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A Message from the President
By Steve Lundquist , PMP, President

Letter from the President

Steve Lundquist,
PMP, PMI-ACP, M.Sc.
President
PMI New Hampshire
Chapter
Greetings Fellow Project Management Professionals,
It seems like time is flying by in
my year as the chapter president, and I can’t quite seem to
keep up with everything going
on. I’m sure that is a challenge
that all of us face, and especially so when working in an allvolunteer organization. However, I feel that being part of this
all-volunteer professional organization is valuable, and this
is why I put in the time.
PMI is the professional organization for project managers
worldwide. Much like the AMA is
the professional and certification organization for doctors, or
the Bar Association is for Lawyers, PMI serves that same
function for you. That is why it
is so important for you to join.
However, to get the full benefits, you should join your local
chapter as well. That is where
the networking and action is. As
members, I encourage you to
talk up your local chapter to
your friends and co-workers,
and get them involved.
Again, I would like to thank the
entire board of directors for all

their efforts. There have
been a lot of changes over
the years and I expect that
will continue as we function
as a team in volunteer roles
of a non-profit organization.
Without your help and willingness to raise your hand to
volunteer, our chapter would
not be as successful as it is.
Thank you.
Happenings
Do you know of any organizations, project, or project
managers that are especially
deserving of recognition? Remember that the chapter has
an annual awards program.
Make sure to nominate your
friends, neighbors, company,
projects, or even yourself for
one of the awards. You can
contact Jason Hui, PMP,
Ph.D. at president-elect@pmi
-nh.org for more information.
The PMP Study groups are
starting up again. Get yourself registered if you are not
certified yet, or get friends
and co-workers to sign up to
get their certification. If you
recently became certified, we
hope to see you volunteer as
an instructor or a mentor.
You get PDUs, and can pay it
forward within the chapter.
We will also be looking to
start another PMI-ACP Certification class in the summer
timeframe. Contact Jesse Edwards at education@pminh.org for more information.
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In addition to the study groups
we as a chapter host, also offer
events that are focused on one
specific topic. On March 14th,
we will have Rick Brenner at
The Yard in Manchester to talk
about “Decision Making for
Team leaders”. You may re-
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A Message from the President continued
member Rick from the New
England PM Summit that happened last summer.
Our web page is undergoing a
revamp, and you should soon
see the results of this. I want
to offer a special thanks to Peg
Duggan for all her hard work
on this. Once the new web
page goes live, there should
be a lot of additional functionality incorporated into the site
that will tie in directly to the
PMI.org website. Keep your
eyes on http://www.pminh.org for more info.
We are continuing our social
media presence with our Director of Social Media, Joe
Delangie, PMP. If you have not
seen the Chapter’s LinkedIn,
Facebook or Twitter social media sites, go check it out! We
will also be putting chapter
meetings and events on a site
called Lanyrd. This is another
repository for materials and
announcements to get the
word about our organization
out. Remember to click the social media buttons when you
reserve tickets for a chapter
meeting or event. Also, if you
have requests on what you
want to see from social media,
please let us know. You can
contact Joe at dal4@pminh.org.
If you are interested in volunteering or have an idea for a
volunteer project, contact
Sushil Jaswail, Director of Vol-

unteers at volunteers@pminh.org.
Don’t forget to reach out to
our Director of Networking,
Linda Sweeney, PMP, who is
working to identify networking
opportunities for Chapter
members. Also, Linda is working with the Mass Bay chapter
on an Executive Survey. This
should provide great information and insight to you as a
member of the chapter. If you
are interested in networking
opportunities, contact Linda at
networking@pmi-nh.org.
Have you noticed that we have
some great new give a-ways
and branded material? I
would like to especially thank
Melissa Brown, PMP, for jumping into her role as the Director of Marketing. If you have
any ideas or suggestions for
her, please don’t hesitate to
reach out to her at marketing@pmi-nh.org. I am also excited by some of the other initiatives she is taking on.
Region 3
What is Region 3 you may
ask? Regions are how the PMI
mother-ship has divided the
world up, and our region consists of the New England
states, plus the Canadian Maritime Provinces, Quebec and
Ontario. On May 28th through
the 30th, the Rhode Island
(Ocean State) chapter will host
Region 3 conference, and your
chapter leadership will be atPage 2

