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[bookmark: _Toc42623855]Introduction
Team working is a way of organising duties for different people working in separate groups to do various tasks for a specific goal. The different subunits work for one particular purpose, usually steered by a common interest under the umbrella of a company (Abele, 2011, p.86). Team working involves the effective use of existing expertise, on the job training to increase knowledge and multidisciplinary team working. The differences reflect varying interests in promoting continence.
[bookmark: _Toc42623856]Importance of Teamworking
The most fundamental requirement for any business to thrive is teamwork. The following points are of interest—motivating oneness at work. A right teamwork surrounding nurtures ambiance that encourages friendly relationship and allegiance (Wehbe, 2017, p.6). The closeness strengthens employees individually to work together, cooperate, and assist one another. Different talents, habits, weaknesses, communication skills, and strengths possessed by individuals pose challenges to overall objectives and goals if not utilised in team building. Poor teamwork environment creates employees' focus in uplifting their achievements and competence among colleagues, which creates an inefficient and unhealthy working environment. Excellent team working motivates employees to work to the same goal in harmony (Wehbe, 2017, p. 8).
Secondly, good teamwork leads to improved productivity and efficiency. Through the incorporation of teamwork strategies, employees become more productive and efficient. The richness and ability are the results of shared workload, thus coerce souls to ascertain chores are accomplished in a scheduled clip (Abernathy, 1997, p.58). Good teamwork optimises performance by allowing goals to be more attainable, thus increases the work pace, which leads to job satisfaction. Similarly, a group of individuals working together gives more efficient work output and completes tasks faster as a result of many minds revolving around the same objectives and goals. The achievements are far better than when an individual works alone.
Thirdly, teamwork calls for the enhancement of work synergism. Via reciprocal backup on divided destinations, boost, and cooperation, work synergism is maintained. In this spirit, a greater sense of acquisition is felt by rank. Members are, therefore, jointly creditworthy for consequences attained and encourage mortals with incentives to execute better (Abramson and Lawrence, 2001, p.5). Good teamwork creates awareness of obligations and duties besides the importance of group production and being trusted by the rest of the group. The results will be a team driven by the same values, goals, and vision. The resultant workplace is established on creditworthiness, accompaniment, cooperation, obedience, and fellowship.
Fourthly, good teamwork offers differing perspectives and feedback. The creativity, views, troubleshooting access, and diverseness of thought in a company are the results of good collaboration (Adler and Prusak, 2011, p.94). Such a squad souls to give insights jointly, which step-up group's winner to problem-solving and getting solutions effectively and more efficiently. Good teamwork allows innovation and creation of a militant abut to fulfill the goals and objectives of the company (Wehbe, 2017, p. 12). Through the sharing of dissent thoughts and feelings, the team fortifies answerability. It arrives at conclusions quicker than when done individually—the output steps - up due to prompt answers and various sets of skills. With a fully functioning team, it is easy to design, plan, and implement at multiple stages.
Last but not least, good teamwork promotes better learning opportunities. Good cooperation enables members to study from each other's' fault. Through learning, members learn from divergent positions, discover modern ideas from knowledgeable confrere, and avoid future errors (Wehbe, 2017, p.20). Individuals amplify their science, attain recent thoughts, and determine to a greater extent, efficient access and answers to the task at hand. Dynamic participation enhances succeeding juncture, boost, and advanced content to troubleshooting and generation of modern efficaciously and expeditiously. 
[bookmark: _Toc42623857]Teamwork Theories and How They Improve Performance
Several theories have been developed to explain how teamwork and team building starts and generates better results in a company (Adler and Chen, 2011, p.68). A closer look at these theories will help understand each's role and importance. 
[bookmark: _Toc42623858]Tuckman's Model of Team Stages Theory
Tuckman's model was developed in 1965 and has been used in several companies and situations. The approach creates stages, namely forming, storming, norming, and performing. The theory is the origin of successful team building (Agle, Nagarajan, and Sonnenfeld Srinivasan, 2006, p.165). Each stage is a different stage of the building process.
