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BEE I
Toe Wembers of Stalf, Bosrd & Corporatinn
From: Wike
Re: Planning Retreat
After ialking with gulle & few members of the stafi, Beard and Dave

Berlew, we have come up with the fnllowing slan, ‘Ehe Museum will
sponsor an intensive planning retreal for all regular siaff asd inter-
ested members of the Board and Corporation this coming weekend,

Our overall g 1 will be to get the stafl working together o begin
planning and im plemersf"mg i%ﬂ BMuseum®s future. Specifically we want
to {13 oather data about nefs concerns and expectations:

{2} analyze short and . decision-making and
implementation tasks, and »:ss:ig reg pea‘zsibzii’iy
for getilng them dong; eot ;
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Foach of us comeg cut of the
what the Mugeum must do in

3 sgu

other's responsibilitiss




Memo {continuad)

In order fo gather preliminary date and to fscililate planping for the

retreat, Siteve HEninesmith will he lzzé’;ﬁrvi@wim some mambers of 22 e
staff or Wednesday and Thursday.

Particvipanis must commit themselves (o the eniire retreat, it's
important that all staff coms if they exvect to be active in, or

critics of, the planning process from this point on. The involvement
of trustses and incorporators is less imporiant at this stage, although
we would certainly welcons their pasticipation,

Figase fill oui the acnompanving sheat and relurn it 1o Phyl's box by
12:00 on Tussday,
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DAVID B, BERLIEW

Dr. Berlew is President and Chisf Executive Officsr of MoeBer and
Company, a division of Sterling Institute. H2 has special expertise
in management development, orgenizational change, enireprensusial
behavior 2ind economic development.

Prior to joining Sterling Institule in 1868, D, Rerlew was on ithe
faculty of the Sloan School of Managemeat, Massachusetts Instifute
cf Techrology for six years, where he taught courses in organization
behavior, group dynamics and human motivation o graduate studenis
and Sloan Fellows. He returned to MIT in 1969 as & Visiting RAsgociate
Profzssor of Psychology and Management.

From 13965 to 1967 Dr, Berlew was on leave from MIT to serve as Country
Director of the Peace Corps In Turkey, and then in Ethiopla, with full
program responsibility including supervision of approximately 500
Velunieers in sach qountry.

Dr. Berlew participated in Dr. David C. McoClelland's sarly studies

on achievement motivation and economic development, and was involved
in the research which demonsirated that achievement moiivation can he
developed through intensive fraining. In addition, he has conducted
research on interpersonal sensitivity, crganizational development, and
the interaction belween individuals and organizations. His papers and
articles have appeared in professional journals such as the Adminisiraiive
Science Quarterly, the Journal of Abnormal and Sogial Psychology,
Industrial Management Review, 2nd Economic Development and Cultural
Change, He was a conltribuling editor - with Wasgren G, Benals,

Edgar H. Schein and Fred I, Steele ~ of Interpersonal Dynamics: Essavs
and Readings on Human Interaction {(Dorsey Press),

Dr. Berlew has served as a consuiiant to a wide range of private and
public organizations, including the American Telgphons and Telegraph
Company, General Elecivic, the Natiopal Society for Crippled Childeen
and Adulis (Basizr Seal Scciety}, Aeina Life Insurance Company and the
American Management Association, Since joining the Behavioral Seience
Center as Chief Bxecutive Offizer, Dr. Berlew has served as a conzultant
to Qantas Airlines, Bundy Corporation, Naticnal Association of Mutual
Savings Banks, PepsiCo, Ing., Pepsi Cola :M@*ﬁfem}lii'@ﬁ gottling Company,
Oifice of BEcenomic Coporiunit g, Boonomic Development Administration,
United Nations Industrial Development Organization, ij;rzi%:m itates Navy
Chapl im n,s Fgw& Co xf;; Washington, . O, and Boston School
Deparim e £ ; nE £
ﬁ:}@&rgmf g “fs&zﬁgu in z‘mwm ; he has

and trads assooiationg,



AVID BERLEW {continued)