tending in force to learn how
we can serve you better. While
we attend Region 3 to become
better leaders for you, the
chapter, it is also a wonderfully personal enrichment opportunity. This is one of the more
tangible benefits of serving as
a volunteer on the board. If
you are curious about this,
please contact any board
member.
Every year the Region 3 conference moves between Canada and New England. Next
year will be in Canada, and
that location has already been
chosen, however 2017 is up
for grabs.
Also, we have a new Region 3
mentor, Lynne Shannon. The
Region Mentor serves as a liaison between the chapters and
the PMI mother-ship, and I
hope we can take advantage
of her expertise and enthusiasm. Hopefully we’ll have her
at one of our chapter meetings
in the near future.
Board Membership and
Elections
As the year moves along, keep
in mind that we will be calling
for candidates and volunteers
to continue running this chapter. It’s a great way to give
back to the community as well
as earn PDUs. Part of the plan
moving forward is that we will
be restructuring our board so
that we can take a more strategic role, and reach back to
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our volunteers for the day to
day tactical operations of the
chapter. We will be presenting
this updated board structure in
the near future. You will also
have a chance to register your
opinion on this at the Annual
membership Meeting scheduled for May.
As positions change, new
openings may be available on
the Board. If you are interested in serving on the PMI New
Hampshire Chapter Board or in
a volunteer capacity, please
contact me at president@pminh.org. Tammy Burnham has
served as our Director of Programs, and she is looking to
pass the torch to another volunteer. She plans to stay on
until June, and I want to thank
her for finding stellar speakers
to provide an evening of networking and education. Thank
you for your hard work, and
we hope to see you at many
future events. The Director of
Programs is responsible for securing a guest speaker for our
various chapter meetings, and
needs to organize information
about the speaker for our Director of Operations and
Events. If you, or anyone you
know, is interested in this position, please let me know,
and we will have some transition time for you to work with
Tammy.

FIRST
A quick update on FIRST. In
our discussions with them,
they appreciated our efforts,
however they have decided to
contract with an outside training organization that specializes in training non-traditional
project managers, having it
designed from the ground up
to specifically answer their
needs. FIRST did say they appreciated the work we'd done
and would look forward to
working with us in the future.
Hopefully we will be able to
provide volunteers and
knowledge once FIRST has a
foundation in project management.
FINIALY
Don’t forget to check out our
past issues of the newsletter.
We have a lot going on in the
chapter (mentoring, events,
chapter meetings, updates to
by-laws, updates to the web
page, etc.) and we try to make
sure you all know what is happening. If you miss anything,
we keep an archive of what’s
there, as well as keeping an
open dialog with all of you. If
you ever need anything, don’t
hesitate to contact me at president@pmi-nh.org and I will
get back to you.
Thank you for all you do to
help the chapter, and remember to keep involved. We are
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only as good as our membership allows us to be. Please
don’t hesitate to let us know
how we can benefit you and
the membership at large. Your
ideas and energy are always
welcome.
Sincerely,
Steve Lundquist, PMP, PMIACP, M.Sc.
President
PMI New Hampshire Chapter
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Jill Hart
Collaboration Six Paths to
Finding the
Magic of Project
Success
Just like other processes that
mature within an organization,
so does an organization’s comfort level with collaboration,
whether on project teams, between departments or with
customers.
As a project manager, I’ve had
the opportunity to introduce
collaborative processes into a
number of organizations.
Here are a few common elements that foster collaboration.
1. Acknowledge awkwardness. Talking directly to the
team about the departure from
the usual silo approach to the
new collaborative, crossfunctional approach encourages dialogue among the
emerging collaborative team.
There may be skepticism, but
don’t be discouraged. Within
the skepticism you’ll discover
what concerns linger behind
the scenes. Use those concerns to eliminate pocket vetoes and keep the team focused on the present, and the
new approach.

In one case, there was a concern that some departments
would track to the work plan
and deliver as requested, while
other areas would not follow
through, thus rendering the
completed work without value. As the project manager,
this transparency gave me valuable insights into the history
of the organization. Honest
assurance that there are
shared expectations, leadership support, and accountability among all team members is
key. No exceptions. Be consistent.

Personally) acronym out of my
back pocket and the laughter
helps to diffuse tension.

