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How Do You Onboard New Project Team Members 
Kiron D. Bondale, PMP, PMI-RMP 
has managed multiple mid-to-large-
sized technology and change 
management projects, and has 
worked in both internal and 
professional services project 
management capacities. He has 
setup and managed Project 
Management Offices (PMO) and has 

provided project portfolio management and project 
management consulting services to clients across multiple 
industries. Kiron is an active member of the Project 
Management Institute (PMI) and served as a volunteer 
director on the Board of the PMI Lakeshore Chapter for six 
years. 

What happens when a new team member joins in the 
middle of the project? 

Onboarding is the complete set of activities which get 
performed when someone joins a company – providing 
their system access, finding them somewhere to sit, 
introducing them to their co-workers and so on. But 
onboarding is also crucial when an existing employee joins 
a new project – without this they are likely to feel 
disconnected from the rest of the team, and may not 
commit themselves fully to the project’s success. 

Is this really necessary? After all, the new team member 
has likely worked for the company for a while, already has 
an assigned workstation, knows his or her co-workers and 
will probably understand what’s expected of them. 

That may all be true, but a specific project’s team culture 
can be quite different from the culture of the department or 
organization as a whole. While the new team member may 
have worked on projects before, the specific practices 
which your team is using may be different from what they 
were used to before. They may not know all the other team 
members, especially if it is a cross-departmental project. 

So what are some steps to properly onboard a new team 
member? 

 Prepare for their arrival. Just as you would want to 
ensure that a new employee’s workstation, computer, 
phone and e-mail access and even business cards are 
ready before their first day, make the new team 
member feel that their joining was not a surprise by 
informing the rest of the team of the new arrival in 
advance, finding a spot for them to work and confirming 
their access to project documentation and other 
applications. 

 Introduce them to your sponsor and all of the team. 
This seems like a small thing, but if they have never 
worked on a project for your sponsor before, 
establishing that connection will likely make the new 
team member feel that their contribution is valued. 
While they may not work directly with the full team, 
they will be equal custodians for the team’s ownership 
of its practices and work products so it is important for 
them to know 
and be known 
by all. 

 Hold a mini-
kickoff meeting 
welcoming them 
to the project. 
While the primary audience will be your new team 
member, you should use it as an opportunity to do 
some team building, to reinforce key messages about 
the project’s vision and remind the whole team how 
important everyone’s work is to achieving that vision. 
Have your existing team members share some of the 
key rituals which are part of the team’s culture. 

 Find them a project buddy. Whether it’s one of the 
existing team members they will be working closely 
with, or someone leading a different work stream, 
identify a willing “go to” person who will help support 
them in their first couple of weeks. This is a great way 
to make the whole team responsible for supporting 
one another, and will reduce the draws on your time. 

You’ll never get a second chance to make a good first 
impression, so onboard new team members with the same 
thoughtfulness as you’d show to a new employee! 
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Letter from the President 
We welcome our members to annual membership 
meeting 2015. We will provide overview of our 
chapter financial health, status of various programs 
initiated by us and announce the result of recent 
elections for different board positions. This will be 
covered under business meeting which will give 
opportunity to all members to ask any questions or 
bring any new business before the membership. 
We usually adjourn within 15 minutes so we can 

move onto the main program. I invite all members to join and participate in 
this event, because it is your needs, interests and volunteer energy that 
makes the chapter run. This meeting is free for all our members. 

Our chapter has been in a phase of establishing and consolidating in mid-
sized chapter space. We have grown from a small/new chapter to a mid-
sized chapter few years back. Now we are comfortable in that space and it 
is time to move and add some new programs to jump to new level. Our 
membership has started showing a positive trend after last few years when 
we touch 600+ numbers.  After a long time we had 78 attendees at our 
April Chapter meeting which is all time highest attendance at our chapter 
meeting.  Our regular meeting is also attended by more than 10% of our 
membership. We are running our Spring Professional Development Day 
regularly, Breakfast Roundtable and Job Club. Our education classes for 
PMP certification are very popular in the region and they bring in enough 
revenue to maintain good financial health of our chapter. 

