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Temporary Teams  - how to set them up
Getting a temporary team of people together to tackle an issue or an opportunity can be the best way to proceed when:

-  the issue concerns more than one person and their are likely to be different views about what to do which need to be considered

-  the issue is complicated without a straightforward answer and the input of a team will pride more better answers
- commitment and involvement is important to achieving the desired outcomes. [image: image1]
This could be - for example - as a formal project team or as an interest group to coordinate input to a planning issues or as a funding group to prepare a grant application.

This tool consists of a checklist to make sure that the team is clear about purpose and boundaries and that all logistical and membership issues have been fully considered before the team commences work. Then there is a reference table listing the characteristics of a Dream team to aim for and those of a Nightmare team to avoid! 
Checklist

1. Be clear about why a team is required, what the purpose will be and how long it will be in existence. Think about the level of commitment required. Consider resources required versus resources likely to be available.
2. Decide what skills, experience and knowledge are required within the team to achieve the purpose. Seek expert advice and guidance where necessary. 
3. Look for people who match the need and the purpose. Build in diversity of membership to achieve the synergy of different perspectives. Consider thinking styles and attitudes – see the Enterprising Behaviour Workshop Notes. 

4. Clarify in draft the expected roles of team leader, the facilitator if appropriate, team members, and any sponsors, stakeholders or other advisers involved.
5. Prepare a draft of team ‘ground rules’ for working together – see the Effective Meeting Guidelines Tool which can be adapted as necessary. These are important in gaining agreement about how any team is going to work together. Also see Access to Venues Tool to make sure people can get to any meetings planned. 
6. Seek facilitation - particularly in the early stages - if available. Also see Facilitation Workshop Notes for reference.
7. Allow the first meeting to discuss and finalise ground rules, understand and confirm the purpose, objectives and roles of team and team members. 
8. Encourage and support the team and team members to work, learn and grow together towards achieving their goals and objectives. Make this an agenda item from the start. Refer to the Conflict Management Tools if appropriate.
9. Finally be clear about the end date for the temporary team. Commit to finishing the job and disbanding the team unless there is new work which they agree to tackle together.
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	                      Dream Team   

	                     Nightmare Team  

	Shared understanding of purpose of team and the responsibilities of all members. Views of all team members are respected.

	Ambiguity of purpose and disagreements about who does what. Lack of respect between some or all team members.

	Strong vision of the end goal of the temporary team – the ‘something’ they are there to do. Agreement about what this will look like and how it will be measured.


	Different agendas within the team about the end results required. No shared agreement about how measurement of results will take place. Lack of clarity about the ‘something’.

	Creative and enterprising ‘climate’ within the team where new ideas are encouraged and alternative viewpoints considered. ‘Can do’ approach to tasks.

	Fixed views within the team who know all the answers. Innovative approaches are frowned upon and status quo is protected at all times. Everything is difficult and volunteers for action points are rare.


	Proper discussion takes place and clear decisions are then owned by all of the team who communicate the same message outside the group. Everyone ‘sings from the same hymn sheet’.

	Input from all is not encouraged, discussions are restricted, decisions are ambiguous and not supported by members inside or outside the team meetings.

	Team members network and broker where required to obtain additional resource and expertise which will help deliver the agreed outcomes.

	Poor networking capacity and skills and a reluctance to involve others from outside the team to support or influence outcomes.

	The team learns from experience by regularly reviewing their work and the processes and behaviours to identify improvement opportunities.

	Team repeats same mistakes time and time again. Team performance dose not improve or develop but simply ‘bumps’ along the bottom.

	Team is resilient in face of setbacks and ‘bounces back’ quickly.

	Team is fatalistic and looks for ‘scapegoats’ when things go wrong.

	Team leader style is empowering and motivating. Leader supports the team and the team members and acts as a guide and mentor. Team members value this and respond to it.

	Leader adopts a dogmatic, arrogant and dictatorial style which turns people off and antagonises the team. Leader has all the answers and discussion is futile. 
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