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Top 5 Challenges of Project Managers 
Jennifer Whitt, PMP is a speaker, 
trainer, Certified Performance 
Coach, author, and company 
president of PDUs2Go.com. She is 
a PMI-certified Project 
Management Professional (PMP) 
and knows how difficult it can be to 
make time for classroom or online 
learning so she has developed a 

new way for Project Managers to Earn n’ Learn while on the 
go. For more information, please visit 
http://www.pdus2go.com 

There are all types of research out there on stakeholder 
buy-in, managing expectations, all types of things but these 
are actually the top five that I think project managers 
encounter the most. 

1. Dispelling PM myths about project managers and 
project management in general. It’s the myth that 
project managers are just paper pushers. They are just 
working on administrative stuff, that they are bullies, 
they are the ones who are always on my back about 
things. And they get in the way. They give me too much 
extra stuff to do, they just add extra work to the project. 
Those are myths that I think project managers spend a 
lot of time working on trying to dispel just to get the 
credibility back in to their role and to the field of project 
management. 

2. Keeping up. There’s so much going on now in no 
matter whether it’s your industry, whether it’s 
technology, but it’s keeping up on not only that, but also 
the changes that are occurring constantly on the 
project. So hang on–change is coming, because what 
happens is that changes the priorities and when 
priorities change you lose your resources, you lose 
your budget, things constantly change, you have to re-
craft and reorganize. 

3. Staying relevant. In other words, having the time to 
develop yourself. To learn, what are the trends going 
on in my industry? What’s the technology that people 
are using? Now, organizations are incorporating these 
mobile phones, they are using social media, they are 
using new tools, also policies. What kind of policies are 
affecting the environment, our industry, whether it’s 
telecommunications technology, real estate, all types of 
industries and what methods?  

There are all kinds of methods now and knowing which 
method is appropriate for your type of project. So it’s 
finding time to develop yourself, get informed about 
what’s happening in your industry, in your profession so 
that you can arm yourself with ways to stay more 
efficient. 

4. Losing resources. So as things change, and they are 
higher priority projects, invariably you lose your people, 
or you budget. You know, the critical resource, the 
superstar on your project that you fear, omg if I lose 
that person I am dead in the water. Well, typically we 
do. And then the budget. So budget gets reallocated to 
other projects, so therefore you have to go back, 
reprioritize your work change it, and that’s constantly 
happening. 

5. Standing firm. So there’s a saying, actually a song that 
says, know when to hold ‘em, and when to fold ‘em. I 
think it’s harder to actually stand and hold them, 
meaning step up or go to bat for things in your group 
whether its resources, trying to fight for, stand for, the 
people so that you don’t lose them. Go to your 
organization and let them know why it’s important that 
you keep that resource. Or time. You may have to go 
back to your stakeholders and position and stand firm 
that you need more time, things have changed, actually 
go to your change control board. Then process 
changes. So there may need to be some process 
changes in your organization where you have to 
change things in order to become more efficient. And 
then politics, dealing with the gremlin of politics in your 
organization. So it’s harder to stand firm. 

I think if a project manager can overcome some of these 
challenges, then they can begin arming themselves to 
handle the other challenges, like the risk, the change, the 
managing stakeholders’ expectations and all those things 
that the other research reports back. 
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Letter from the President 
It is the initial phase of the 2014 and all of us are 
working/planning on new programs/projects, 
budgets allocation and new hiring plans. At the 
same time many of us are facing other challenges 
also – like our project budgets getting slashed 
specially due to the economic crisis phase going on 
from last few years.  Everyone wants better product 
at reduced cost and projects manager are 
supposed to provide all the solutions.  We as 

project managers should come up with our strategy to handle such 
situations and deliver with success at the end. 

First of all, let us understand the reason behind such reductions. Our 
approach should be based on our findings, if it is happening across the 
board or specific to our project only. If the budget cut is related to overall 
strategic decision, the best option is to show the value of our project brings 
to the organization. If the project cuts are specific to our projects- we need 
to reevaluate our present project situation, come up with a plan to bring 
project back on track and deliver it within timelines and budget. We may 
have to go back to the drawing board to our basics. We will have to review 
the original business case, reevaluate the requirements, prioritize them, 
and communicate with the stakeholders/sponsors. These are some of the 
initial basic steps we need to start with to analyze the project. I will like our 
PMO group to work from here and come up with more details and take this 
is as one of the topic for lunch time round table conference for our PDD. 
We as project managers have the responsibility to deliver value to our 
stakeholders and this is the theme of our chapter spring Professional 
Development Day which is scheduled for April 5, 2014. 