Dr. Berlew received a Bachelor of Arts degree from Wesleyan University,
and 8 Master of Arts degree from Harvard, both in peychology, He
nolds & Ph.D. in Social psvchology from Harvard's Department of Social
Relations, where he was a Ford Foundation Feliow. He is an associate
of the National Training Lahoratories, a member of the American
Psychological Association, a member of the Review Commitice of the
Venture Rescarch and Capital Corporation, and a Trustee of the Human
Development Foundation,



STEPHEN M, RUINESMITH

Mr, Riinesmith s Director of International Services with McoBer and
Company, He has experiise in international mansgement, rézearch and
waining, and his special interest is culimral influences on organizaticnal
relations and the management of human rescurces of muliinational
organizations, '

Mr, Rhinesmith has conduciad management programs in Burope, dsia,
Africa and Latin America, most racently completing a feasability siudy of
entrepreneurial training in 2irica and Latin America for the United Nations
Indusirial Development Organization,

As ihe former Executive Director of Ianterculiural Training and Research
Assoclates, Mr. Rhinesmith has experience in both intercultural training
and organization devealopment activities. His work with government,
husiness and religious organizations has included the development of
programs in interculiural and organizaiional relations for the U.S, Agency
for International Development, Westinghouse Blectric Corporation and

the Naticenzl Council of Churches,

3

Brior to jolning McBer and Company, Mr. Rhinesmith conducted a review
of the sducational aclivities of the German Development Institute in
Berlin in ordar (o improve training for Gormans weparing o work in
ﬁ%‘if@ii) ing countrles. In addition, Mr. Rhinesmith has servsd the |

sane u{’}i o5 a8 a consultant on stsif development and program desion.
E“E.’ bas been involved in four Peace Corps training programs, has served

s a program consultant for Regional Training Conferences with the
Africa, North Alrica, Hesr Bast and Scuth Asla, and the Latin America
Regions, and presently ssrves ag & management development and training

o i i Ghans, Kenya and Cosia Ries,
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Mr. Rhinesmith has published numercus a 3

iacluding & recent article, "Developing the ?ﬁi@rra At mz Exeouiive,” which
appoaresd in Bauropsan Eusizz%s., He will scon publish another article

" Zehavioral Approach to International Mansgement ’.s‘f*s:aﬂ ag® in the
Advanced Mapagement Tournal,

Bir, Riinssmith holds a8 faoul spointment as Visiting Research Zssopiate
of Public Diplomacy ool of Law and Diolomaoy, Tufis

&
Iniversity, ¥He membas of the Natlonal Training
Laboraiories for 11 He
Society § e 0t
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cable address: MCBER

MCBER and COMPANY A Division of Sterling Institute

675 MASSACHUSETTS AVENUE - CAMBRIDGE - MASSACHUSETTS 02139
617/864-8500

OFFICES:

2600 VIRGINIA AVENUE, NW. « WASHINGTON « D.C, 20037 + 202/965-1100

116 SOUTH 7th STREET « PHILADELPHIA » PENNSYLVANIA 19106 « 215/627-5316
32 NETAJI SUBHASH MARG = DELHI 6 » INDIA « 277-584

March 4, 1971

Mr. Michael Spock
Director
Children's Museum
Jamaicaway
Boston, Mass.

Dear Mike:

This is to confirm our understanding with you of the
current state of affairs with regard to the Museum's
organization development project and to lay out plans for the
next steps to be taken.

First, with regard to interviews, we feel that we have
gained a falrly good grasp of the major issues confronting the
Museum through the 1nterv1ews which Steve conducted last week.
We would like to int@rview a Few key Board members and one or
two other staff members at the Museum, but do not feel that
the cost involved in interviewing all staff members would
provide an incremental benefit in terms of additional informa-
tion which makes the investment worthwhile. Instead, we are
sending a data-collection packet for all staff members and
Coops which we hope will supply us with the additional
information which we consider essential to our discussions
with you during the next few weeks concerning the future
directions of the Museum.