There are some new opportunities which are knocking at our doors and we 
need to regroup and come with new plans to be successful in these areas.  
With new recertification guidelines, we need to work to provide additional 
options to our membership to get those additional PDUs. Our education 
teams needs to work on this. Similarly we need to build next in command 
leaders for our chapter. With hardly any new face for the board elections, a 
worrisome sign for us. We need to come up with some guidelines and 
programs to build our next leaders for the chapter. Another factor which 
was raised at our region meeting was to encourage relationship with local 
universities. We are working this and hope to have some results soon. 

Once again, this is your chapter, come with any requirement/suggestions 
etc. which can help our community. We will be one team to work on those 
and will achieve desired result. 

Thanks and have a wonderful summer. 

 

See you at the June Chapter Meeting! 

Pawan Kumar, PMP 
President 
PMI Westchester  

PMI Westchester Board of Directors 
 

President 
Pawan Kumar 

 
Past President 

Duff Bailey 
 

Vice President Programs 
Paul O’Connor 

 
Secretary 

Carol DeGrella 
 

Treasurer 
Sathyaprakash Rao 

 
Vice President of Membership 

Michael Byrnes 
 

Vice President of Communications 
Brenda Horton 

 
Vice President of Career &  
Professional Development 

Mary Jo Vessecchia 
 

Vice President of Outreach Programs 
Anand Kanakagiri 

 
 

  



June 2015 PMI Westchester Critical Path Newsletter Page 3 

 
 

The Project Management Toolbox 

David Morgen has over 20 years of 
experience in project management, 
working for many large companies. 
He has served on the board of 
directors at the Puget Sound PMI 
Chapter and at the PMI Westchester 
Chapter, where he currently serves 
as Chairman of the PMO Special 
Interest Group (SIG). Career 

development and Project Management skills are frequently 
discussed topics of interest at the PMO SIG. 

A few weeks ago, a respected colleague advised me that I 
needed to know JIRA if I wanted to claim to know Agile or 
Scrum when applying for jobs. This got me thinking about 
what tools are needed as a project manager looking for the 
next opportunity and I decided to ask the members of the 
PMO Special Interest Group (SIG) from the Westchester 
Chapter of the Project Management Institute (PMI).  

We brainstormed, did some research and then had a 
follow-up discussion. 

A challenge was raised about the question itself. Should we 
focus more on project success? How do we measure and 
demonstrate a history of delivering value toward the goals 
of the organization - typically business value, but other 
goals may exist for non-profits and other organizations. 

 Situational questions can bring out past experiences 

 The resume should focus on accomplishments and 
value (for hiring managers) ahead of tools that might be 
required for weed out programs and HR to avoid 
elimination 

 Candidates show interest in business value by bringing 
it up with the interviewer. This can be discussed with 
other hard to measure values, such as honesty and 
integrity 

 Networking may not get you the job, but you can build a 
connection more easily with the interviewer when you 
are referred by a person who the interviewer know and 
who will vouch for you, sharing what you have done 
successfully and the value delivered.  

 Providing value in the interview with great ideas to help 
solve some of the hiring manager’s problems gives a 
glimpse of what can be expected if you are hired  

It is also important to understand why some qualifications 
are important. Project size metrics, such as budget, number 
of people, matrix experience and number of vendors shows 
that you can handle complexity. Number of years in project 
management implies that you can manage different types 
of projects and can overcome challenges. 

The value of credentials change over time. A BS used to be 
basic and a PMP was a competitive advantage. More 
recently candidates may need a PMP, CSM or other 
certifications just to be considered. 

Some industries narrow the candidates list based on 
domain experience. We saw examples of healthcare 
managers’ preference for people with healthcare 
experience over those with IT and PM experience. In some 
cases it becomes specific – for instance expertise in EPIC 
healthcare software. 

Other skills may reduce ramp-up 
and may be required with 
consulting positions, such as 
experience with JAVA, .net or 
SQL. Project Management and 
process tools may also be 
required, even though they can be 
learned quickly – including the 
example given earlier for JIRA 
(also Rally or Version One). 
Knowledge of Salesforce.com and SAP may also be 
required. Even when you have experience, it needs to be 
kept up to date. There is a risk, however, that a laundry list 
of tools may eliminate some potential superstars and 
postings that require many tools may indicate a shotgun 
approach to hiring – is this the kind of management you 
want to work for? 

