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What’s the Next Generation of Project Management? 

Dr. Aaron Shenhar, PMP 
Professor of Project and Technology 
Management 

In spite of rapid changes in science and 
technology, the project management (PM) 
discipline is still following the concepts 
that were established in the mid 60’s. 
While the PMBOK Guide and PMI’s PMP 

certification are important and necessary building blocks for 
the profession, it seems they are no longer enough for the 
needs of today’s dynamic, uncertain, and competitive 
projects. The traditional approach assumed that a project is 
a bunch of activities that have to be performed in a planned 
sequence, and that the role of a project manager is to plan 
and execute these activities in an efficient way to complete 
the project on time, budget, and scope. Accordingly, the 
basic tools of WBS, Scope, Network Diagramming and 
CPM were developed to help achieve these goals. While 
there is nothing wrong with this view, it is insufficient to 
guarantee a project’s success today. The question really is 
what next? 

Projects today are more complex, changing, and uncertain 
than they have ever been. They are highly impacted by the 
dynamics in the business environment and they are facing 
a highly accelerated pace. Furthermore, no project today is 
completed exactly as planned at the outset, and “one size 
does not fit all.” Few of these realities are being addressed 
by the traditional project management approach. It seems 
that a new view is needed - one that will in fact not replace 
the classical view, but will add to it, while keep growing the 
profession to help managers and organizations address the 
on-going new challenges. 

The first change is the traditional view on project success: 
meeting the project’s scope, cost, and time goals does not 
always mean a successful project. Unless the project has 
met its business objectives, we cannot assume the job is 
over. Thus the success assessment framework needs to be 
expanded to include achieving a positive impact on the 
customer, and above all, getting the business results. 

 

That simple change will illustrate that projects are be seen 
as business-related activities, and they should be managed 
with a strategic business-focused mindset. 

The second evolution is seeing the role of a project 
manager as a leader that needs to deal with creating the 
vision for the motivation and inspiration of the team. And 
the final change is learning to adjust the project to context 
and changes in the environment. Agility is just one step in 
this direction. We need to learn identifying upfront the 
project’s unique context and adapt each project to its 
specific challenge.  

I believe that the next generation of PM will transform 
project practitioners into leaders who must deal with the 
strategic and business aspects of their projects, build a 
vision to inspire and motivate their project team, and know 
how to adapt their style to the project’s context and 
environment. 
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Letter from the President 
This, readers, is one of the last columns I will be writing 
in my capacity as Chapter President. When you read 
this, my successor will be chosen and my main 
contribution to the chapter will be to help the person 
chosen by chapter members to make his or her 
Presidency a success. That raises an interesting 
question: Just what is a successful presidency – and 
what can the President of a small organization do to be 
successful? 

Exactly what constitutes success varies widely. A President may have 
personal goals that are quite divergent from what members of the 
organization want. Outside reference points, such as PMI Global, may 
have other views. I measure success by member engagement – when 
more people participate in more activities, the chapter becomes a more 
vibrant center of activity - members are satisfied and membership grows. 
That, in fact describes what has happened over my four years as 
President. If we buy that as a definition of success, the big question 
becomes just what my successor can do to keep that going. 

If you read the chapter bylaws, you might be inclined to answer “Not 
Much”. The actual power of the President is pretty limited. The President 
calls Board meetings and presides over the meetings, which means that, 
officially at least, the President neither speaks nor votes (except to break a 
tie) and instead sees that everyone else gets to weigh in on the issue at 
hand. While, the President appoints committee members and signs 
contracts, the board must approve these actions for them to be binding. 
While the President is an “ex officio” member of every committee except 
the nominating committee – the role that the President plays on those 
committees is largely up to the VP who chairs that committee and the 
respective Program Managers. There just don’t seem to be that many 
levers that the President can push. 

Or are there? The fact that the President has few given powers gives the 
President some respite from the operations side of the chapter. The 
President has visibility across the chapter functions and freedom to use 
that access to gain a strategic understanding of the chapter and the 
opportunity to impart that understanding on the chapter officers who have 
program responsibilities. 

