
Running head: FINAL PORTFOLIO PROJECT 1 
 

	    
 

 

 

 

 

 

 

 

Final Portfolio Project:  Children’s Museum of Winston-Salem 

 

Aaron (A.J.) Edge 

Walden University 

 

 

 

 

Rita Williams-Bogar, MBA, CPCU, ChFC 

HRMG – 4201 – 1: Strategic Human Resource Management 

January 11, 2014 

 

 

 

 



FINAL PORTFOLIO PROJECT  2 

Abstract 

After a successful capital campaign, the Children’s Museum of Winston-Salem opened its doors 

on November 20, 2004 (Children’s Museum of Winston-Salem, 2014).  Located in downtown 

Winston-Salem, North Carolina, this 26,000 square foot facility holds eight exhibit galleries that 

bring children’s literature to life through interactive exploration and discovery (Children’s 

Museum of Winston-Salem, 2014).  However, after six years of operation, the Museum began to 

face some harsh realities related to the challenges of running a business and began the 

development of a new strategic plan in order to rejuvenate and revitalize the staff, board, and 

community at-large.  In the following paper, I will provide an organizational description of the 

Museum, explain their strategic planning process, provide an evaluation of their human resource 

management (HRM) process, analyze and identify issues and challenges faced by the Museum, 

and prepare a formal recommendation for change within the organization as it relates to HRM. 
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Final Portfolio Project:  Children’s Museum of Winston-Salem 

In the mid 1990’s, the Junior League of Winston-Salem began searching for a project to 

commemorate their 75th anniversary. “Since its inception, the Junior League of Winston-Salem 

has been a catalyst in the collaborative development of a wide scope of Winston-Salem’s 

community organizations and events” (Junior League of Winston-Salem, 2014).  They wanted 

this project to be a gift to the community of Winston-Salem, and it would be just that.  In 1998, 

the group unveiled their plans for the construction of a free standing Children’s Museum with a 

particularly unique theme and focus on children’s literature.  After a successful capital campaign, 

the Children’s Museum of Winston-Salem opened its doors on November 20, 2004 (Children’s 

Museum of Winston-Salem, 2014).  I had the privilege of being one of the original five full-time 

staff members hired prior to the opening of the Museum.  In the following paper, I will provide 

an organizational description of the Museum, explain their strategic planning process, provide an 

evaluation of their human resource management (HRM) process, analyze and identify issues and 

challenges faced by the Museum, and prepare a formal recommendation for change within the 

organization as it relates to HRM. 

Organization Description 

The Children’s Museum of Winston-Salem is a 26,000 square foot facility.  Through its 

eight main exhibit galleries, the Museum brings stories to life by fostering a love of reading and 

children’s literature through interactive, educational opportunities for exploration and discovery 

(Children’s Museum of Winston-Salem, 2014).  Some of their main exhibits include a Krispy 

Kreme Doughnut Factory (connected to the Museum since the very first Krispy Kreme store was 

located in Winston-Salem), an Enchanted Forest with connections to the Three Billy Goats Gruff 

and The Three Bears, and a signature climbing exhibit representing the beanstalk from Jack and 
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the Beanstalk allowing guests of all ages to climb up to explore the second floor of the Museum.  

Since opening its doors in 2004, the Museum has hosted approximately 80,000 visitors per year 

with individual admissions, birthday parties, field trips and groups, special events, and outreach 

programs. Its mission is to create a compelling destination for the community to play and learn 

by experiencing literature, storytelling, and the arts (Children’s Museum of Winston-Salem, 

2014).   

The Museum is governed by a board of directors of approximately 30 people from the 

community at large, plus a full-time staff of 6 and approximately 15 part-time staff members all 

led by an Executive Director.  Located in downtown Winston-Salem, North Carolina, on the 

corner of South Liberty and Brookstown streets, the Museum is a member of the Association of 

Children’s Museums International and the North Carolina Triad Museum association. “In 2011, 

the Museum was awarded a $150,000 grant from the Institute of Museum and Library Services 

(IMLS) Museums for America program.  Museums for America is the nation’s largest federal 

funding program for museums. Reviewed by panels of professional peers, these grants are 

highly-competitive.  The Museum’s grant funded a new interactive playscape – Kaledioscape – 

and six additional, outdoor, participatory art installations” in the Surprise Garden exhibit space 

(Children’s Museum of Winston-Salem, 2014). 