There is much to learn while working full time (typically 50 
hours or more per week), commuting and having some time 
for yourself, your family and friends. Some suggestions 
include: 

1. Look for opportunities that are a good match 

2. Add skills over time in a manageable way to remain 
competitive 

3. Show a pattern of real examples that demonstrate 
how quickly you learned a new skill or domain on 
the job to deliver a project successfully 

In conclusion, I find that the best approach is to verify a 
good match for skills and jobs of interest and to make sure 
that I usually have someone who can vouch for me and my 
capabilities as a project manager with someone who trusts 
and respects them. If possible, focus on hiring managers 
and meeting their needs, bypassing the HR weed out 
process. Credentials and tools are important (and can be 
critical), but even more important are relationships and 
demonstrated delivery of value. 
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Coping With Long Lists of Inputs and Outputs 

Seamus is an Electrical and Electronic 
Engineering honours graduate of 
University College Cork (UCC), Ireland. 
He has worked globally in a variety of 
roles over the past 18 years. These roles 
ranged from technical positions in key 
customer deployments to senior 
management positions, managing 
geographically dispersed teams. He has 

successfully completed assignments in China, Argentina, 
Israel, Malaysia, the UK and the USA, and has worked with 
many top companies worldwide. Seamus founded Velopi in 
Cork in 2009.  

If you are currently studying for the Project Management 
Professional (PMP)® exam then you will be aware that 
each of the 47 processes listed in the Guide to the Project 
Management Body of Knowledge (PMBOK® Guide) have 
inputs, tools/techniques and outputs associated with them. 
If you were to learn these off by rote, you would have to 
memorize hundreds of different items. 

Here at Velopi we do not advise our students to learn these 
off like multiplication tables. Instead we place our emphasis 
on understanding. If you are clear in your mind about what 
each process does, you should have a good understanding 
of the tools and techniques needed. Indeed, most of the 
PMP® exam preparation course material centers on these 
very tools and techniques. 

However, if you are also clear in your mind about how each 
process relates to others, you should be able to build up a 
picture of what artefacts are communicated between them. 
For example, each planning process produces a section of 
the Project Management Plan. All of these sub-sections 
then feed into the Develop Project Management Plan 
process. The PMBOK® Guide encapsulates all of these 
sub-sections in one input called “outputs from other 
processes”.  Once you are aware that the outputs being 
referred to are sections of the overall plan and that the 
other processes are planning processes, this input now 
makes a lot of sense. 

Generally speaking, processes tend to have one or two 
main inputs and use these to produce their own outputs. 
But there are processes that draw on ten or more inputs 
and these can be frightening for the PMP® exam student. A 
good example is the Estimate Activity Durations process. 
This lists ten inputs, as follows: Schedule management 
plan, Activity list, Activity attributes, Activity resource 
requirements, Resource calendars, Project scope 
statement, Risk register, Resource breakdown structure, 
Enterprise environmental factors, and Organizational 
process assets. 

Instead of blindly learning all ten of these inputs, consider 
for a moment what the Estimate Activity Durations process 
is trying to do. It is trying to determine how long each 
activity will take. So the first thing we will need to know is 
what activities do we need to determine durations for. 

It might be useful to study the overall Project Scope 
Statement to understand where all the activities fit into the 
big picture, but we will definitely need to access the outputs 
of Define Activities to get the list of activities. We would also 
be interested in any other information about the activities, 
so the Activity Attributes document will be welcome as well. 

What else should be available to us at this point? Well we 
should have estimated the activities’ resource 
requirements. These can have tremendous consequences 
for scheduling because a particular task might require a 
particular resource that might be difficult to obtain. This is 
particularly true if the activity needs a particular member of 
staff. So we need to know when this person will be 
available for selection. In other words, we need to reference 
Resource Calendars and the Resource Breakdown 
Structure. 

Another question to ask is: have we got all the activities 
from the scope planning work? The only other knowledge 
area that might add extra activities is risk planning. We 
might decide to take steps to mitigate the probability and/or 
impact of some risks and these might involve some extra 
work for the team. So the Risk Register becomes an input. 