Of course, just how one “imparts” an understanding to a volunteer is an 
interesting question. Communications experts posit that there are 4 types 
of influence skills – reasoning (which I’m doing as I write), incentives and 
pressures, bridging and attraction. In real life though, neither “reasoning” 
nor “incentives and pressures” are very useful for very long.  What I think 
of as “Reasoning”, you are likely to consider a “Harangue”. Incentives and 
pressures work, as long as you have rewards to give out and punishments 
to administer. Both of those are quite short in a volunteer run organization. 
That leaves “Bridging” (listening to the other persons’ point of view and 
slowly finding common ground or attraction – drawing your subject into our 
vision and getting them to execute it. Whatever you wish to accomplish as 
President, the latter two skills will take you quite far. 

So, however my successor defines success, it will be attained less by what 
he or she does and more by how he or she is able to reach out to and 
attract others to make it happen. 

See you at the April Chapter Meeting! 

Duff Bailey, PMP 
President, PMI Westchester 
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What’s Next  Generation of Project 
Management?(continued) 

Tip of the Day: Keeping your Project On-
Track 

The following figure illustrates the new world of project 
management. At the center you will still have the 
traditional approach with its basic tools of scope and 
WBS. But around it we will need to build three new 
layers: The adaptive approach, collectively called 
Dynamic Project Management, the Inspired Leadership 
approach, dealing with vision and inspiration, and finally, 
on top, the Business Focused Strategic approach. 
 

 
Figure 1: The New World of Project Management 

 
The Strategic Project Leadership (SPL) approach 
represents this new approach. It was built on the 
foundation of traditional project management during 
twenty years of research and work with corporations. 
SPL helps organizations deal with their projects in a 
flexible and adaptive way and focus their projects on 
business results by creating value, competitive 
advantage, and winning in the marketplace. This 
integrated, industry-proven, and PMI award-winning 
approach combines the business-related needs of 
projects, the operational aspects of getting the job done, 
and the leadership perspective of inspiring and 
motivating the team.  SPL enables project teams to 
integrate Strategic Project Leadership into their current 
practices by building new skills on top of the existing 
PMBOK knowledge areas.  

To learn more go to: www.splwin.com. 

 

 

Cathy Warner is a certified Kepner-Tregoe Program Leader for 
Project Management, Problem Solving/Decision Making, and a 
Six Sigma Black Belt Candidate. Her expertise combined with 
her project management knowledge and experience provides 
real world practical advice for project management 
practitioners. 

Communicate  

 Too often a breakdown in communication contributes to 
problems with your project.  

 Schedule reoccurring meetings in advance for a period of 
time – it’s easier to cancel if not needed than try to find a 
time that works for all at the last minute 

 Provide agendas prior to each meeting to provide clear 
expectations for those meetings  

 Clearly define action items identified during the meetings 
along with who is responsible for the action and an agreed 
upon due date  

 Distribute meeting minutes within 24 hours – placing 
assigned tasks in print holds individuals accountable  

 Start each meeting with a review of the previous meeting 
minutes to confirm accuracy and agreement by the team  

 Do not be afraid to ask team members if there is anything 
that may have been overlooked. Ask an open ended 
question at the end of each meeting; “is there anything we 
may have overlooked?” Remember, as project managers 
you do not hold all the answers, depend on your team 
keep sponsors well informed  

 Do not hesitate elevating concerns/issue to sponsors for 
resolution when necessary  

 Communicate, Communicate, Communicate! 
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New Chapter Members & PMPs Volunteer Positions Available !! 
PMI Westchester would like to welcome the following new 
chapter members and congratulate our newest PMPs 

NEW CHAPTER MEMBERS 

Joan Adam 

Hilary Atkinson 

Jason Best 

Alan Biegelman 

Christopher Bowers 

Jaydeepsinh Chauhan 

Laura Crisafulli 

James DaGasta 

Susan Farnum 

Carl Gessman 

Rosana Gonzalez 

Amarachi Ikwuagwu 

Jill Jameson-Schaub 

Amy Kentera 

Calvin Lee 

Marcella Mazzeo 

Olayinka McQuick 

Leonardo Miceli 

Helen Morey-Gallo 

Raja Muthusami 

Sundar Natarajan 

Gabriel Neptune 

Benny Panakkal 

Jon-Paul Sepulveres 

Victor Sinansky 

Hailey Yuan 

 

NEW PMPs 

Michael Fogarty 

Rosana Gonzalez 

F Thomas Hartl 

Martin Mungwa 

 

The Westchester Chapter has several open volunteer 
positions, which are listed below. To volunteer contact Mary 
Jo Vessecchia, Director, at volunteer@pmiwestchester.org 
or call 914-522-9199. 