Strategic Planning Process 

 A strategic approach is best defined in how an organization will make its game plan for 

action.  “It usually includes the formulation of a goal and a set of action plans for accomplishing 

that goal” (Anthony, Kacmar, & Perrewe, 2010, p. 9). The strategic planning process at the 

Children’s Museum was a very complex project that our leadership undertook in 2010 after the 

realization that the previous plan had expired in 2009.  At that point, the Museum had been open 
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for six years and was seeing a steady decline in paid admissions, corporate and grant resources, 

and board and community support.  Several factors had already been identified for these 

justifications including stagnation within the exhibit galleries, major changes in personnel, and a 

loss of the “newness” related to the Museum found during the capital campaign and grand 

opening.  “As a critical first step in determining how to respond to these opportunities and 

challenges while at the same time strengthening the Museum’s overall sustainability, a strategic 

planning process was undertaken”  (Lipsky & Rhodes, 2010).   

 Key outcomes related to the Strategic Planning process included the identification of 

three long-term goals.  These outcomes are to increase the Museum’s capacity to advance its 

mission, vision, and values; strengthen the appeal and educational value of the Museum; and to 

achieve greater sustainability (Lipsky & Rhodes, 2010).  The role of HRM was interwoven into 

the strategic plan through the assessment process. There were six main strategies outlined within 

the strategic plan related to the long-term goals stated previously.  Each strategy had 2 to 3 

objectives related to achieving that strategy.  Existing staff members as well as board committees 

were assigned to strategies that best related to their function within the Museum for their 

oversight and execution of the plan.   

HRM Strategic Planning Process 

 During my tenure at the Museum, the HRM function was handled by my position as the 

Director of Finance and Human Resources with oversight from the Executive Director of the 

Museum and the Personnel Committee of the board of directors.  The main HRM functions of 

my position included employment and recruitment activities, benefit and payroll administration, 

staff development, and compliance.  Prior to the expiration of the former strategic plan, the 

Museum had fallen upon financial struggles due to the economic downturn of 2008.  For 
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instance, full-time staff member positions went from six to three due to attrition.  A key 

component of the new strategic plan would be the re-addition of staff by gaining the support of 

the board to move forward with adding back staff resources.   

One of the first elements in a human resource strategy is to recognize the impact of 

outside environments that present both opportunities and threats to an organization (Anthony et 

al., 2010).  A major struggle the Museum experienced in the past related to HRM was that the 

existing staff was spread very thing and exhausted.  The Museum leadership saw the strategic 

planning process as an opportunity to rejuvenate both the staff and board of the Museum.  This 

would best be accomplished through the strategy development of “increasing internal capacity 

with additional Staff” (Lipsky & Rhodes, 2010).  This venture was successful after the final 

approval of the strategic plan as the board did allow the hiring of a full-time Director of 

Education (a position previously being held open due to budget concerns).  In addition, outside 

funding was sought and secured for the rehiring of a Director of Development & Marketing 

position as well as a brand new part-time position of Director of Exhibit Planning and 

Development.  These were all essential steps for the successful implementation of the strategic 

plan in order to have enough staff in place to lead the charge related to the strategies.   