Knowing the activities that need to be estimated is a good 
start, but is there anything available that will help the 
Project Manager come up with sensible estimates? When 
you are dealing with planning-related processes, it is 
always a good bet to consider the Enterprise Environmental 
Factors and the Organizational Process Assets. The 
environmental factors can provide databases for estimating 
based on norms for this industry and productivity metrics. 
The Organizational Assets supply historical information 
from previous projects and advice on which 
tools/techniques work best. 

In the PMP® exam itself, inputs and outputs are tested by 
asking “which of the following is (or is not) an input/output 
of process X?” If the question is about inputs, ask yourself 
what should be available before I start this process? You 
will often find that at least one of the answers given is one 
of this process’s outputs. Once you have reduced the 
options to plausible ones, ask yourself what could this 
process do with each input? Often an input will rule itself 
out because it cannot contribute to the process’s work. 

Similarly, if the question is about outputs, ask yourself what 
does this process contribute to the overall project? Do any 
of the answers make sense in that context? If you cannot 
imagine how this process could produce an output then it is 
a safe bet that you can rule that option out. 

In summary, do not try to learn lists of inputs and outputs 
mindlessly. Instead, ensure that you know what all the 
processes are, what they do and how they relate to other 
processes. That understanding will help you make sensible 
judgments about their inputs and outputs. 
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Dealing With Resistance to Change 
Rebekah was born in Sudan and 
relocated in 1988 to the UK. Rebekah 
was the PMO Program Manager for 
one of the biggest multi-million pound 
programs in the Financial Services 
Sector at IBM UK. After her time at 
IBM, Rebekah went on to consult for 
some of the biggest global banks in 
the UK including Lloyds Banking 

Group, Royal Bank of Scotland and Deutsche Bank in roles 
ranging from PMO Lead to Global Program Manager for 
multi million euro programs. 

If I ask a group of five project managers, what their top 
three biggest issues were, I can guarantee resistance to 
change would be mentioned at least once. 

Dealing with resistance to change can be very challenging 
especially when it is coming from top down. People 
manifest resistance in many forms, these can include: 

 Delaying critical approvals 

 Raising issues at every meeting 

 Avoiding meetings or engaging with the project 
team 

 Not completing training or attending training 
sessions 

 Delaying availability of resources to the project 

The worst type of resistance is the passive 
aggressive form; you don’t see those coming and probably 
won’t be. An example of passive aggressive resistance can 
be a senior member of the management team using their 
position to influence the outcome of the project by 
whispering in the ears of stakeholders. 

You will not be aware that this is happening in the 
background but the resistance will manifest itself through 
the stakeholders in the form of blockers they put up. 

Resistance to change is a risk to any project and, if not 
addressed, can become an issue that has far reaching 
implications for your project. But, never fear, all is not lost, 
there are steps you can take to mitigate resistance. 

The first thing to note is that resistance does not always 
come from a bad or negative place. It can stem from fear or 
misunderstandings, misunderstanding the objectives of the 
project or the impact it will have.  Second point to note is 
that, it is always better to address resistance when it first 
rears its head. 

 

When you are first met with resistance, understand what 
the driver is. The reasons will usually fall within three pools: 

1. Lack of knowledge. For example, an engineer may 
have never worked on a project before and does not 
understand how to raise a risk or an issue. A lot of 
people do not ask for help for fear of asking a “stupid” 
question (or looking stupid to their colleagues). I for one 
do not believe there is 
ever such a thing as a 
“stupid question”. In 
these instances where it 
becomes apparent that 
the issue is a lack of 
knowledge, create 
training materials that 
will close gaps in 
knowledge. 

2. Lack of understanding: For example, you have a 
stakeholder at the business level with no technical 
knowledge whatsoever will not be able to translate what 
the impact of an IT centric project will have on his/her 
business area. If the technicalities are not translated 
into a clear impact statement in laymen terms, the 
stakeholder will continue to resist what you are doing 
until they have clear understanding of how your project 
will impact them. 