3. Open appreciation of
team dialogue. Leadership
has a key role in facilitating
collaborative communications. The ability to remain
objective, present, and appreciative of team members’ willingness to share is critical. Encouraging the team as
they begin to actually collaborate helps. Stating intentions
aloud is the pebble that starts
the change. Be sure to include
in follow-up communications
2. Take a process apcomments that acknowledge
proach. In cultures bruised
the team’s progress, using
with memories of negative
words like: ‘Great session.’
feedback exchanges made in
‘Very productive conversation.’
the absence of leadership sup- ‘We got to a better solution
port, this step is especially im- together that may have been
portant to the developing col- overlooked if we had worked
laboration process. Clearly de- individually.’
fining the approach and how
feedback will be delivered, and 4. Thou shalt not fingeraccepted, makes the process
point, ever. Every piece of
more factual and diffuses
feedback, even the biggest
emotion associated with the
blunder, has value and must
feedback. Reminding team
be recognized as such by leadmembers the focus is on the
ership to encourage a model of
customer and there are no bad collaboration. In one case a
ideas helps. Communicating
team member accidentally dethat feedback is not a personal leted an entire web page while
assessment and that collaboworking on it. As a type-A
ration helps us to innovate
overachiever, she felt embarwith the customer in mind is
rassed over the mishap. The
really important. On occasion I incident helped me to realize I
pull the Q-TIP (Quit Taking It
needed to modify user access
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to prevent such mishaps. We
were able to recreate the page
and we both walked away having learned from the experience.

ing a conversation.

them up to the social
sphere? You’re invited to
On one project I realized the
share your experiences on Fateam was beginning to feel
cebook:
comfortable together during
Project Management Institute
a conversation that took place -New Hampshire Chapter
5. Get out of that big conas we worked through some
https://www.facebook.com/
ference room. Although con- challenging content refinepermalink.php?
ference rooms and big tables
ment. We talked about a folstohave their place in the comlow-up session and one team
ry_fbid=10153049488399062
munication spectrum, my pref- member commented that we
&id=344142859061
erence is to office-sizehad to meet in this same room LinkedIn:
it. Coming from a close fami- because ‘this is the room
https://www.linkedin.com/
ly, one of my favorite pastimes where magic happens’. And
groups?
is cooking delicious food for
they were right. They were
home=&gid=167094&trk=anet
friends and family as we hud- experiencing the magic of col- _ug_hm
dle in my rather-small kitchlaboration.
en. I cook while everyone
Remember: PMPs
talks, laughs, and eats. It’s
6. One small step at a
cozy and there’s no room for
time. Trust is at the core of
earn PDUs for
pretense.
the evolving model of collaboration. Trust is more effective
attending PMI
I apply similar principles to the at encouraging free flow of
New Hampshire
workspace. My favorite is
conversation than any other
when working teams huddle in factor. It’s the key that starts
Events and
my office where there’s a
and will keep the team collabsmall round table to work on, orating. As leaders, actions
a mini LCD machine so we
and words demonstrate factors
have a shared view
that encourage (or discourage)
of what we’re working on, and trust. When trust is present,
some extra chairs to pull up
team members feel it and it
should others drop by to join
replaces the fear previously
the conversation. These work- associated with the exchange
ing sessions build confidence
of feedback in collaborathat the team is making protion. Then the magic happens.
gress, yet the stress often associated with talking in ‘the
What actions have you found
boardroom’ is diffused because effective to fostering collaboit feels like we’re just sitting
rative conversations within
around the kitchen table hav- your organization or opening
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form managing; at times a
project manager must be a
Leading, Coaching,
leader or coach. When you
and Managing:
add the “ing” it becomes leadWhich Hat to Wear
ing, coaching, and managing
and When?
and they are actions. Each is
Star Dargin PCC, CPCC,
similar, yet different. Each
Star@StarLeadershipLLC.com
creates different results and
that has a different impact. Each requires similar
Leader, Coach, and Manager
skills, such as communication,
are roles and titles not acyet applied differently. Comtions. The role and title imply munication is inspiring and
that each does the associated motivating when leadaction. We know a project
ing. Communication is telling
manager doesn’t always perwhen managing. Communica-

tion is asking and more listening when coaching. Individuals and cultures have a natural
tendency to favor one. Determining which actions to take is
complex and challenging and
based on the situation. By being mindful more possibilities
emerge which allows for a better choice and more effective
impact and results.
See her presentation here:
http://www.pmi-nh.org/docs/
Presentations/
LeadingCoachingManaging.pdf