Analysis of Issues 

As our text states, the strategic variables included in restructuring decisions include an 

evaluation of the organization’s competitive strategy, management’s philosophy towards 

employees and technology, business cycles, and the goals and types of costs restricting the 

organization (Anthony et al., 2010, p. 543).  The difficulties that an organization faces, 

particularly a non-profit, during a time of downsizing can be extreme causing a great amount of 

stress and pressure on the remaining staff.  Even the process of re-adding and creating new staff 
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resources can be challenging.  Once the strategic plan was approved, there was a vast amount of 

work created for my role related to HRM including conducting a job analysis.  A job analysis is 

the practice of collecting data about the jobs performed with an organization (Anthony et al., 

2010).  This process is really necessary as it helps to identify the contents of a job including the 

essential functions and needed attributes in order to perform a job successfully. There is a real art 

to this process as you need to find the right balance of functions for a job without overwhelming 

one area and taking away too much from another.  

The focus of a job analysis has several steps including defining its purpose, identifying 

the jobs, explaining and involving others, data collection, processing, and finally review 

(Anthony et al., 2010).  “Staffing decisions are among the most important decisions that 

nonprofit organizations make” (Inc., n.d.).  However, during the job analysis process, I believe 

there were three issues that came out related to HRM that the Museum should consider 

addressing including compensation, benefits, and staff diversity. 

Compensation 

 One of the major constraints that non-profits face is related to limited financial resources.  

“Many nonprofit organizations offer below average to low salaries” frequently a 25% differential 

when compared to higher pay from for-profit organizations (UCDavis, 2013).  One of the biggest 

challenges that I faced with HRM was determining salary ranges for positions that did not have 

equal counterparts within similar organizations.  This was often due to the combination of job 

functions and responsibilities in order to find cost saving measures related to the budget.  While 

the reality may be that most people who work within the non-profit sector are not there for the 

money, pay is still an area for concern related to HRM. 
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 Further, this becomes a larger issue as 13 states have recently raised their minimum wage 

above the federal level as of January 1, 2014, with many workers and the White House pushing 

for a higher minimum wage across the board (CBS, 2014).  There are two levels of floor staff at 

the Museum, with the lower being called Museum Guides and currently paid the federal 

minimum wage of $7.25 per hour with the higher level, Playologists, starting at $8.00 per hour.  

Above the floor staff are coordinator positions that start at $10.00 per hour.  With a potential 

shift in the federal minimum wage, this would create a series of discrepancies amongst the pay of 

other staff with the Museum that would need to be adjusted accordingly. 

Benefits 

 When I began working at the Museum in 2004, there were no health insurance benefits 

offered to any staff members.  However, in 2006, after a 50% turnover of the full-time staff, the 

board began to offer health insurance to full-time staff within the Museum.  It is interesting to 

note "there is a tendency in our society to expect employees of nonprofit organizations to work for 

levels and types of compensation that are less than those paid to employees of for-profit 

organizations” (Inc., n.d.).  This does not make this practice fair or right for employees within the 

non-profit sector.  Some employers “provide workers with fringe benefits which is a nonwage 

compensation that is usually given to those who provide notable work contributions to their 

companies” (Mesriani Law Group, 2014).  In order for a non-profit like the Children’s Museum 

to remain competitive, as well as keep their existing personnel, some considerations should be 

made into additional tangible and intangible benefits for employees.   

Staff Diversity 

 Several years ago, the Museum adopted a 360-degree feedback process related to 

performance.  This evaluation method incorporates feedback from you, your supervisor, and 



FINAL PORTFOLIO PROJECT  9 

peers including subordinates, co-workers, and customers (About.com, 2013).  Two key 

objectives from the strategic plan include engaging diverse audiences through outreach efforts 

and the nature and contents of programs and exhibits, and to recruit and retain diverse, skilled 

staff members to support the achievement of the Museum’s long-term strategic goals (Lipsky & 

Rhodes, 2010).  While the performance appraisal process will play a significant role in the 

evaluation of success and setting goals related to the strategic plan, it can also help to identify 

areas where the Museum may be lacking in order to achieve these objectives previously 

described.   