3. Unfounded reasons. People who fall into this pool 
have no genuine reason for the resistance they put up. 
They just don’t want things to change or just have a 
negative Nancy attitude to anything. These tend to be 
people who have enjoyed a status quo in an 
organization for a very long time. In these instances, 
the best approach is to take each blocker that they 
throw at you one by one, deal with them and then 
address the following blocker until they have no more 
blockers to throw at you. 

When you understand the reasons for the resistance, you 
can implement the right approach to address it. 

Resistance does not always come from a negative place. 
You should initially give credence to any objections raised 
until you are able to validate them. You will find that some 
of the genuine ones highlight a gap or something that was 
not thought of as it is coming from a different perspective. 

A point of caution, you should never dismiss any objections 
as baseless. This will further exacerbate the problem. 

In summary, resistance to change does not always come 
from a negative place and objections can be valid. 
Understand the driver for resistance and implement an 
approach to mitigate it. 

What was the worst case of resistance to change that you 
experienced? How did you deal with it? Is there any advice 
that you would like to share with other project managers to 
help them deal with resistance to change? 
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Planning for a Productive Retrospective - 4 Steps to Better Learning 

Zenkara focuses on streamlining and 
deploying business processes and 
quality systems and accelerating 
decision making through OODA 
(Observe, Orient, Decide, Act) and 
metrics systems. Zenkara is located 
in Brisbane, Australia. 

We’ve all been there before – a project that hasn’t gone so 
well: over budget, late, not meeting everyone’s 
expectations (project death marches springs to mind). And 
of course there are those projects which never actually 
finish – they simply no longer have anyone working on 
them. 

The executives and senior management now want to 
forget, or worse still, want some heads to roll. 

At the end of the project, the project manager or director 
(or some enlightened sponsor) may call a Retrospective 
(or Project Review, Hotwash, Post Implementation Review, 
etc) to get to the cause of what happened. 

To maximize the value of this type of activity to the 
company, you need to collect both lessons learnt and data 
(to support the lessons). It also helps protect you when the 
political ramifications start. 

Step 1 -- Collect lessons early and often 

If you’ve already started your project, or even getting close 
to finishing, start collecting lessons now! 

Look through: 

 minutes of meeting and records of discussion 
 progress reports 
 project presentations 
 customer feedback 
 project emails – particularly those involving 

decisions made 
 audit reports 

What commentary or narrative from the sponsor or project 
manager can you see? What customer responses to 
decisions stand out? 

Even the most poorly documented projects have some 
material upon which to extract lessons of what worked and 
what didn’t. You just need to look for decisions and 
changes in the running of the project (or even if there were 
no changes despite them being needed). 

This might seem like a lot of work and indeed most staff 
simply turn up to Retrospectives with minimal preparation 
and view it as a talk-fest to provide their opinions, rather 
than a serious analysis opportunity. In the absence of hard 
data and decision points, opinions often count only as loud 
as the person making them. 

Step 2 – Ask reflective questions 

Ask a reflective question at the end of each project 
standup/meeting – “what could we have done differently?” 

The answers to these questions often make great sources 
of potential project and organizational improvements. It is 
often difficult to separate egos from answers, however with 
focus on project and outcomes, the negative effects can be 
reduced. 

Just like any continual improvement, record them in a 
central location such as a wiki, SharePoint or cloud 
collaboration tool. Don’t mix them up with other organization 
improvements or the effort may be divorced from the project 
and will lose any momentum or goodwill built up. Revisit 
and report occasionally to the project team to ensure the 
process does not go stale. 

Step 3 -- Collect data 

To support the lessons being collected in step 1 and step 2, 
start collecting data as early as you can – determine the 
measures that are available (or can be readily computed) 
and collect these throughout the project. 

In many projects, basic measures are recorded and 
monitored (schedule, milestone, cost, earned value) but are 
not considered when thinking through lessons. This is 
missing a potential wealth of material because by looking at 
decisions as they occurred during a project we can 
determine potential cause and effects (this is often rough 
and ready but is good enough to support lessons). 

This may sound burdensome however the metrics are 
collected anyway and may require simple markups to match 
decision points to impacts on the project data. 