Second, our experience during the last week with interviews
and the Vlsltors Center meeting has convinced us that we
should postponewgey more meetings of that kind, as well as the
§§§£§at _____ “E;elf UAtil we have had more time to analyze the
information we now have and will be collecting during the next
week or so, and to work with vou to explore its implications
for the future of the Museum. We have become firmly convinced
that the staff will be able to apply itself much more
effectively both in meetings and elsewhere, once the general
directions and organizational design of the Museum have been

established.



Mr, Michael Spock Page -2-
Children's Museum March 4, 1871

We would propose the weekend of May 1-2 for the Retreat.
By that time, we are confident that the general goals of the
Museum will have been clarified and we can concentrate on
helping staff members to define their roles and responsibilities,
as well as the most effective ways of working together to

achieve the organization's obijectives.

We have enclosed enough copies of two data collection
instruments so that every member of the Museum staff, including
Coops, can be given them to fill out. One instrument, the
Projection to 1875, will provide us with information on how
various staff members see the future of the organization as
well as its present strengths and weaknesses. The second
instrument, the Climate (or Work Environment) Survey Questicnnaire,
will tell us something about the way staff members perceive the
climate or working environment at the Museum, as well as
information about what they think the climate should be.

We recognize that some staff menbers may be reluctant to
£i1l1 out "another form." Individuals whom we interviewed may
feel that they have already provided us with some of the infor-
mation requested. We are hopeful, ncnetheless, that most if
not all the staff will £ill out the forms. Time and money will
not allow us to interview as many people as we would like (we
have already had to cancel some interviews) and we would like
to have everyone's input. The climate data will give us
information that can be guantified, and compared with similar
data from many other organizations. It will also be extremely
helpful in trying to create a more desirable climate.

We are not asking individuals to sign their names to the
two data collection instruments, but it would be extremely
helpful if they would note their department and whether they
are part-time or full-time, Coop, etc. on each of the two forms
so that we can use it in our analysis. I would suggest that
you ask them to complete the forms and drop them ¢off at some
. central point, perhaps in a sealed envelope, so they can then
be passed on to us. If possible, we would like to have all
the data back by March 15 or shortly thereafter so we can

begin to analyze it.

We hope these suggestions are in agreement with your present
perspective. We look forward to continued work with you, Phyl

and the rest of the staff. If you have any specific reactions
to our proposals, please do not hesitate to contact us.

Sincgrely,
g (_Q"/L l/(‘/fl_b—ﬂ-/
Stephen H. Rhinesmith David E. Berlew
Director, President
International Services
DEB/bc Enclosures



Climate Survey

Perhaps the most powerful and objective instrument that we used with McBer were survey
questionnaires that assessed the staff climate (work environment) of the Musuem.

The questionnaire consists of 33 questions that allow staff to respond What the Climate Is by
answering if you definitely disagree, inclined to disagree, inclined to agree, and definitely
agree to such questions as:

1. The assignments in this organization are clearly defined.

2. Our management isn't so concerned about formal organization and authority, but
concentrates instead on getting the necessary people together to do the job.

LS

In this organization we set very high standards for performance.
And etcetera for all 33 questions.

Next, staff'1s asked to repeat the questionnaire except the questions are structured so you can
anwer What the Climate Should Be:

—

The assignments in this organization should be more clearly defined.

2. Our management should not be concerned about formal organization and authority,
but should concentrate instead on getting the necessary people together to do the job.
In this organization we should set much higher standards for performance.

tad

And etcetera for all remaining 30 questions.

Both questionnaires are scored for each staff members on several dimensions such as xxx, xxx,
xxx, xxx, and xxx and displayed in a graph that shows what the climate is versus what the
climate should be, the spread in scores on each dimension of the graphic demonstrates how far
the staff perceived the problem is versus how far the climate should be. [chart: staff
climate.pdf]