NH Food Bank
Bring an item for a special raffle ticket at each Chapter Meeting. NH Food Bank
requests non-perishable shelf stable foods. If you are interested in volunteering
collecting, delivering, and/or sorting, contact communications@pmi-nh.org.
Needed items are:

Cash or check made payable to NH
Food Bank
Consider:
-Canned Soups
-Pastas
-Cereals
-Canned Vegetables
-Crackers
-Granola Bars
-Peanut Butter
-Other non-perishable items
-Pasta Sauce
-Crackers
Page 6
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Upcoming:

March 18th, 6PM to 9PM, The Red Blazer, Concord

Understanding and Managing the Hidden Barriers to Project Success
Speaker: Lloyd Williams, Owner and Managing Director of P5 Associates
We have all dealt with, or been the victim of, the “soft factors” of implementations, such as user engagement, leadership alignment. This leads to general
confusion and contention when either or both of these factors are not recognized
and addressed properly. When projects fail or are in their most difficult times,
these factors are the easy ones to blame. So then why can’t we get these understood and corrected before they cause problems? This presentation will cover
our unique method for gathering key information, mapping the current state and providing a
basis for quantification and action planning.
For more information go to:http://www.pmi-nh.org/meetings.htm

Upcoming: , April 15th 6PM to 9PM Portsmouth Country Club
Leadership Development & Emotional Intelligence
Speaker: James Kimberly, President of Sapphire Consulting
Success at work is based on emotional and social competencies, not just cognitive skills. The Emotional Intelligence demonstrated by leaders is measured by
their emotional quotient (EQ). Come learn how these EQ competencies can be
identified and enhanced.
Participants will be able to:




Identify the 5 qualities and 15 sub-factors of emotionally intelligent people
Understand the benefit of emotional intelligence training to organizational leaders and managers
 Identify the EQ developmental process
Understand at least 5 strategies that address EQ deficiencies in leaders
In this practical approach to emotional intelligence, participants will identify behaviors that
demonstrate strong EQ and understand the benefits of EQ surveys and other resources commonly available. Examples of leaders who have examined their EQ will be discussed in a developmental context. Jim uses small and large group exercises to highlight the strengths inherent
in leaders and how to apply those in their leadership development activities.
For more information go to:http://www.pmi-nh.org/meetings.htm
Page 7
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Membership Campaign
By Melissa Brown
Melissa Brown, PMP is the current Director of
Marketing for PMI New Hampshire Chapter
Have
you been a member of the PMI New Hampshire Chapter and looking to get involved but not sure where to begin? Well, we have a volunteer opportunity for you
which will earn you Category E PDUs.
We are currently seeking members of the Chapter to participate in a Membership Campaign.
We need fresh ideas on how to attract new Chapter members and retain existing ones. Involvement can be one hour of your time to as many hours as you want to contribute. No
pressure. All Chapter members are welcome. If you are interested in learning more and participating in the Membership Campaign, please email me at marketing@pmi-nh.org with your
contact information. I look forward to hearing from you!

Executive Survey of Companies in NH
In our effort to expose local companies to the talent pool of project management professionals available through our chapter
membership, an Executive Survey is being prepared. We need
volunteers to assist in this outreach effort. If you are interested in joining the Executive Survey Sub-Committee, please email networking@pmi-nh.org. Watch for an update soon on our
progress.
netPM