Opportunities − 

 Education –  

Program Managers – 
Education Programs (3 
positions)  

 Administration –  

Program Manager – 
Collaboration Tools 

Program Manager, 
Leadership Development 

The chapter is always interested in ideas for new programs 
and people to run them. To suggest a new chapter program 
that you would like to pilot contact Duff Bailey, Chapter 
President, president@pmiwestchester.org or call 914-263-
5034. 

Board directors and program managers can often use help 
in the form of committee volunteers. If you would like to get 
involved with an existing chapter program visit the Officers 
& Contacts page, contact the owner of the program, and 
offer to help. 
 

 

Advertise in “The Critical Path” 

Are you an independent consultant that provides project 
management related services?  Do you offer training in 
project management skills and techniques?  Are you 
looking to get your company’s name in front of PMPs and 
other business professionals?  Then join our growing list of 
advertisers!  Advertising rates are as follows: 

The Critical Path 
Ad Size 

(10 issues/year) 

Monthly 
Cost 

Monthly Cost 
One year pre-paid 

(15% Discount!) 

Full Page $200 / issue $170 / issue 

Half Page $100 / issue $85 / issue 

Quarter Page $50 / issue $42.50 / issue 

Business Card  $25 / issue $21.25 / issue 

 

To advertise in The Critical Path, e-mail our Vice President 
of Communications at newsletter@pmiwestchester.org  
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Developing Risk Culture: First or Last? 
A Risk Doctor Briefing Note 
© 2011 Dr David Hillson PMP FAPM 
david@risk-doctor.com 

Several things help to make risk 
management work. These include a risk 
process that is simple and scalable, 
which can be applied across the 
organization to manage all types of risk. 
We also need competent people, with 

the knowledge, skills and experience to deal with the risks 
that might arise. Infrastructure is also important, providing 
the tools to support risk management and handle significant 
amounts of risk data. 

But the most important contributor is the culture of the 
organization, which provides the context for risk 
management at all levels. The ideal culture is risk-aware, 
encouraging people to take the right risks, and rewarding 
good risk management. So how can an organization 
develop a strong and mature risk culture? 

Two approaches are possible:  

1. Culture first. One possibility is to start at the top, 
addressing cultural aspects directly. This requires a 
clear statement of intent from leaders in the 
organization, laying out their vision and policy for risk 
management. They should describe their values and 
beliefs about risk, and explain the approach that they 
intend to take in order to exploit risk and create 
benefits. A senior manager should act as risk champion 
and the desired risk culture should be actively 
communicated to all staff, so no-one is any doubt that 
risk is being taken seriously.  

Once a risk-aware culture has been established, other 
detailed elements can be put into place to turn the risk 
vision into reality. Staff can be recruited and trained for 
specific risk roles, risk processes can be developed, 
and a suitable risk infrastructure can be established. 
These steps should be easy to do because the risk 
culture already exists and is understood.  

2. Culture last. A second option is not to worry about 
developing risk culture proactively, but to allow it to 
emerge naturally. This approach concentrates on 
putting all the practical elements in place within the 
organization to allow risk to be managed properly, with 
good people, processes and tools. The focus is on 
getting the day-to-day implementation right.  

As people across the organization put risk 
management into practice within their routine jobs, they 
should start to see results. Managing risk properly 
results in fewer problems and enhanced benefits.  

As they see risk management working for them, people will 
recognize the importance of managing risk. Their belief in 
the value of risk management will reinforce the correct 
behavior. A positive cycle is created where acting properly 
towards risk creates a risk-aware culture, and that in turn 
makes people want to manage risk 
in all they do. 

