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Session Goals

+ Update Boston Stories Project

= Listen fo stories about leadership roles

« Look at research on successful leadership
» Figure how this research informs museums
+ Things to take away and use back home
Get feedback on Boston Stories

Session Agenda

= Introduction

* Mike: Leadership Story

« David: Leadership Research

» David & Mike: Leadership Tools
* Suzanne: Leadership Story
Things to Take Home

Project

+ Bosfon Stories: research, book and media

* The Children’s Museum in 60s, 70s, & 80s

+ Stories, analysis, interviews, documents &
images

* Eleven stories with sidebars, DVD/Web links

+ For professionals, researchers, boards,
students

« Seven year, $200,000 collaborative project

Exciting Changes - 1960s

« Firsl Inleraclive Exhibit (Whal's Inside? 1963-68)

* First Federal Granl (MATCh Project 1964-68)

* First Interactive Play Space (Winterfest 1965)

+ Firsl Installaticn of Japanese House (1966- )

+ Firsl Federal Research Grani (Validatled Exhibil 1966-9)
+ First Teacher Center (Warkshop of Things 1967-)

« Firsl Sizes Exhibit (1968-)

+ First Exhibit/Program Facility (Visitor Cenler 1868-79)

What’s Inside? - 1963-68
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Visitor Center - 1968-79




Complicated Organization - 1960s Logos - 1963

« Early Planning (Future Directions 1963)
Admission Charge (1963- )

« Retirement Plan (TIAA-CREF 1965-)

» Move Downtown? (Facilities Cmty. 1965-)

» Re-Organizing Collection (Collection Project
1966- )

College Work Study Program (1967- )

Printout - 1966 Staff Notes - 1966

Complicated Organization - 1960s
+ Management Committee (1966- )

= State Funding (MDC 1966- )

» Federal Work Study Program (1967- )
» Policy & Job Descriptions (1967)

= Metropolitan Cultural Alliance (1968~ )




Scary Deficits - 1960s

1962 (1,907)
1963  (7,515)
1964 3,515
1965  (9,238)
1966  (13,935)

1968

1969  (62,347)
1970  (196,798)
1971 (95,859)

(427,173)

(113,790) [18 mos.]

Mike Motives - 1970 & 2007

MICHAEL SPOCK MOTIVATION PROFILE
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Turn-Around - 1970s

1962
1983
1964
1965
1966
1968
1869
1970
1971

(1,807)
(7.515)
3515
(9,238)
(13,935)
(113,790) [18 mos.]
(62,347)
(196,798)
(95,859)
(427,173)

1972
1973
1974
1975
1976
1977
1978
1979
1980

5,957
9,731
6,417
48,021
(16,738)
575
12,755
5,354
(20.433)

124,831

[Museum Wharf]

Research - 1960s
Most Frequently Occurring Motives in Everyday Life

Achievement

A concern with competing with your own performance
or the performance of others. Achieving goals
yourself through your own efforts

Affiliation
A concern with being liked, being accepted as part of a
group

Power
A concern with influence and influence relationships




Power Motivation (Influence)

A Cencern with Influence and Influence Relationships
Direction of Concern

Target of Influence

POWERFUL OTHERS SELF
Dependent Power Independent Power
2 | feel influential when powerful | 1 feel influential with no one is
L others approve of and support | Influencing me and | am fully in
F |me charge of myself
InterActive Power |mperial Power
o |!feel influential when others Personat 1{eel influential when
T |feel equaily influential because | | can dominate/manipulate
H | we need to build together a others
E hettgr organization, a better Institutional; 1 feel influential
R family, a better team when 1 am responsible for
S building a better organizaticn, a
better family, a betier feam

Source of Infiuence

Research - 1970s/1980s

Leaders of Large Organizations Delivering
Superior Performance by Type of Power

60
50
40

20
10

4= e — Ees
Dependeni  Independent  Imperiak  hmperial:  Interctive
Penomal  Iimtinstional

Research - 1900s/2000s

Leaders by Performance and Motivation
Eight Countries

Motivation Key

O InterActive
H Institutional
Other

InterActive Leader

“Builds enduring greatness through a
paradoxical combination of personal humility
plus professional will.”