PM
net

Project Managers supporting project managers through informal meet up
sessions with a focus on assisting with job search activities. From tips
and suggestions, to sharing contacts and networking opportunities, as
well as providing guest speakers oriented on the specific needs of the
participants. Join us and gain some additional benefits provided by the
PMI-NH chapter.
Page 8
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The Three R's You need for Your PMP Exam
By Cornelius Fichtner, PMP, CSM
As part of the process of preparing to take the Project Management Professional (PMP®) Exam you have
most likely read about the use of a Responsibility Assignment Matrix (RAM), Roles and Responsibilities,
and the Resource Breakdown Structure (RBS). Each of these tools & techniques are discussed within A
Guide to the Project Management Body of Knowledge (PMBOK® Guide) – Fifth Edition, Project Management Institute, Inc., 2013, the globally recognized standard and guide for the project management profession. In this article we not only look at each of these tools & techniques individually, but also how
they interact with each other.
What is a Responsibility Assignment Matrix (RAM)? It is a tool used as part of the Plan Human Resource
Management process that relates the organizational breakdown structure (OBS) to the work breakdown
structure (WBS) and is used to ensure each project activity is assigned a specific resource. A RAM can be
used at a high level, a low level, or a combination of both depending on the size and complexity of the
project. A high-level RAM may show that Company A has been hired to complete the engineering portion
of a project. A low-level RAM may show that Joe Smith of Company A will be completing the electrical
engineering for the design portion of the project.
One of the most widely known and used type of RAM is the RACI chart. RACI stands for Responsible, Accountable, Consult, and Inform. A RACI chart is simply a table with project activities listed along the left
and specific individuals or groups identified across the top. This creates a grid where each activity and
individual or group intersect. An R, A, C, or I can be placed in each of the intersecting boxes and at least
one accountable individual or group is assigned to each project activity. For large activities there may
need to be more than one individual responsible for completing the work. There can be multiple individuals or groups who need to be consulted or informed, but be careful to make sure that each is identified
correctly so that not too many unnecessary individuals or groups are being consulted when they may
just want to be informed.
What are Roles and Responsibilities? They are used to define the project role, authority, responsibilities,
and competencies required for the role. Clearly defining and documenting the specific Roles and Responsibilities necessary for each project resource are essential ingredients of an effective Human Resource
Management Plan. The best way to determine the specific responsibilities required of each role on a project is to document these roles in the form of specific job descriptions that must be matched with specific
project team members in order to properly execute the role’s responsibilities.
The four key items to be addressed when developing Roles and Responsibilities are role, authority, responsibility, and competency. Role is the function an assigned person would take on such as designer,
engineer, or tester. As part of a role it is also important to define the authority, responsibilities, and
boundaries of the role. Authority is the right to make decisions, sign approvals, apply resources, accept
deliverables, and influence others to complete project activities. Responsibility is the assigned tasks and
work the individual is expected to complete. When developing roles and responsibilities it is important
that the authority and responsibility match. For example, if an engineer is responsible for making technical decisions it is important they have the authority to implement those decisions. Continued on page 14
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“My Projects are Constantly Late, Over Budget and Deliver LowQuality Products. What Can I Do?”
Jamal Moustafaev, MBA, PMP
president and founder of Thinktank Consulting
I get asked this question all the time. My consulting engagements start with it.
My trainings – whether public or on-site – start with it. Sometimes, I even hear it
during casual conversations with my friends. Usually this inquiry is followed by
the following statement, “Well, you are the project management expert! Care to share your
opinion on the subject?”
In reality the answer to this question is not that simple and exists in a two-dimensional space,
so to speak.
First, if the company is experiencing these problems, there is a good chance that their project
management processes are deficient. The word “deficient” in this context can mean a number
of things: lack of proper methodology and templates, absence of experienced project managers
or insufficient executive buy-in for project management just to name a few. Any combination of
these factors severely limits the ability of the organization to scope, estimate, schedule and
control their endeavors potentially leading to missed deadlines, overrun budgets and poor quality products and services.
But there is also an additional dimension to this problem called the strategic resourcing. The
question that needs to be answered in order to solve the strategic resourcing predicament is
very simple:
“Do you have too many projects in the pipeline and too few resources at your disposal?
And if the answer is yes, then which projects are you going to cut or how many resources
are you going to add to your pool?”
Let me demonstrate this concept using a seeming unrelated example.
Let us assume that you are a student in one of my project management courses. You are
an A+ scholar that knows everything there is to know about project management. To
make a long story short, there is no question I can ask that you would be unable to answer.
Let us further assume that the average number of questions on a two-hour final exam for
this type course is five. How well would you realistically expect to do on the two-hour exam if I were to decide to include a hundred questions of the same size and complexity on
the final test?
Obviously, no matter how smart and well-prepared you were for the exam, you would no
doubt fail.
Interestingly enough, when professionals and, especially, executives are provided with the
“final exam” case study, they unanimously agree that there is absolutely no chance that any
Page 10
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My Projects are Constantly Late, continued
student in the classroom would be able to answer all 100 questions in the course of two hours.
But as soon as the concepts of “questions” and “final exam” are replaced
with “projects” and “fiscal year” respectively their attitude changes completely and they
start thinking something along the lines of, “Well if I somehow make them work a bit harder …”
The lesson here is a company must have an appreciation of its own throughput capacity and
ensure that the total size of its ventures corresponds to the size of its project pipeline - meaning the number of projects your employees can handle and deliver successfully is a finite number, which falls under the project portfolio management domain.
So what is the conclusive answer to the question mentioned in the title of this article? If you
organization is experiencing project delivery challenges, the root causes of this situation are
most likely concealed in both inadequate project management and project portfolio management.
About the Author
Jamal Moustafaev, MBA, PMP – president and founder of Thinktank Consulting is an internationally acclaimed
expert and speaker in the areas of project/portfolio management, scope definition, process improvement and corporate training. Jamal Moustafaev has done work for private-sector companies and government organizations in Canada, US, Asia, Europe and Middle East. Read Jamal’s Blog @ www.thinktankconsulting.ca

