
Board of Directors 

 
3.1 Board Makeup 
The board is comprised of the president, vice president, association manager, sergeant-at-arms, 

and directors, chosen to govern the affairs of the association. In all USBC associations, each 

position on the board, with the exception of the association manager, is elected by the 

association’s voting body – there are no ceremonious or honorary board positions. 

An association should have a board of an effective composition and size to adequately perform 

its responsibilities and duties. While what may be “effective” may vary from one association to 

the next, a constant among associations is volunteers serving as board members. These 

volunteers give freely of their time, talents, and resources for the betterment of USBC and 

bowling as a sport. Without countless hours given by USBC volunteers, our organization would 

not be where it is today. It is crucial for each member of an association board to understand, 

however, that despite being a volunteer, serving as a board member carries with it a great deal of 

responsibility. Like elected politicians represent their constituents, a board member represents 

the members. 

 

3.2 Obligatory Duties of the Board 
Although the bylaws include a statement regarding indemnification, board members may not be 

completely exonerated of any and all liabilities that may arise from failure to carry out their 

responsibilities. For this reason, it is extremely important that board members at all times 

practice the Duties of Care, Loyalty, and Obedience, as detailed in the following sections, and as 

outlined in The Legal Obligations of Non-profit Boards: A Guidebook for Board Members, 

published by the National Center for Non-Profit Boards, and in the United States non-profit laws. 

 

3.2.1 Duty of Care 

This duty is very broad, requiring officers and directors to exercise ordinary and reasonable care 

in the performance of their duties, exhibiting honesty and good faith. Officers and directors must 

act in a manner which they believe to be in the best interests of the association, and with such 

care, including reasonable inquiry, as an ordinarily prudent person in a like position would use 

under similar circumstances. This is generally referred to as the “business judgment rule.” 

Example: The board of directors approving spending 75 percent of its income on a party 

for board members would not be consistent with the Duty of Care. 
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3.2.2 Duty of Loyalty 

This is a duty of faithfulness to the association. The fundamental duty of loyalty owed by a board 

member is the duty to give undivided allegiance to the association when making decisions 

affecting the association. In practice, this means that the board member can never use 

information obtained for personal gain. The board member is only permitted to act in the interest 

of the association. 

Example: If the vice president owns a T-shirt company, and the board always gives the 

association tournament T-shirt order to his/her company, despite his/her prices being 

higher than other bids, the board would not be exercising the Duty of Loyalty. 

 

 



3.2.3 Duty of Obedience 

This duty requires officers and directors to act in accordance with the association’s mission, 

Articles of Incorporation, bylaws and other governing documents, as well as all applicable laws 

and regulations. Although board members may exercise their own reasonable judgment 

concerning how the association should best meet its mission, they are not permitted to act in a 

way that is inconsistent with the goals of the association. 

Example: If one of the goals of the association is to “develop programs to increase 

interest and provide competition,” denying proprietors the right to bid on or participate in 

the association tournament would not be consistent with the association’s goals. 

To further stress the importance of board members meeting the legal expectations outlined 

above, as well as the moral standards board members are expected to exemplify, an association 

may consider having those elected to the board sign a “Commitment to Serve” or “Code of 

Ethics” form. Association boards may have additional legal obligations based on their state/local 

laws. To determine what state/local laws govern non-profit boards in your area, consult a tax 

attorney familiar with non-profit law. 

 

3.3 Conflict of Interest 
As outlined in the Association Law Handbook, Third Addition, “A conflict of interest exists 

when one participates in the decision-making process on an issue for the association while 

concurrently having other business, professional or personal interests that could tend one toward 

bias or predisposition on the issue.” 

Example: a situation in which the board is voting to retain or terminate a vendor and one 

of the board members debating the vote is the vendor’s brother. 

Ultimately, it is the prerogative of the association board, not the volunteer(s), to determine 

whether the potential conflict of interest should result in recusal – dismissal of an individual(s) 

from the decision making process. The individual(s) in question should not partake in the 

association board’s discussion/decision on whether the conflict of interest warrants recusal. 

Whatever the board decides should be documented in writing. It is furthermore advisable that an 

association board adopt a “conflict of interest policy” to be placed in its operations manual. The 

policy should be generic, and simply outline that the board ultimately determines whether a 

potential conflict of interest situation should result in recusal. Association officers and directors 

are obligated to fully disclose any potential conflicts to protect themselves and the association, 

and fully cooperate with the board’s decision. 