Our Professional Development Day is our way to recognize our fellow 
project managers. This is time when we all get together and share our 
knowledge, experiences and learn new and latest techniques in this field 
which are critical to the success of most organizations. We have a great 
line up of speakers, plenty of topics for lunch time round table conferences 
and networking working session during different day breaks and after the 
meeting. So join us to for the latest happening in the project management 
world in our area. 

I hope to see most of you during our February meeting at Sir John’s in 
White Plains.   Till then stay safe and warm. 

See you at the February Chapter Meeting! 

Pawan Kumar, PMP 
President 
PMI Westchester  
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Finding Value in Project Management – Part 2 

Ian Whittingham, PMP is a Program Manager 
in the Business Transformation group of a 
leading global news and information company. 
The views expressed here are his own. You may 
contact the author directly at 
ian.whittingham@thomsonreuters.com. 

 “Worldwide, organizations will embrace 
value and utilize project management and attribute their 

success to it.” 
– Project Management Institute (PMI) 

Understanding the value that organizations see in project 
management--and being able to act on that understanding 
in an informed way--is fundamental for turning the Project 
Management Institute’s vision statement into reality. And 
even if you are not a PMI member, all project managers 
should care about whether or not organizations do, in fact, 
recognize and attribute their success to it--as the future of 
your career may depend on the extent to which they do just 
that. 

In Part 1 of this series, we looked at the limitations of a 
purely economic evaluation of project management, and 
how research by Mark Mullaly and Dr. Janice Thomas 
identified the extent to which organizations value project 
management through an examination of “fit” between how 
project management is implemented by an organization 
and its pursuit of strategic goals. 

Extending the line of enquiry started by Mullaly and 
Thomas, two researchers at the Université du Québec in 
Montreal looked at the different ways in which organizations 
valued the contribution of their Project Management Office 
to organizational performance. The PMO was selected as 
an explicit organizational entity because it could be studied 
empirically to identify what organizations valued most in 
project management. 

Although many organizations espouse unified values that 
inform corporate-wide behavior and shared goals, within 
organizations different values in different parts of an 
organization often co-exist in opposition to one another. 
These oppositional values may lead to competitive friction 
and tension, which is often expressed through political 
conflict within an organization. An effective organizational 
structure helps keep these conflicts in balance but can still 
exert influence over an organization’s performance. 

It’s not just about the ROI 

Using the Competing Values Framework --a model that has 
been widely used to analyze and describe how oppositional 
values influence organizational performance--professors 
Monique Aubry and Brian Hobbs looked at how different 
stakeholders within different parts of an organization 
viewed the performance of the PMO; that is, the ways in 
which the PMO was seen to contribute to organizational 
performance. 

What the research of Aubry and Hobbs uncovered was that 
different parts of an organization tend to value project 
management in different ways, and that those differences 
correlate with the oppositional values that different parts of 
an organization exhibit within their own operational 
competencies. 

The competing values framework is helpful because it 
provides a way of understanding the oppositional tension 
between flexibility and control and between an internal and 
an external focus within an organization by articulating the 
characteristics most often expressed within a specific 
model (or context) of organizational performance. 

In the diagram below, these criteria (or characteristics) are 
grouped under one of four models: Human Relations, Open 
System, Rational Goal and Internal Process. Different parts 
of an organization tend to exhibit criteria that align them 
with one of these contexts. (Figure 1. is explained in more 

detail in the published results of the research.) 

Figure 1: Models of organizational performance and their 
associated criteria 

By looking at these contexts in their relationship to the 
PMO, Aubry and Hobbs were able to isolate specific traits 
(or competency values) that those parts of the organization 
especially valued in the PMO as making the most 
contribution to their own performance. 