Important Updates for 2015 Continuing Certification Requirements (CCR)
Program Updates:
PDU Requirements
The total number of PDUs required to maintain an active certification status have not changed:
 PMP, PgMP, PfMP and PMI-PBA require 60 PDUs to renew.
 PMI-ACP, PMI-RMP and PMI–SP require 30 PDUs to renew.
Only how PDUs are classified will be different. Please refer to the infographics for details.
Renewal Requirements. There are different renewal requirements for the Education and Giving
Back categories based on the expiration date of the certification cycle. Please refer to the table.
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How Do You Land Your Dream Job and Keep It? Deliver Value Fast and Consistently
By Michelle LaBrosse, CCPM, PMP®, PMI-ACP, Chief Cheetah and Founder of Cheetah Learning
In an era of large-scale layoffs and job precarity, it may feel as though there’s nothing
you can do to secure your position, besides just sit back and “hope for the best.” Not
only is this a poor solution to improving your job security - it’s exactly the kind of attitude that will weaken your job security. If you see the future of your organization as
totally out of your control, what does that say about how supervisors and coworkers will perceive your
value to the company? In this month’s Know How Network, we’ll discuss the proactive steps you can
take to be the “first one hired,” if you’re currently looking for a new position, and - more importantly how to be the “last one fired.” Essential to both of these is your ability to demonstrate how you deliver
value to your organization, fast.
First One Hired
You’ve put together an impressive resume, you have all the right credentials from the top institutions,
and you articulate yourself beautifully during interviews. So what gives - why haven’t you landed that
dream job? We’re going to cut right to the chase here: the issue is that it’s not all about you. Employers
are looking for the same thing in every employee they hire - they want someone who will deliver value
to their organization fast and consistently.
Rather than trying to impress prospective employers with your academic accomplishments or empty
flattery, work to demonstrate what they really want to know - how you’ll deliver value to their company.
What did you do in your last position that increased the company’s profits? Give a concrete example and
spell out the connection between what you personally did to how the company benefitted as clearly as
you can. If you leave it up to your potential boss to “fill in the blanks” about the value you added, they
might give you the benefit of the doubt - but they might not. The more powerfully you can demonstrate
how you have created value in the past and can do so in the future, the easier you’ll make it for a prospective employer to decide to hire you.
For example, if you worked on a two-week project to streamline the HR Performance Review Process
that saved each and every employee ten hours of work per year, that is a measurable productivity gain.
You can easily estimate that cost savings. Let’s say there were two hundred employees, and you can
estimate it costs the company on average $50 per hour per employee - your project saves the company
200 employees x $50 per hour x 10 hours. So you saved the company $100,000 per year. And it only
took you two weeks to do that. Imagine what you can do for the next company that hires you!
Last One Fired
Now that you’ve landed that dream job, how can you make sure you’ll keep it? First, by “walking the
talk.” Stay vigilant about maintaining consistent “brand building” behaviors and minimizing your “brand
bruising” behaviors (learn more about these in the Cheetah Certified Project Manager program). Keep
the “big picture” in mind - that is, how what you’re doing creates more value for organization. Deliver
Page 12
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value fast by completing all your projects. One way to make sure you do this is to keep your projects
small. When you’re responsible for a larger-scale, long-term projects, break them up into smaller units
that allow you deliver value incrementally, rather than all at once at the end of the project. This will allow your employer to benefit from your work even if the bigger project gets cancelled or stalled.
The second way to ensure you’ll be the last one fired is to communicate the value you create for your
organization to the folks that matter. (Yes just like you did in the example to get hired). What good is it
if you successfully lead a project to completion if your supervisors don’t know the role you played, or
what value the project adds to the company? Just as you need to do when interviewing for a position, to
secure your position at your organization, you should make a habit of regularly communicating to the
higher-ups what value you have provided. Be clear and concise - leave them with no doubts about the
importance of your position or your value as an employee.
These are just a few tips for landing your ideal job and keeping it. Mastering these skills takes time and