[bookmark: _Toc42623859]Forming
Any newly formed team cannot perform better. The better performance takes time as members often pass through recognisable stages, a collection of aliens to a joined radical with a mutual goal. The most phallus is civilised and confident, while the sum is nervous as they have not fully inferred the job ahead as others are simply excited (Amason, 1996, p.130). Team leader majorly dominates the stage as members' roles are not clear. The scene lasts a while as members get to know one another and start working together.
[bookmark: _Toc42623860]Storming
It is the second stage after forming. At the scene, members begin to agitate passed the established borders causing failure of most teams. A conflict level where members challenge the working style of each other challenges the authority as their roles become clear or complain of the workload if not well distributed (Ancona and Bresman, 2002, p.35). Some members may question the uncomfortable approach the leader is using and or the worthiness of objectives and goals of the team. Focused colleagues develop stress from lack of support from complaining colleagues and lack of rapport with fellow workers.
[bookmark: _Toc42623861]Norming
At this level, phallus dissolves their disputes, treasure each another's intensity and respect authority (Ancona, 1990, p.350). Team members now socialise together, know each other, and can ask assistance from one another, providing constructive feedback in time. There's continuous convergence betwixt storming and norming as fresh chores pop up.
[bookmark: _Toc42623862]Performing
The performing stage is where hard work leads without friction. The process and structure set supports goal achievement of the team smoothly (Ancona and Caldwell, 1990, p.650). Leaders can delegate some of their duties with success and concentrate on developing individual members of the group. Leaving or joining the team is easy and doesn't disrupt performance. 
[bookmark: _Toc42623863]Adjourning 
Adjourning is the last stage of Bruce's models' theory. The scene is reached by a seasonal organisation that had a specific task and goal for achievement over a given period. It can also happen frequently in other firms due to restructuring (Anderson, Hesford, and Young, 2002, p.200). At this stage, the groups are bundled out, and different people sent to different positions within the organisation.


[bookmark: _Toc42623864]Importance of Bruce Model's Theory
The theory is essential as it accredits the fact that radicals do not begin amply functional and formed (Arentson, 2017, p.6). The approach specifies levels from conception as radicals of mortals to the cohesive chore-focused team.
[bookmark: _Toc42623865]Belbin's Team Roles
The theory explains that each individual has a unique ability, which, when utilised, smartly enables the impressive growth of group members. Belbin's theory, developed in 1981, suggests that every newly formed group must take time to identify (Apesteguia, Azmat, and Iriberri, 2012, p.80). Belbin believed that matchless mortal's character in kinship to some other is essential in alleviating the growth of a squad. Belbin groups the roles into nine units. However, Belbin acknowledges that the groups can operate optimally without other purposes. Still, for successful implementation and achievement of set goals and objectives, each role must be in existence (Arnold, Sutton, Hayne, and Smith, 2000, p.70). Two of the nine leading roles are possible leadership roles. The functions are classified as below.
[bookmark: _Toc42623866]The Plants
The groups provide ideas from which major developments springs. Usually operates by themselves and excellently use their imaginations. The group has numerous ideas but can be more preoccupied with communicating effectively (Arnold and Tafkov, 2019, p.4). However, they are potentially in conflict with all other workers except team leaders apart from being great finishers and completers.
[bookmark: _Toc42623867]Resource Investigators
Resource investigators are highly enthusiastic individuals who communicate perfectly well (Arya, Fellingham, and Gloves, 1997, p.25). They are perfect negotiators who explore and bring back ideas well conveyed for easy integration in the team. Relates well with other team members besides being great finishers
[bookmark: _Toc42623868]Monitor Evaluators
The evaluators are dangerous prudent souls with an inbuilt exemption for over-enthusiasm. They ensure their team makes no mistakes even though at times may lack driveability to inspire others (Awasthi, Chow, and Wu, 1998, p.100). The group relates well with the plant group besides having a potential conflict with shapers, plants, and resource investigators. Notably, they are great finishers.
