is best suited for the situation and the supervisor's ability 

to use a method. 

Avoidance, or just withdrawing from suppressing conflict is preferred when the 

conflict is trivial, or emotions are running. 

Accommodation, placing another's needs above one's own, is a viable option when 

the issue under dispute isn't more important to one group than another. This helps 

create harmony and build 'credits' for a later time when an issue may be more 

important. 

Forcing, satisfying one's own needs at the expense of another's, works well when a 

quick resolution is needed, or when an unpopular action needs to be taken. 

Compromise requires each party to give something of value. This strategy is best 

when there are equal parties involved such as labor management contract 

negotiations. 

Collaboration, a win-win solution, occurs when all parties seek to satisfy their 

interests. It is possible when there are few time constraints, when the parties involved 

want a win-win solution, and when the issue is too important to compromise. 
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Collaboration is the preferred method for resolving conflict since the parties in the 

conflict can satisfy their own needs while simultaneously meeting the needs of the 

other members, a win-win solution. All members are viewed as people who can 

amplify each other's abilities. In other words, participants collaborate with others in 

the expectation that the benefits will outweigh the costs. This method works 

successfully if both parties are interested in resolving the conflict and the parties in 

conflict are able to communicate actively and easily. 

(http://ollie.dcccd.edu/mgmt137 4/book_ contents/4directing/consensus/consbldg.htm 

11.3. Techniques for Improving Group Participation 

The use of participating groups is not the same as democratic decision-making -- one 

person with one vote and the majority rules. Voting tends to polarize the group's 

members into winners and losers. Having people feel like losers produces problems 

in decision implementation that are not present when consensus is reached. 

Consensus is a form of participative decision making in which the entire team is 

consulted and all members accept a decision, a win-win situation for the group. 

Group participation depends on free association and social facilitation. Free 

association is a process of producing ideas in rapid succession with a minimum of 

inhibiting or restraining action. The supervisor presents the original stimulus word or 

idea to the group. The free association it produces stimulates a chain reaction of 

additional ideas. Social facilitation is a process in which the productivity of each 

individual is increased by the stimulation provided by other group members. 
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Increasingly, organizations are recognizing that collaborative relationships - those 

defined by mutual learning and shared creation - are at the core of innovation. Ideas 

are not just exchanged; they are jointly discussed, debated and created. There is no 

one best technique for improving group participation since situation and decision­ 

makers differ greatly. The supervisor should choose the technique that best fits the 

situation and the group membership. 

Brainstorming, developed by Alexander F. Osborn is one of the oldest and best­ 

known techniques to use social facilitation to stimulate creative problem solving. The 

supervisor promotes an atmosphere conducive to free association and encourages 

freewheeling, uninhibited thinking. Brainstorming encourages unrestrained and 

spontaneous participation by group members. Quantity of ideas is important. 

Members are encouraged to generate alternatives without the threat of criticism. All 

responses are recorded for later discussion and analysis. (Alexander F. Osborn, New 

York: Charles Scribner's Sons, 1953), 

In a team meeting, a supervisor can use the brainstorming process to encourage 

open, honest communication and the free flow of ideas many meetings are stifled by 

politics and unequal participation. Hours can be wasted without reaching firm 

decisions or creating bold new strategies. In 1958, a research study at Yale 

University showed that a group of individuals working alone collectively produced 

more unique ideas than they produced working together. Nominal group is a group of 

people working independently rather than interacting with each other. Nominal Group 

Technique (NGT) limits discussion among present, independently operating 

members who gather and are presented with a problem. They individually write down 

ideas. In turn, each member presents one idea to the group. Once all ideas are 

presented and recorded, a brief discussion clarifies issues. Then, each member 

12 



independently ranks the ideas. The idea with the highest ranking is the chosen 

solution. (Thomas J. Bouchard, 'Whatever Happened to Brainstorming?" Industry Week, August 2, 

1971) 

Technology can be used to help reshape and revitalize the meeting process. 

Planning, facilitating collaboration and documentation are emphasized. The 

supervisor plans the meeting, prepares the agenda, facilitates the meeting itself and 

runs the software. At the conclusion of the meeting, the supervisor prints the meeting 

documentation that aids in follow-up. 

NGT can be used in an electronic meeting, which is faster than a face to face 

meeting. The electronic meeting spurs creativity and increases productivity by 

allowing meeting participants to contribute equally and anonymously. Up to fifty 

people can participate by sitting in a horseshoe formation outfitted with computer 

terminals. Issues are presented and responses are typed. Individual comments and 

aggregate responses are posted on a projection screen. 

The supervisor troubleshoots problems, provides assistance when requested, and 

asks probing questions to get the team to talk through problems. Delphi technique is 

a form of group decision-making in which members never meet face to face and 

equal participation is structured by the use of written questionnaires. A problem is 

identified and members are asked to anonymously provide their solutions through a 

carefully structured questionnaire. Each member receives a copy of the results and is 

again asked for solutions. This process continues until consensus is reached. 

Synectics utilizes a carefully selected creativity team and an experienced leader 

whose task it is to structure situations that force participants to deviate from their 

usual modes of thinking. It focuses on the act of mentally taking things apart and 
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putting them back together as a means of furnishing new insights. The term synectics 

comes from the Greek word synectikos, which means "bringing forth together'' or 

"bringing different things into unified connection." Synectic theory uses trigger 

mechanisms to catalyze new thoughts. One of these synectic triggers is empathizing, 

which involves putting yourself in place of the subject. In order to arrive at creative 

solutions, existing thought patterns are inverted, transposed, distorted, and modified 

by role-playing and fantasy exercises. 

(http://ollie.dcccd.edu/mgmt137 4/book_ contents/4directing/consensus/consbldg. htm) 
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