(continued on page 4)

  

Internal

  

Flexibility 

External

  

Human Relations Model 

1.     Value of human resources 
working in project 

2.     Training and development 
emphasis 

3.     Morale of project personal 

4.     Conflict resolution and 
search for cohesion 

  

Open Systems Model 

12.  Growth 

13.  Flexibility/adaptation/innovation 
in project management 

14.  Evaluation by external entities 
(audit, benchmarking, etc.) 

15.  Links with external environment 
(PMI, IPMA,etc.) 

16.  Readiness 

  

Internal Process Model 

5.     Information management 
and communications 

6.     Processes stability 

7.     Control 

  

Rational Goal Model 

8.     Profit 

9.     Productivity 

10.  Planning Goals 

11.  Efficiency 

  

Control 
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Finding Value in Project Management – Part 2 (continued from page 3) 

Using case studies, interviews and questionnaires, a 
retrospective historical study was conducted across 11 
different PMOs from different sectors, including multimedia, 
telecommunications and financial. Each PMO was reviewed 
across a time period ranging from two to 13 years (the 
average period was 7.24 years). Data was collected from 49 
staff, covering various organizational roles--project manager, 
PMO director, human resources, financial, executive, etc.--
and their responses were tagged to the criteria that mapped 
to one of the four models of organizational performance. 

What emerged from the analysis of this data was how highly 
the PMO was valued when its contribution in a specific area 
was seen to be strongly aligned with the performance of a 
specific organizational function (e.g. HR). Some of the 
observational comments from interviewees (captured below) 
testify to this strong sense of alignment and value in how the 
PMO contributes to organizational performance. 

Figure 2: Observational comments on the PMO’s 
contribution to organizational performance 

Seeing the value in project management 
Successful projects depend on effective collaboration 
between a diversity of stakeholders. Project managers can 
achieve effective collaboration through a more-informed 
awareness of the underlying values that motivate 
stakeholders to participate in their projects. 

 

 

While the standard tools of stakeholder analysis (e.g. 
RACI matrix) can be useful in clarifying the participatory 
role of a stakeholder in a project, they are not very helpful 
when it comes to understanding what motivates their 
participation. That requires an awareness of the values 
that inform stakeholder behavior, an understanding of 
what is important to the stakeholder in the performance of 
their role. And this is where the findings of Aubry and 
Hobbs can provide 
project managers 
with practical insight 
into how they can 
achieve that 
awareness. 

We often analyze 
stakeholder 
requirements of a 
project in terms of 
their wants, needs 
and desires. But what 
is often lacking is an 
understanding of 
where those wants, needs and desires derive from. A 
competing values assessment offers a way to identify 
and make explicit the values that stakeholders believe 
support the performance of their own role and recognizes 
those values in specific aspects of project management. 
With these insights, project managers can speak more 
confidently to those aspects so that stakeholders will, 
indeed--as PMI’s vision statement aspires to--attribute 
their success to it. 

 

 

 

 

 

Internal

  

Flexibility 

External

  

Human Relations Model 

“Well, we took it all [multiple 
PMOs] and centralized it; it [the 
degree of satisfaction of the 
employee] went from 0 to 24 in 12 
months. The energy, the 
empowerment—there was a huge 
improvement.” 

  

Open Systems Model 

“A lot of flexibility, what matters 
to me is the result; I couldn’t care 
less if we used a saw or a 
screwdriver to get there.” 

  

  

  

Internal Process Model 

“I think that the PMO has an 
important role in the sense that 
they have a vision of what is going 
on elsewhere in the 
organization…Normally the PMO 
has antennae in each portfolio… I 
think it could have a unifying 
role.”  

  

Rational Goal Model 

“We wanted to use project 
management resources in a better 
way so that, for example, if a 
project manager was freed up in 
one product line, and there was a 
need in another product line, we 
could move that person over if the 
competence and the profile both 
matched the requirements.” 

  

Control 
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Balancing Cost and Skills  
Andy Jordan is President of 
Roffensian Consulting Inc., an 
Ontario, Canada-based management 
consulting firm with a comprehensive 
project management practice. Andy 
can be reached at 
andy.jordan@roffensian.com. Andy's 
new book Risk Management for 
Project Driven Organizations is now 
available. 