If we want a mature risk culture in 
our organization, which way is 
better? Both approaches work, and 
either one can produce a strong 
risk-aware culture. So an 
organization that is serious about 
improving the way it manages risk 
could adopt either approach: deal 
with risk culture first, or allow risk 
culture to emerge. However each approach also has 
potential weaknesses. If you start by addressing culture 
first, any delay in providing the supporting implementation 
can result in lost momentum and demotivated staff. But if 
you concentrate on practicalities and wait for risk culture to 
develop naturally, the culture that emerges might not be 
exactly what you expect or want. 

The most important thing is to do something! If you want a 
risk culture that promotes effective risk management at all 
levels in your organization, choose one of these two 
approaches and get started today. Risk culture matters, 
whether it comes first or last. 

To provide feedback on this Briefing, or for more details on 
managing risk effectively, contact the Risk Doctor or visit 
the Risk Doctor website. 

 
 

 

 

 

  



April 2012 PMI Westchester Critical Path Newsletter Page 6 

 
  
Coaching for Project Management Excellence 

Amro Elakkad (M.Sc., PMP) is a senior 
program manager, who has managed, 
executed and implemented projects and 
programs exceeding USD $17 billion in 
value for Fortune 500 companies. Amro is 
also a speaker, executive coach, and 
consultant. He has over twenty two years of 

experience in the information technology, financial, 
engineering, education, and government industries. Amro 
has published numerous papers and articles in project 
management-related magazines and conferences. He can 
be reached at a_elakkad@yahoo.com. 

Many years ago, I was co-managing a Project Management 
Office that was made up of around 40 project managers. 
Many of those project managers inherited their projects, 
and so they became managers of projects. Many of those 
project managers were really engineers who lacked proper 
project management training or experience. I found myself 
thinking of training courses for these folks, until someone 
suggested that I coach those project managers. “Oh, 
coaching?” I said. 

Coaching and mentoring others provide an alternative to 
training, something that can be much more practical. While 
training is a good practice that helps someone gain good 
knowledge in short amount of time, coaching does not 
disrupt the work flow, take away your people (for couple of 
days or so), does not have to provide manuals and 
exercises (which some people don’t like) and can be quite a 
non-expensive alternative. Coaching can also be done at 
your (and the candidate’s) pace and time table. 

Coaching, as defined in this article, is helping a project 
manager enhance his/her ability and explore potential 
areas of weakness to focus on, through the sharing of best-
practices and offering advice and guidance where needed. 

So, how do you do coaching exactly? While this is not an 
exact science, here is how I, personally, did it: 

1. Identify your candidates. You would want to start by 
finding out who from your department or realm of your 
domain should be coached and who should be trained. 
While coaching, in my opinion, best fits junior project 
managers, it can equally apply to senior project 
managers, who want to improve a particular weakness 
or develop a certain area of expertise. 

2. Interview your candidate. Start by sitting down with 
the person(s) you want to coach (we will call him/her 
the “candidate”) and assess their weaknesses and 
strengths. This will help you identify what to focus on 
and will help you establish a success criterion later on 
for your coaching effort. 

3. Ask the candidate to make a wish-list of what he/she 
thinks you should focus on during the coaching. If your 
assessment from item 1 and the candidate’s wish-list 
match, then that’s great. If they don’t match, then you 
will need to know why the candidate thinks differently 
than the assessment you have for him/her and come to 
some sort of an agreement. 

4. Make a “coaching” plan. Put together a plan that 
involves the goal, the approach, the scope, the success 
criteria and an execution plan. The plan will build on 
both 1 and 2 above.  

 Goal: The plan should include the goal of the plan. 
What are you trying to accomplish and in what time 
frame?  

 Scope: List here the specific areas that you will 
focus on during coaching, which really is the scope 
of your effort. This list should have been identified 
from both 1 and 2 above.  

 The approach to coaching: Are you going to 
accompany the candidate to his/her meetings? Are 
you going to check on his/her communications and 
give feedback? Are you going to spot-check some 
of his artifacts for chances to improve them? Are 
you going to give the candidate some tasks (a 
homework of some sort) to do and check back with 
him/her later on? Or all of the above and more?  