Step 4 -- Communicate, communicate, communicate 

Failing projects can bring out the worst in people – 
managers, team members, sponsors and customers alike. 
All of whom are burnt out and over the project. Most of all 
they don’t want to be blamed for the failure. It’s critical for 
the sponsor and managers to step up and sustain an 
environment that enables staff to call out problems to get 
them fixed. Learned helplessness is a corrosive behavior 
that can destroy a company. Yet it happens in many 
companies by default simply because no one stopped it nor 
took action to prevent it. 

By communicating at each and every opportunity, sponsors, 
managers and team members can build an expectation that 
problems called out will be addressed and not simply a 
blame game. At every meeting and in every presentation 
and report, make this behavior front and center. Each 
decision can be made with a fuller picture of the project and 
potential ambiguities reduced. 

In doing so, the politics of a Retrospective can be reduced 
and some real value can result. 
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Chapter Meeting – June 9, 2015  6:00 PM – 8:00 PM 

Topic: Annual Business Meeting PLUS "Project 
Management Certifications... PMP and Beyond"  

Recent Changes Announced by PMI: tasks within the 
domains of practice (exam change effective 11/1/15), how 
to plan and earn PDUs under the updated CCR program 
(CCR change effective 12/1/15).  

Other PMI Certifications: a review of the other seven 
certifications currently offered by PMI (PMI CAPM, PMI 
PgMP, PMI PfMP, PMI ACP, PMI PBA, PMI RMP, PMI SP).

Featured Speaker - John Sherlock, PMP, MBA 

John Sherlock is an accomplished and credentialed Project 
Management Professional with almost 40 years of 
experience in the energy, financial, telecom and automotive 
industries. 

John is currently an Assistant Professor and Director of the 
Project Management Program in Hagan School of Business 
at Iona College in New Rochelle, NY; and until recently, an 
IT Program Manager with Volvo Cars of North America. 
John is a PMP, a Certified Six Sigma Black Belt, a Certified 
Six Sigma Instructor, a PMP Prep Instructor for the 
Westchester Chapter of PMI and also credentialed in the 
areas of software development, IT governance, risk, and 
audit. 

A Doctoral candidate at Pace University conducting 
research in the area of Cybersecurity, John has an MS, an 
MBA and a Certificate in eCommerce from Iona College. 
John’s undergraduate degree in technology was from New 
York Institute of Technology. 

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 

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) 

Fees 

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

 

Meeting Sponsors 

 

 

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 the 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 
PMI Offers On Demand Free Webinars for Members 

If you are in need of PDUs and don’t know where to find 
them, look no further.  PMI members can access a library of 
webinars addressing project management trends, best 
practices, how-to-guidance, and much more — all available 
to help you make meaningful contributions to the projects 
you lead or work on. 

You can choose from a variety of focus areas such as 

 Agile 
 Benefits Realization 
 Career Management 
 Change Management 
 Communications 
 Industry-specific 
 Leadership 
 New Practitioner 
 Organizational Project Management 
 Requirements Management 
 Risk Management 
 Scheduling 

Just simply log into PMI.org and go to Learning, or click 
http://www.pmi.org/learning/on-demand_webinars.aspx, 
and you can select from any number of free webinars, all 
while earning precious PDUs towards your recertification.  

You have nothing to lose, only PDUs to gain. Happy 
Learning!! 

June 2015 Breakfast Roundtable Meeting 

Topic: This is the final BRT of the 
season and the topic is still open.  

(This is a REMOTE ONLY Breakfast 
Roundtable! You must register at 
least one day prior to event - e-mail 
tcsmithsr@verizon.net) 
 

Facilitator: Thomas Smith, JoAnn Guerriero, Mary 
Gilmartin, Doreen DePass 

Date: Tuesday, June 23 − 7:30AM to 8:45 AM 

 

September 2015 Chapter Meeting 

Topic: Chapter Meeting (Topic TBD) 

Date:  September 8, 2015 

Speaker: TBD 

Location: The Royal Palace, 77 Knollwood Road, 
Greenburgh Shopping Plaza, Greenburgh, NY 

 

Enjoy your summer! 

 

See you in September!!!

  
 