A customer recently asked for my opinion on something 
that one of their vendors had presented to them. The 
vendor was producing some custom software, and when 
reviewing the details of the plan it had come to light that 
one of the developers on the project was less experienced. 
As a result they were cheaper, but they would take longer 
to do the work and require additional oversight--all of which 
was being billed to my customer. 

My customer felt that the overall cost of the initiative would 
be higher than if an experienced developer was assigned to 
the project in the first place; they didn’t see why they should 
pay the higher overall cost so that the vendor could train 
their staff. The vendor’s perspective was that by 
strengthening the overall quality of their development team, 
they would be better able to support my customer both in 
future product upgrades and also with any technical 
support. 

It’s an interesting debate--and one that I want to explore 
here. I’ll take the perspective of the vendor because it 
allows us to explore some of the issues in a little more 
depth. 

The Need For A Balanced Skillset 

When we are building a development team, it’s important to 
have a balance between all of the different elements—we 
can’t have all front-end developers and no back-end, or all 
testers and no coders. The same is true for skills and 
experience—if everyone on the team is junior, then the 
team will lack the skills and experience to solve some of the 
complex challenges and will lack an understanding of how 
products have evolved. On the other hand, if everyone in 
the team is senior, then we lack the infusion of fresh ideas, 
run the risk of getting stuck in the “old way of doing things” 
and have people who don’t want to do the more menial 
tasks. 

In order to achieve this balance, we need to develop career 
paths for people to join the team, develop their skills, gain 
experience, assume additional responsibilities and obtain 
more senior roles before ultimately leaving for other 
positions. This is a little simplistic—there will be times when 
you bring in relatively senior people from outside the 
organization and have a hybrid situation of a skilled 
resource with little to no knowledge of your specific 
products; but the concept is sound. 

 

The implications of this model are that at any given time 
you will have people with greater and lesser experience 
working on a project. That may mean that you have team 
members who are over-qualified for the work that they are 
performing—or who are not fully qualified for the tasks that 
they are being asked to perform. All of that means 
increased risk and the potential for any number of 
undesirable outcomes, including the disgruntled client 
situation that I described above. 

The cost of doing business 

If we focus just on the cost implications for now, there are 
really two cost-based models that an organization can take 
(the same model applies whether we are talking about real 
dollars paid by a customer or internal transfers across 
departments): 

 Charge rates that are commensurate with the skills and 
experience levels of the team. Typically this is broken 
down into senior/intermediate/junior. This has the 
advantage of being more transparent and allows a 
vendor to demonstrate to their customer that they are 
trying to reduce the customer’s costs by using less 
expensive resources where possible. This level of 
transparency can backfire (as in my example) when the 
customer starts looking at the details and sees 
additional oversight tasks, higher effort estimates, etc. 

 Charge blended rates based on job role. A software 
developer is charged as a software developer 
regardless of their skills or experience. This has the 
advantage of being able to charge a lower “headline” 
rate for each role because the high costs of senior 
resources are offset by the lower costs of those who 
are more junior. The downside here is that simple and 
straightforward tasks are charged at the same rate as 
the most complex tasks for the same job role. 

There is no “right” or “wrong” model; indeed, many 
organizations will use both depending on the preferences of 
the customer. This is especially true where organizations 
gain a lot of their business through RFPs where the cost 
structure is often dictated by the customer when they issue 
the RFP. 

Even if an organization is bidding on work on a fixed-price 
basis, these models would still be used to determine 
internal costs and hence the price that the organization 
bids. 

The Balancing Act  

So how do we balance these different factors? You need to 
develop your team, which means giving them a chance to 
stretch themselves. That in turn means that they need more 
senior people to coach and guide them, and it means that 
the work will take longer than if a more senior resource did 
the work. 

(continued on page 6)
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Balancing Cost and Skills (continued from page 5) 

If you don’t give them the opportunity, then they will be 
disgruntled at not being able to do anything but bug fixes 
and may well leave. If you charge them out to the 
customer, then they say that the costs are too high and 
they don’t want to pay to train your staff. If you give in and 
waive some of the fees, then your bosses are upset with 
you for not achieving the revenue and profitability targets. 
This problem is even more pronounced in the current 
economic climate where margins are already getting 
squeezed and customers can afford to be more demanding 
than in economic boom times because they know that it’s a 
buyer’s market. 