 Success criteria: How would you know that you 
have succeeded in your coaching? What do you 
expect to have changed of the candidate project 
management skills and how to measure that?  

 The “execution” plan is where the details of how 
you will execute the coaching plan will reside. Think 
of this as a project schedule with the different tasks 
or activities that you will do with the candidate to 
coach him. Include here all that is to be done: 
meetings, communications, reviews, artifacts 
checks, etc. Include also shared tasks as well as 
individual tasks to be done by the candidate alone.  

5. Execute the “coaching” plan. Follow your plan, after 
you have discussed it (and modified it) with the 
candidate.  

Coaching can be a very rewarding experience when done 
right. You will likely develop a good bond with your 
candidate and continue to communicate for years to come. 
I have maintained some of the contacts for the project 
managers that I coached. Even now, I still get emails 
asking me for feedback on things that my project managers 
did and if I would have done it differently. 

So, what are you waiting for? Go ahead and do your 
coaching today. 
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Chapter Meeting – April 17, 2012,  5:30 PM - 7:30 PM 
Topic: Behind the Front Lines: Building Emotional 
Intelligence in Kabul 

Is there a correlation between leadership success and 
Emotional Intelligence across cultures? Can efforts to 
develop the Emotional Intelligence Quotient ("EQ") of 
individuals impact the overall performance of a team... or 
the outcome of a project? In this presentation, Christa will 
interweave theory with methodology, stories and photos, 
bringing to life experiences from her most recent trip to 
Kabul in April, 2011. 

The focus of this case study is a USAID-funded long-term 
project with a Non-Governmental Organization (NGO) in 
Afghanistan. Christa will guide you through an intensive 
training workshop she designed to help unite two separate 
and competitive groups - operating under the same "parent" 
NGO - into a cohesive, collaborative team. Incorporating 
insights from Hofstede's Cultural Dimensions Theory, this 
presentation will also explore recent research on Emotional 
Intelligence within a global business context. 

Featured Speaker – Christa Kirby, Vice President of 
Global Communications at International Institute of 
Learning 

Christa Kirby is the Vice President of Global 
Communications at International Institute for Learning. With 
a BA from Duke University and an MA from New York 
University, she is an experienced Communications 
professional as well as a Licensed Creative Arts Therapist 
and trainer. For the past decade, Christa has conducted 
workshops and led trainings for corporations, non-
governmental organizations and foundations in countries 
including Afghanistan, Bosnia, Croatia, Romania, Ethiopia, 
Greece and the US. Her specialty areas of focus are team-
building, leadership, conflict resolution, effective 
communication, cross-cultural communication and peace-
building. 

Location 

The Royal Palace Restaurant 
77 Knollwood Road, White Plains / Greenburgh, NY 10607 
(at the south end of the Greenburgh Shopping Plaza) 
Phone: 914.289.1988 

 
Agenda 

5:30 to 6:15 Networking, buffet dinner, Meet the 
Vendor and Recruiter  

6:15 to 6:30 Chapter business / announcements 
6:30 to 7:30 Featured program 
7:30 to 7:45 Continued networking, meet the 

Speaker, Vendor, Recruiter 
7:45 to 8:45 PMO SIG Meetings (PMO & Quality) 

Fees 

Chapter members − $20; Non-members − $25 
We accept cash or checks.  Sorry, no credit card  

Career Corner - Watch our website for details 

Vendor Corner - Watch our website for details 
 
Directions: 

From I-287 
 Take I-287 to exit 4. 
 At the end of the exit ramp turn SOUTH and go 6/10 of 

a mile to the traffic light at Stadium Road (sign may not 
be visible). 

 Turn LEFT onto Stadium, go 50 yards, then RIGHT into 
the unused end of the plaza parking lot. 

 Go to the far right hand corner of the lot where it 
connects to the part with the stores. Pass the stores 
and movie theater on your left until you come to the 
Royal Palace. 