 

3.4 Selecting/Appointing and Evaluating the Performance of the Association Manager 

 
3.4.1 Selecting/Appointing the Association Manager 

The association board is responsible for selecting/appointing the association manager. Because 

most states have “at-will” employment laws, the association manager would hold the position 

until he/she resigns or is dismissed. If the association manager is working under a contract, 

which is NOT recommended, the contract should be written by an attorney. Regardless, the 

association manager is not elected to a term of “x” number of years. The board may wish to 

consider a search committee to help in identifying potential candidates. A search committee 

could be selected by the board to review resumes/applications, interview candidates, and make 

recommendations back to the board. This concept allows for more questions and various insights 

into the person’s skills and talents. In the event a search committee is utilized, it is still the board 



that makes the ultimate decision to select/appoint the association manager. To assist the 

association in the process of selecting/appointing an association manager, a sample job 

description and job application are available in Appendices A and B. In selecting an association 

manager, there will ideally be a pool of applicants to select from. To encourage a number of 

applicants, consider the following methods of recruiting for the position: 

• Word of mouth (i.e. – discussions with board members, friends). 

• Newspaper ads. 

• Web sites and Internet posting services. 

• Posters in centers and other businesses – particularly those with bowling leagues. 

• Discussions with league officers and proprietors. 

• Networking with nearby associations. 
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It is recommended the board considers using the search committee to interview perspective 

candidates. As outlined in federal and state laws, those conducting the interviews may not 

discriminate in the questions they ask. For example, questions of the following nature should not 

be asked: 

• Are you married? 

• What does your husband/wife do? 

• How many children do you have living at home? 

• Where were you born? 

• What is your maiden name? 

• What is your date of birth? (it is permissible to ask if someone is 18 or older to determine if 

the person is of legal age for employment.) 

• Do you own a car? 

• Do you own your home? 

Throughout the process, the board should keep the perspective that the association deserves a 

highly skilled and participative association manager. To help ensure this, a candidate’s 

employment history should be verified and references should be obtained and checked. 

When selecting/appointing an association manager, compensation and benefits should also be 

considered, as well as any other administrative requirements of the position. One of the most 

important considerations when determining compensation for an association manager is the 

value of the job. If the association wants to attract and maintain a good person, the association 

must properly compensate the individual for the work he/she does. When determining a fair 

salary, the board should consider the following: 

• The financial resources the association has available. 

• Use a salary range for the absence of and development of skills. 

• Do not compensate based on title alone. 

• Provide an adequate compensation plan. 

• Base salary increase on regular review and merit growth. 

Benefits may also be important to someone considering the position. Therefore, the board may 

consider providing satisfactory benefits based on the required tasks, local market conditions, and 

equivalent jobs in other industries. 

 

 

 



3.4.2 Evaluating the Performance of the Association Manager 

The board has authority over the association manager, and therefore should continually evaluate 

his/her performance to ensure he/she continues to meet expectations. 

The board should, at a minimum, review the association manager’s performance annually. 

However, it is recommended the board meet with the association manager on a more routine 

basis (i.e. – monthly or quarterly) to keep the lines of communication open. A sample 

performance review can be found in Appendix C. 

Circumstances may arise when an individual fails to meet expectations and is dismissed from 

his/her position. Therefore, to protect the association, the board should document any 

performance issues. This cannot be stressed enough! Documentation of all performance items 

(both good and bad) should start from the day of the association manger’s selection/appointment. 

To properly document, the board should summarize all meetings and performance evaluations in 

a written format. For instance, the board could keep a running dialogue in a computer file and 

add to it after every meeting with the association manager, similar to a diary or journal. The 

association manager should know what they are being evaluated on. Therefore, the board or a 

personnel committee should: 

• Set expectations/goals upfront – they should be quantifiable and measurable, with due dates. 

• Conduct reviews monthly, quarterly, etc. 

-During these meetings, make the individual aware of both good and bad performances, and what 

he/she can do to improve. 

-Board/committee should ask what they can do to help with any shortcomings. 

-Check progress on goals and renegotiate dates, if necessary. Furthermore, to protect the 

association, it is recommended the board or personnel committee adheres to the following: 

• A progressive discipline policy should be set up and placed in the association’s operations 

manual (i.e. verbal warning, written warning, suspension, termination). The policy should be 

written so that at any point, one of the progressive steps may be skipped at the discretion of the 

association board. 

• Develop and use an “Action Report” to document any discipline. This should be completed by 

the person issuing the discipline, including the violation and discipline implemented. It should 

then be signed by the association manager and a copy made for both the association manager and 

the association records. 

• Verbal warnings should be done with a third party in the room, if possible. Written 

documentation should be completed, dated and signed by the documenter. 

• Indicate that further infractions could be cause for further disciplinary action, up to and 

including termination, when any warning is given. 

• A decision to terminate is made by the board. If the decision is to terminate, a spokesperson 

for the board or personnel committee would announce to the association manager, with more 

than one person in the room, that the decision was made by the board, not naming any 

individuals. 

• A letter of termination should be forwarded to the terminated association manager, listing 

when benefits, if any, will end. The letter may also indicate when final salary will be paid if any 

is due. 

• The board should check with the federal and respective state Departments of Labor to ensure 

compliance with any government regulations regarding the dismissal of an employee. 

• If the association manager is dismissed, it is an association related matter, and all information 

is to be kept confidential. There is no process to appeal a termination to USBC Headquarters. 