I wish that there were a simple and straightforward answer, 
but in reality it’s too late to correct the problem when you 
are quoting on work. In my example at the start of this 
article, someone was going to be disappointed, potentially 
everyone--the customer thinks that they pay too much, the 
organization doesn’t achieve profitability targets and the 
team is pressured to deliver more in less time to save 
costs. 

The Solution 

The secret to developing a model that works is to start with 
a more scientific process for determining the rates in the 
first place. Don’t calculate the rate that you charge a 
resource out at based simply on the average salary of a 
senior developer plus X% profit margin. Instead, think 
about the developer’s work from a more complete 
viewpoint: 

1. How much of their time will be spent on non-billable 
work (team meetings, administration, training, 
estimating work for proposals, etc.)? 

2. How much time will they spend out of the office? 
3. How much time will they spend 

mentoring/coaching/assisting less experienced 
resources? 

4. How much time will they spend doing work that is more 
suited to an intermediate developer? 

5. How much time will they spend billing at their full rate? 

Now, forgive me some math, let’s look at how we calculate 
this. Let’s say that the answers to the above are (in hours): 

1. 400 
2. 100 
3. 200 
4. 300 
5. 1,000 

That gives us a total of 2,000 hours for the year. Now 
suppose that the resource costs $120,000 and we need to 
generate a gross margin of 50%--in other words, they need 
to generate $240,000 in revenue for the company. 

 

 

 

Now non-billable and out-of-office time is going to 
generate nothing, and let’s suppose that we can only 
charge them at ¼ of their rate for mentoring and coaching 
work and ½ rate for intermediate develop work. That 
means that to get to $240,000 the hourly rate that we 
charge (let’s call it X) has to be: 

(200x * ¼) + (300x * ½) + 1,000x = $240,000 

…or: 

50x + 150x + 1,000x = $240,000 

Therefore X, the hourly 
rate, has to be 240,000 
divided by 1,200 (50 + 
150 + 1,000), or $200 
per hour. 

When the resource is 
coaching, then we 
charge them out at just 
$50 per hour; when they 
are doing less senior 
work, we charge them at $100 per hour. But as long as we 
maintain the mix of work, then we retain our profitability. 
We obviously repeat these calculations for intermediate 
and junior developers, and if we plan to use a blended 
rate then we take a weighted average. 

Of course there may still be occasions where the 
organization wants to reduce the rate to win business, but 
that can now be a conscious decision with an 
understanding of the implications on the bottom line. 
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Chapter Meeting – February 11, 2014  6:00 PM – 8:00 PM 

Topic: Teams on Fire! - Transforming your group into a 
more productive, profitable and motivated team 

Teams often experience a lack of productivity and 
profitability due to communication breakdowns. With Teams 
on Fire! Strategies you will be able to transform a 
lackluster, underperforming team into a productive, 
profitable and motivated one. 

An award- winning speaker, author and communication 
expert, Heather Hansen O’Neill shares specific leadership 
strategies and actions to ignite a more positive, focused, 
productive atmosphere. 

Featured Speaker - Heather Hansen O'Neill 

Heather Hansen O'Neill is an award winning speaker, 
author, and coach presenting to organizations and 
corporations on team development, productivity, and joyful 
living. Heather is a certified DiSC facilitator, certified 
corporate coach, TV and Radio show host and creator of 
numerous products and programs. She runs a successful 
business transforming lives and companies while making 
plenty of quality time raising her three high-energy boys. 

Heather offers keynote speeches, individual and group 
coaching, webinars, CDs, DVDs and her books Find Your 
Fire at Forty and Teams on Fire!  