 
Map to Royal Palace Restaurant 
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Upcoming PMI Westchester Events 

May Chapter Meeting 
Topic: Mitigating Delivery Risk with an Effective Program 
& Project Assessment (P&PA) Strategy 
Speaker: Ted Williams, PMP, CPPA, CEO of ProjectRx 
LLC 
Date: May 8, 2012  
Location: :  Antun’s of Westchester (Elmsford, NY)  
35 Valley Avenue, Elmsford, NY 10523  
 

May Breakfast Roundtable Meeting 

Topic: The Virtual PM  
Hosted by: Tom Smith, BRT Program Manager 
Date:  May 22, 2012 – 7:30 to 8:45 AM  
Location:  108 Corporate Park Drive, White Plains, NY  
 

June Chapter Meeting 

Topic: TBD 
Speaker: TBD 
Date: June 12, 2012  
Location: :  Antun’s of Westchester, Elmsford, NY 
 
 

Job Club Events 
 
Topic: Career Development 
Date: April 27, 2012, 8:00 to 10:00 
AM 
Location: Fordham Westchester, 

400 Westchester Ave., Room 142, West Harrison, NY 
10604 

Topic: Career Development 
Date: May 4, 2012, 8:00 to 10:00 AM 
Location: Town of Greenburgh Offices, 2nd floor, 177 
Hillside Ave, White Plains, NY 10603 

Topic: Career Development 
Date: May 18, 2012, 8:00 to 10:00 AM 
Location: Fordham Westchester, 400 Westchester Ave., 
Room 142, West Harrison, NY 10604 
 
Topic: Career Development 
Date: June 1, 2012, 8:00 to 10:00 AM 
Location: Town of Greenburgh Offices, 2nd floor, 177 
Hillside Ave, White Plains, NY 10603 
 
Topic: Career Development 
Date: June 15, 2012, 8:00 to 10:00 AM 
Location: Fordham Westchester, 400 Westchester Ave., 
Room 142, West Harrison, NY 10604 

PMP Study Group 
PMI Westchester is pleased to offer a PMP exam 
preparation study group to further assist you in taking your 
PMP exam. This program requires a 6-week commitment. If 
you are almost ready to sit for your exam, or just need a bit 
more study incentive, this is the group for you! It is fast-
paced and informal. During class we review hundreds of 
sample questions. This helps students determine their 
readiness to sit for the exam. Some materials are provided, 
light dinners are included, and weekly homework 
assignments are mandatory. Class size will vary, but a 
minimum of 8 students is needed to begin a class. Our 
success rates over the past 9 years have been excellent - 
over 95%. 

Prerequisites: Students must provide their own copy of the 
PMI Body of Knowledge (PMBOK), 4th edition, ISBN# 
1933890517. It is also recommended that you purchase the 
PMP Exam Prep book by Rita Mulcahy, 6th edition, ISBN# 
978-1-932735-18-5. Amazon.com offers both books at a 
discounted price.  

Instructor: Anita Wilton, MBA, PMP - Anita has been 
teaching our study group classes since 2004. She has an 
MBA from Pace University. She retired from IBM after 23 
years. She was a PM for 18 of those years and is now a 
consultant and educator. She authored two project 
management articles and has been honored with many 
service awards. For questions please contact Anita at 
anitawilton@optonline.com or call 914-332-9391. 
Date:  May 7 through June 18, 2012 
Time:  Mondays 6:30- 8:30 p.m. 
Location:  BOCES Center, 44 Executive Drive, Elmsford NY
Fees: $300 for members of the PMI Westchester Chapter, 
$375 for non-members.  

Payment must be made via PayPal, or by check the first 
night of class 

 

The Critical Path 
The Critical Path is PMI Westchester’s free monthly 
newsletter, published as a service for members and 
nonmembers alike. We’re always looking for your 
contributions. To submit an article for publication, please 
contact the newsletter editors listed below: 
 

Brenda Horton − Chief Newsletter Editor 
newsletter@pmiwestchester.org  

Kathy Steuber – Co-Newsletter Editor 
ksteuberpmp@aol.com 

Catherine Liberatore – Co-Newsletter Editor 
catherine2liberatore@yahoo.com  

Nat Postrigan – Co-Newsletter Editor 
postrigann09@gmail.com 

  
 