[bookmark: _Toc42623869]Coordinators
Coordinators can influence others to work towards a specific shared goal. They are confident, mature, and trustworthy members who help the team to achieve their particular purposes. Their motto is always a consultation with control. They are in a constant crash with shapers in place of their contrastive direction styles (Ayotte, 1994, p.55). Coordinators are calm and confident individuals who seen to be manipulative and off loaders of job on formers despite helping the team to achieve its objectives and goals. They are in constant conflict with shapers over the leadership of the group. 
[bookmark: _Toc42623870]Shapers
Shapers are excellent directors who execute and flourish below insistency. The group is highly motivated and always the impulsive power of the team. Shapers offend people's feelings and are still dynamic and tough-minded individuals who are in potential conflict with coordinators, plants, and monitor evaluators.


[bookmark: _Toc42623871]Implementers
Implementers are self-controlled individuals with high discipline and virtual mutual gumption and an adept batch. Their reliability and capacity for application make them useful to organisations as they change thoughts and designs into achievable contrives and outlined tasks (Amerson, 1996, p.29). They are rigid and dull to react to incoming changes. Implementers are hardworking and reliable despite being in likely difference with a fellow leader, plant, and resource analyzer.
[bookmark: _Toc42623872]Team-Worker
Team-workers are mild, friendly members who are concerned about others in the group and are very supportive of them. They are perceptive and diplomatic, thus prevents interpersonal problems from arising in the group. Team workers promote peace and harmony but are mostly indecisive in moments of crisis as they consider the entire standpoint and the broad complexness of conformal, concealed personal issues. Relate well with all members except over the domineering coordinator.
[bookmark: _Toc42623873]Completers – Finishers
The group hardly starts what they cannot finish as they carefully listen to instructions. They master the need and urgency and are best at merging agendas. Ensures obligations are delivered on time but are rigid to react to current pop-ups and try to deflect over perfectionism.
[bookmark: _Toc42623874]Specialists
The group is determined to acquiring new technical skills and specialised knowledge. They maintain professional standards and are an indispensable part of the team of they keep core pillars where the company's strength lies.

[bookmark: _Toc42623875]Hierarchy of Needs
A theory developed by Maslow in 1943, where he motivationally classified human needs theory in the order of their most basic. The most basic need, as identified by Abraham, is a physiological need, then refuge, dearest and holding, value, and self-actualisation. Abraham insisted that human needs must be satisfied in that order beginning from the most basic to the least.
[bookmark: _Toc42623876]John Adar's Leadership Theory
Adair's theory is also known as action-centered leadership. The method involves three elements of task achievement, individual development, and team development (Wehbe, 2017, p.12). Adair argues that the three factors are mutually dependent besides being separately essential to the overall leadership role.
[bookmark: _Toc42623877]Differences between Groups and Teams
In discussing teamwork theories, there is a higher element revolving around teams and groups playing different roles for the overall success in achieving set objectives and goals. There's a need to understand the differences in terminologies and their use. The theories define the group as a specific or many set of elements with double star procedure to fulfill cardinal attributes of the resolution, associatory, identity, and inverse properties. At the same time, teams are described as a mass working united for a mutual destination with each other conducive to the plan.
[bookmark: _Toc42623878]Characteristics of Effective Team Working
Capable team working is built clear direction, a common goal, encouragement of different opinions, defined roles, supports risk-taking and change, and communicates freely as well as having open and transparent communication. The competent team working characteristics are not limited to these, but these are the most fundamentals of the group. 
[bookmark: _Toc42623879]Workplace and Relevant Industry
There are various fields where team working is vital. By choosing the aviation industry, specifically aircraft ground handling services, there is no demeaning of other sectors that offer the same. The experience and relevance of teamwork are far much significant in this sector, forming the primary reason to lie on it.
[bookmark: _Toc42623880]Conclusion
In conclusion, positive teamwork helps develop individuals whose overall performance reflects in the development of the group. It is, therefore, mandatory to encourage positive cooperation in all the subunits of a thriving company to maintain production and achievement of set objectives and goals.
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