 
Location 

Sir John's 
915 N. Broadway, White Plains, NY  
(914) 946-9429  

Agenda 

6:00 | Registration, Networking & Dinner  
6:45 | Announcements, Introduction of Program  
7:00 | Guest Speaker or Internal Program (1 PDU)  
8:00 | Participants network 
8:15 | SIG programs; PMO, Quality (1 PDU) 

Career Corner 

Razzino Associates, Inc. 
www.razzinoassociates.com 
220 Kinderkamack Road,  
Westwood, NJ 07675 

Janelle Razzino, President   
janelle@razzinoassociates.com  
Office: 201-722-3111  
Cell: 201-925-6086  
Fax: 201-722-3113 

Meeting Sponsors 

Academy Leadership 
Strategic Project Leadership 

Fees 

Chapter members − $20 
Non-members − $30 
We accept cash or checks. Sorry, no credit card  

Directions: 

From I-287 EAST 
 
 Take 287 East 
 Take Exit 6 for NY-22 towards N White Plains/White 

Plains 
 Turn LEFT onto NY-22 North / N Broadway 
 Turn LEFT to stay on NY-22 North / N Broadway 
 Destination will be on your LEFT 
 

From I-287 WEST 
 
 Take 287 West towards White Plains 
 Take Exit 6 – Central Westchester Pkwy onto Central 

Westchester Parkway 
 Bear Right onto N Broadway (Route 22) 
 Destination will be on your LEFT 
 

Map to Sir John’s  
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Upcoming PMI Westchester and Other Educational Events 
PMP Exam 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.  

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. 

Date/Time: Mondays, March 31 through May 5, 2014 -- 
6:30 PM to 8:30 PM 

Location:  BOCES Center, 44 Executive Drive, Elmsford, 
NY 

Instructor:  Anita Wilton - Please contact Anita Wilton, 914 
332-9391 or anitawilton@optonline.net for information.  

Cost:  $300 for PMI Westchester members, $375 for non-
PMI members (Payments must be made via Pay Pal or by 
check the first night of class) be made via Pay Pal or by 
check the first night of class). 

COMING IN SRPING 2014 - PMP 
Exam Preparation Class 

The PMI Westchester Chapter is 
pleased to announce another PMP 
Exam Preparation course with 

instructor John Sherlock, who will assist the PMP 
Certification candidate in preparing for the PMP Exam. This 
course will be offered on the Westchester campus of Iona 
College in New Rochelle, NY.  

Date/Time: Saturdays, April 26th through June 7, 2014 
-- 8:00 a.m. - 4:00 p.m. 

Location: Iona College Hagan School of Business, Room 
101, 715 North Avenue, New Rochelle, NY 

Fees: Through Apr 10, 2014: $700 for members of the 
Westchester Chapter and other PMI Chapters, $800 for 
non-members.    

After Apr 10, 2014: $800 for members of the Westchester 
Chapter and other PMI Chapters, $900 for non-members.  

Payment must be made in advance via PayPal or by check 
(payable to PMI Westchester). 

PMI Westchester’s 5th Annual PMI Westchester 
Professional Development Day: The Twenty-First 
Century Project Manager: Delivering Stakeholder Value 

Date: Saturday, April 5, 2014  

Keynote Speaker: Peter Sanderson, Project Director 
NYS Thruway  -- Peter is currently Project Director (New 
York State Thruway) of the 3.9 Billon dollar Tappan Zee 
Replacement Bridge, the largest ongoing public works 
project in the country. Mr. Sanderson’s areas of expertise 
include signature span bridges, project construction 
management and delivery on cable-stayed structures. 
Peter’s global experience, combined with his social and civil 
engineering skills, were vital to the structural and public 
success of the high-profile 1-35W Replacement design-
build project in Minneapolis. He has more than 40 years of 
engineering and construction experience on major, multi-
million dollar projects. 

Fees:  
Before March 7, 2014: $200 PMIW and other Chapter 
Members / $250 Non-Member  
March 8 – April 2, 2014: $250 PMIW and other Chapter 
Members / $300 Non-Member 
After April 2, 2014: $300 PMIW and other Chapter 
Members / $350 Non-Member 

* Chapter member discount applies to members of the 
following PMI Chapters: New York City, Southern New 
England, New Jersey, Long Island, Hudson Valley, 
Binghamton. 

Location: Holiday Inn, Mt. Kisco, NY -- 1 Holiday Inn Dr 
Mount Kisco, NY, (914) 241-2600 

Event Details: 
http://www.pmiwestchester.org/PDD_2014/PMIW_PDD_20
14.shtml 
 

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

Brenda Horton − Chief Newsletter Editor 
newsletter@pmiwestchester.org  

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

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

  
 