practice - a great way to do this is by becoming a Cheetah Certified Project Manager (CCPM). CCPMs
gain a deep understanding of their own strengths for learning, doing projects, and negotiating - the
skills needed to be an employee who delivers value fast - based on their unique personality type. By developing skills in these areas, you set yourself up to land the position that is right for you, perform at
your highest abilities in that position, and secure a stable career.
About the Author:
Michelle LaBrosse, PMP, is an entrepreneurial powerhouse with a penchant for making success easy, fun,
and fast. She is the founder of Cheetah Learning, the author of the Cheetah Success Series, and a prolific blogger whose mission is to bring Project Management to the masses.
Cheetah Learning is a virtual company with 100 employees, contractors, and licensees worldwide. To
date, more than 50,000 people have become “Cheetahs” using Cheetah Learning’s innovative Project
Management and accelerated learning techniques.
Michelle also developed the Cheetah Certified Project Manager (CCPM) program based on Myers-Briggs
Type Indicator personality profiling to help students master how to use their unique strengths for learning, doing projects, and negotiating. CCPM graduates are able to choose the right projects and complete
those projects “cheetah fast” based on their personality. They also learn how to leverage others’
strengths which significantly improves overall project team performance. When an employer has a cadre
of CCPMs on staff, they achieve whatever they set out to achieve in record time. This is why over 90%
of Cheetah's clients experience an increase in both profitability and revenue within the first year of retaining Cheetah Learning for their Project Management training needs.
Honored by the Project Management Institute (PMI®), Cheetah Learning was named Professional Development Provider of the Year at the 2008 PMI® Global Congress. A dynamic keynote speaker and industry thought leader, Michelle is recognized by PMI as one of the 25 Most Influential Women in Project
Management in the world.
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The Three R's You need for Your PMP Exam continued
By Cornelius Fichtner, PMP, CSM
Competency is the skill set and experience required to complete assigned project activities. If the wrong
competency is assigned to a role project progress can be hindered by some activities not being performed.
What is the Resource Breakdown Structure (RBS)? It is a graphical representation of the hierarchical
structure of resources by category and resource type where each level is broken down until it is small
enough to be used in conjunction with the work breakdown structure (WBS). The goal is to have all resources on a project, not only human resources, linked to specific activities in the WBS in order to plan,
monitor, and control the project work. Being able to link resources back to the WBS is essential in ensuring that each activity will be successfully performed.
One thing to remember when taking the PMP Exam is that the acronym RBS has two meanings in the
world of project management; Resource Breakdown Structure and Risk Breakdown Structure. If you read
the questions carefully and understand the context of the question context (i.e., are they asking about
resources or risks?) you should not encounter any problems.
How do the Responsibility Assignment Matrix, Roles and Responsibilities, and Resource Breakdown
Structure interact? The RBS will provide the project manager with information concerning the resources
required to complete the project work. Once the RBS is decomposed to the same level as the WBS then
identified resources can be linked to specific activities. A RACI chart can then be developed based on the
identified resources in the RBS and the activities that need to be completed in the WBS. The documented
Roles and Responsibilities provides the project manager with specific information such as the responsibility, authority, and competency level of the role that each human resource is assigned to. This also helps
the Project Manager complete the RACI chart because it provides them with important information such
as making someone responsible or accountable for an activity fitting within the role they fill.
In this article we were able to take a brief look at three very important project management topics and
how they interact with each other in practice. A popular RAM, the RACI chart, is an extremely useful tool
used to identify who is accountable or responsible for or needs to be consulted or informed with regard
to specific project activities. Roles and Responsibilities can be thought of as job descriptions that define
the role itself along with the authority needed to perform the role, the responsibilities of the role, and
the competencies required by the role. The RBS graphically displays what resources are necessary for
successful completion of the project, broken down by both resource category and resource type. For the
exam, it is important that you understand not only how and when to use each of these tools & techniques, but also how they interact with each other.