- Jim Collins:
“Good to Great” 2001

InterActive Leader Motive Thoughts:
Mutuality

Categories of Thought

Rélufning

Associated Thoughts

Mutuality
Treats everyone al all lavels
as a peer
Is non judgemental

Empathy
Slrives to understand each

erson’s thoughts and
eelings
Authenlicity

Takes responsibility for and
owns his/her reaction/poinl
of view as belonging Lo lhe
self, nol olhers

InterActive Leader Motive Thoughts:
Work Focus

Categories of Thought Associated Thoughts

» Finds the ultimate ‘purpose’
of the work itself and takes
pride in the
accomplishments of others

‘:>- Creales long term plans with
the group which link shorl
term relationsitargets to the
purpose

« Identifies underlying
problems before solutions

« Focuses on work by calming
the self down

£ Rnfm-ning i




InterActive Leader Motive Thoughts:
Paradox & Complexity

Categoties of Thought Associated Thoughts

Returning | « |dentifies the opposing
N Authority, feelings in a situation in
g < order to examine creative
:> solutions
« Thinks that mistakes are

retrievable and inevilable
NOT irretrievable disasters

InterActive Leader Motive Thoughts:
Return Authority

Categories of Thought Associated Thoughts
. l]l"er;l;-.x.ling— + Insisls that olhers make the
Authority, decisions which affect that
y for which they are being held

:D accountable
+ Thinks that their solutions
are not necessarily better

than those which others
advance

Thoughts of Mutuality DRIVE:
Emotional Intelligence

Associated Actions

Categories of Action

People al all levels including
customers are accorded
respect

The lhoughts and feelings of
others are recognized and
taken into account

A culture of openness and
aulhenticity is created

Thoughts of Work Focus DRIVES:
Focusing on Results

Associated Actions

Categories of Action

+ The organization has a
shared sense of purpose
and pride in their

o) accomplishments
i E:>‘ Actions, policies, and targets

Eance are clearly linked lo the
purpose and to the leng term
plan

+ Goals are challenging bul
achievable through group
action

Thoughts of Paradox & Complexity DRIVE:
Leading Change

Associated Actions

Categories of Action

+ The organization and ils
people embrace change as
inevitable and plan for it in
advance

I . People are not afraid lo take
responsibility since il 1s
underslocd that mislakes
occur and can be reclified

Thoughts of Returning Authority DRIVE:
Engaging the Group

Associated Actions

Categories of Action

Teams and individuals feel
accountable because the
right people are al the lable
and participate in decisions
which affect Iheir work

The needs of the group are
balanced with those of the
individual




Power Profile - 2007

MICHAEL SPOCK POWER STAGES PROFILE
by Percentile Distiition

Gl 388

Tools for Managing - 1970s-1980s

» Client-Centered Organization

« Managers’ Meetings

+ Matrices for Developers/Design & Production
* Printout Detail for Budget Troubleshooting

« Open Office/Managing by Walking About

Tools for Managing - 1970s-1980s

.

Estimating Grant Contributions to Operating
Uses of Special Surpluses

Personal Policy Committee

Estimating Attendance Income

Saying no to Babar

Grant Contributions to Operating Budget -
1980s

Funder Proposal Grant/Yr Indirect/Yr Prob. Est Cont

Camegie 100,000 30,000 5,000 0.60 3,000
NSF 250,000 100,000 25,000 0.40 10,000
Hyams 50,000 50,000 -0- 0.80 -0-
Riley 25,000 25,000 0- 020 -0-
Stride Rite 10,000 5,000 5000 050 2,500

443,000 210,000 35,000 15,500

Ideas to Take Home

-

Paying attention to values doesn't make you
any less decisive or businesslike

Transparent decision-making helps everyone
work together on common goals

A high tolerance for mistakes encourages
crealive risk-taking

Admitting uncertainties and mistakes invites
other stakeholders to contribute solutions

Within a long-term perspectives, short-term
opportunities can be nimbly exploited

“It just doesn't feel like us” is a pretty good
criterion for making sound decisions
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ASSDCIATION OF CHILDREN'S MUSEUMS

How I Learned to Stop Worrying and Love the Budget,
and Trained My Staff to Love It, Too

Suzanne Lefilune, Loy Iand Childrens Moscum

(YRS N S—— I i Hembs R Rk N

1 I’EL]&‘?Q&E} E’L
WEHARF

| | e