Recommendations for Change 

 Some recommendations for change related to HRM and the Museum will include a 

proactive cost analysis of pay increases for all hourly staff members, evaluation of fringe 

benefits that could be offered to all full-time and part-time staff of the Museum in order to deal 

with retention, and finally increasing workplace diversity.  By proactively considering the cost 

implications related to an adjusted federal minimum wage, the Museum will be able to plan and 

be better prepared for the impact on all hourly staff salaries.  Growing and strengthening the 

compensation plan for the organization related to benefits will help to combat turnover in the 

future.  A benefits plan can be as attractive as an employer wants it to be meaning that they can 

be “far more economical for the corporation and beneficial to the employees” (Inc., n.d.).  Two 

possible considerations would be to offer limited vacation and sick time to part-time employees 

as well as the development of a perk sheet identifying local businesses where employees can 

received discounts or deals simply by being an employee of the Museum.   

Finally, identify the needs as they related to workplace diversity including asking 

questions like does the workforce represent the community that we live in?  Does our workforce 
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match the demographics of those we serve?  A first step in this process will be identifying local 

organizations and partners within the community to connect with for candidate referrals.  The 

bottom line is that a diverse workforce has many benefits, but retaining employees can be more 

difficult than recruiting them.  The point here is that embracing a diverse workforce will mean a 

real commitment on the part of the Museum.  The Museum “may need to take a more active role 

in helping them adjust to the culture at work as well as in their new communities” (Wall Street 

Journal, 2014).   

Priori%zed)Recommenda%ons)

Compensa%on)

• Ac#on:''Evaluate)poten%al)wage)effects)from)Federal)Minimum)Wage)increase)
• Cost:''Minimal)use)of)exis%ng)resources;)es%mate)20)hours)work)Director)of)Finance/HR)
• Time'to'implementa#on:'Immediately)

Benefits)

• Ac#on:''Iden%fy)fringe)benefits)for)all)employees)to)enhance)compe%%ve)edge)
• Cost:''Moderate,)requires)external)vendor)consulta%on)for)market)analysis)
• Time'to'implementa#on:''Ini%ate)analysis)by)Q2)2015)and)incorpora%on)of)agreed)upon)
recommenda%ons)by)Q4)of)2015)

Workplace)
Diversity)

• Ac#on:''Administer)diversity)analysis)and)engage)with)community)partners)that)enhance)
culture)of)diversity)

• Cost:'Minimal)use)of)exis%ng)resources;)es%mate)40)hours)work)Director)of)Finance/HR)
• Time'to'implementa#on:''Analysis)phase)immediately,)outreach/implementa%on)ongoing)

 

 The figure above outlines a recommended prioritization of changes with respect to cost 

and time to implementation.  However, as the current strategic plan is due to expire at the end of 

2014, I believe that this would be a good time for leadership at the Museum to begin considering 
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areas for the future related to the next long-range plan.  In particular, I would suggest 

incorporating and developing a human resources management strategic plan as an objective in 

the larger strategic plan to deal with the items that are of current concern or projected to be of 

concern in the future.  Ideally this strategic planning process would create more value if 

incorporated as an annual process to project for the Long Range Plan (LRP) as defined by the 

organization, typically identified as 5 years in most organizations. The Director of Finance and 

Human Resources role will be key in carrying out the objectives laid out as they relate to HRM. 

Conclusion 

One of the most relevant factors to remember with the formulation of any strategic plan is 

flexibility.  Adjustments may be necessary and therefore it is essential that strategy formulation 

processes remain elastic and readily adaptable to change (Anthony et al., 2010).  However, 

continuing to incorporate the process into an annual performance appraisal for the Museum 

would be a necessary step to ensure that the strategic plan for HRM is frequently revisited and 

adjusted as needed.  The Children’s Museum of Winston-Salem is an organization that I believe 

has a lot of potential for growth.  I understand that the current strategic plan addresses areas that 

are vital to the corporate strategy such as increasing the Museum’s capacity to advance its 

mission, vision, and values, strengthen the appeal and education value of the Museum, and to 

achieve greater sustainability (Lipsky & Rhodes, 2010).  Sustainability is vital for all 

organizations today and that is certainly where HRM plays the biggest role moving forward.   
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