PDUs Defined
Technical Project Management: Knowledge, skills and behaviors related to specific domains of Project, Program and Portfolio Management.
Leadership: Knowledge, skills and behaviors specific to leadership-oriented, cross-cutting skills that
help an organization achieve its business goals.
Business and Strategic: Knowledge of and expertise in the industry or organization that enhances performance and better delivers business outcomes. The CCR program changes go into effect 1 December
2015. Start preparing now. Download this webinar to learn more and know important dates.
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Important Updates for 2015 Continuing Certification Requirements
(CCR) Program Updates:
Answer the Demands of the Profession

Stay Relevant. Advance Your Career. Strengthen the Profession.
A guide to updates with the CCR Program, effective 1 December 2015.
The CCR Program was designed to help you grow and develop with the profession. As the global business environment and project management profession evolves, the program must adapt
to provide development of new employer-desired skills.
Employers need project practitioners with leadership and business intelligence skills to support
long-range strategic objectives that contribute to the bottom line.
The ideal skill set — the PMI Talent Triangle — is a combination of
technical, leadership, and strategic and business management expertise.
Effective 1 December 2015 the CCR program will be aligned
with the employer-identified skills depicted in the PMI Talent Triangle to ensure you are equipped to remain relevant in a continually changing business environment.
Greater Competitive Advantage. Higher Credibility. More
Direction for Your Career Development.
Your career development is a journey not a destination. You need to set yourself apart and remain relevant in an ever-changing business environment.
That’s why employer-relevant skills from the PMI Talent Triangle — leadership and strategic
and business management — were incorporated into the CCR program. This ensures you can
develop your career in a more consistent, actionable and meaningful way. And, most importantly, position yourself as the answer to what companies demand.
Learn more about skills of the PMI Talent Triangle.
Learn more about CCR Program updates.
Learn important dates.
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Review of Rick Brenner’s Seminar entitled “Decision Making for
Team Leaders” – Linda Sweeney, PMP
As a new member of
the PMI-NH chapter,
I had heard many
positive comments
about Rick Brenner
of his presentation
“Agile Trip to the South Pole”
of 2 years prior, which was of
great value to a project management professional. So,
when I heard of the professional development opportunity through attending his seminar entitled “Decision-Making
for Team Leaders”, I knew it
was a chance to hear him
speak on a topic of direct and
immediate value to the profession as well.
Held on March 14 at The Yard
in Manchester, NH, the time
and location was practical. I
was prepared to submit a
funding request to my employer, but as a PMI-NH Board
Member, I volunteered to take
the seat offered to assist with
logistics of the facility and
speaker while attending the
seminar.
Rick is engaging from the outset, presenting background
anecdotes and correlations
from history with each and
every slide. His added information on the Who, What and
Why’s had me writing down
the statements ‘in his words’

so that I would not forget the
practical point he made.
Have you heard of the OODA
Loop? Founded by John Boyd,
an American air force pilot, the
model was developed to explain how he made fast accurate decisions resulting in his
stellar success in dogfights
against the allies during the
Korean War. Boyd taught the
OODA model at the Air Force
Flight School with the goal to
save pilot’s lives when faced
with quick decisions during a
dogfight encounter. The business community adopted his
OODA Loop model (Observe,
Orient, Decide, Act). Rick
does a thorough job presenting its use in business, within
the project management profession in particular, citing
tools for addressing each
stage of the model. He includes education on Bias, Effect, and Fallacy we face in
business.
Brenner provides clear information on what is being
taught so you know exactly
where he is going with his
presentation. The material is
thorough and an ideal format
to use as a reference in day-to
-day applications. The most
interesting material he presents deals with the psychoPage 16

logical social factors that are
named and how to recognize
as well as deal with them in
our role as project managers.
In addition, Brenner directs
you to his resources and references for further understanding afterwards. As an added
bonus, he mentioned a number of books of interest
throughout the day where examples of cognitive bias or
noted fallacies affected history.
In addition, there are 4 team
exercises dispersed throughout the day, planned perfectly
to engage the group further
and practice the technique
presented. The participants
had common best practices
visible in the results of each
exercise. It was encouraging
to hear that we all face the
same decision-making challenges as project managers
where these techniques and
understandings will come in
handy.
As Brenner says, “We all make
decisions. We make more decisions than we realize. We
can make improvements on
how we make decisions.”
With that in mind, I highly recommend his seminars in the
future.

