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BEST PRACTICES FOR SERVING ON A

HOUSING NONPROFIT BOARD



WEBINAR LOGISTICS

• Your presenter is Susan Pourciau, Technical 
Advisor and Chief Operating Officer of the Florida 
Housing Coalition

• PowerPoint and webinar recording will be on the 
flhousing.org website next week

• There are several handouts (including this PPT) 
attached to the webinar, which you can download 
during the webinar 

• We welcome questions and comments – use your 
webinar control panel to submit those as we 
proceed



THE BOARD’S FIDUCIARY

RESPONSIBILITIES



BOARD OF DIRECTORS

FIDUCIARY RESPONSIBILITIES

• Duty of Care 
– Actively participate, attend meetings, be  educated on industry, 

provide strategic direction, oversee management, etc. 
– Ensure prudent use of assets; provide oversight for all activities to 

advance the nonprofit’s effectiveness and sustainability.

• Duty of Obedience
– Understand the state and federal laws and regulations that apply, 

including IRS. 
– Understand internal guiding documents (By-Laws, Manuals, Policies, 

etc.). 
– Don’t act outside the scope of the nonprofit’s legal documents; cause 

nonprofit to adhere to incorporation purposes and mission.

• Duty of Loyalty
– Operate in best interest of the nonprofit, not for personal agenda or 

self-interest.



FLORIDA STATUTES ON

BOARD FIDUCIARY RESPONSIBILITIES AND LIABILITY

Florida Statutes Section 617.0830(1) provides that a director 
shall discharge his or her duties as a director: 
(a) in good faith; 
(b) with the care an ordinarily prudent person in a like 

position would exercise under similar circumstances; and 
(c) in a manner he or she reasonably believes to be in the 

best interests of the corporation. 

Section 617.0830(4) states that a director is not liable for any 
action taken as a director, or any failure to take any action, if 
he or she performed the duties of his or her office in 
compliance with Section 617.0830.



EVEN SO . . . 

Add Directors and Officers Insurance to the 
nonprofit organization’s liability policy!



BUILDING A BOARD



BOARD EXPERTISE AND CHARACTERISTICS

• Typical size is 10-20 members, including:
– Financial professional
– Attorney
– Community leaders
– Industry professionals
– Local government representatives
– Communications/PR professionals
– Affluence and/or Influence
– Filling organizational skills gaps

• Diversity in terms of race, gender, ethnicity, age, 
economic status to reflect community 

• Establish term limits to ensure healthy Board turnover
• Note: CEO/ED should not be a Board member



EXAMPLE: BOARD GRID
Gender Race Ethncity Age Target Pop* Affluence Influence

M F W B Other Hispanic Not 21-30 30-45 45-60 60+ Yes No Yes No Yes No

Edith Wharton x x x x x x x

Sam Cooke x x x x x x x

Frida Kahlo x x x x x x x
Whitney 
Houston x x x x x x x

Nina Simone x x x x x x x
Sonia 
Sotomayor x x x x x x x

*experience homeless, low-income, 
neighborhood rep, Veteran, etc.
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Edith Wharton x x

Sam Cooke x

Frida Kahlo x
Whitney 
Houston x

Nina Simone x
Sonia 
Sotomayor x



SELECTING AND EDUCATING BOARD MEMBERS

• Recruiting Potential Board Members
Nominating Committee – recruit intentionally

• Board Acceptance Letter
General info: meeting dates/times/location, absence policy, fiduciary 
responsibility, “give or get” or similar financial support requirement, 
length of term and term limits
Request return signed Board Member Agreement

• Board Orientation and Information
Meeting and Package

• Organization history/mission/programs/projects/outcomes
• Bylaws, Articles of Incorporation
• Strategic Plan
• Contact list – Board and key staff
• Signed statement re fiduciary duties
• Signed conflicts of interest policy and disclosure
• Board Member Agreement



BOARD, CEO, AND STAFF

ROLES



DISTINGUISHING ROLES

WITHIN THE NONPROFIT

• Governance – The Board of Directors – The Board builds 
relationships with stakeholders, assists in obtaining 
community support, and makes strategic “big picture” 
decisions that drive the organization and its work.

• Management – Leadership staff is the link between 
governance and work. They are responsible for 
organizing tasks, people, relationships, resources, and 
technology to get the job done.

• Work - Non-management staff - Perform the tasks 
required to fulfill the nonprofit’s mission.

Source: Institute on Governance



BOARD ROLE

• Promote vision and mission
• Participate in BIG decisions (not big-ish, not 

medium, not small)
• Financial oversight – review periodic reports, pass 

budget, select auditor, ensure accountability and 
good controls, etc.

• Hire and evaluate ED/CEO
• Advise ED/CEO, when appropriate
• Approve organization policies – HR, Financial, etc.
• Evaluate organizational impact
• Fundraise, advocacy, friend-raise
• Participate in Strategic Planning
• Volunteer



ED /CEO ROLE

• Reports to the Board
• Promotes the mission
• Implements strategic plan
• Hires/oversees/evaluates staff
• Supports staff
• Overall responsibility for finances
• Overall responsibility for operations and performance 

outcomes
• Secures resources (e.g., fundraising, development), 

hopefully with Board’s help
• Usually has the authority to sign legal documents, enter 

into contracts, etc. on behalf of the organization
• Community relationship building

– Often the “face of the organization”



FINANCIAL OVERSIGHT



LET’S BUST SOME MYTHS

ABOUT NONPROFIT FINANCES

• Nonprofit organizations should not have profit

• Nonprofit organizations budgets should always 
“balance” (e.g., Revenues=Expenses)

• The lower the “overhead” or “admin” the better

• As long as you can pay your bills and make 
payroll, you’re in good shape

• Nonprofits would be better if they operated like 
businesses



FINANCIAL OVERSIGHT TOOLS FOR BOARDS

• Board of Directors assists in drafting, reads, and 
approves financial management policies 

• Board reviews and approves annual budget(s)
• Board reviews current financial reports at each Board 

meeting, including at least:
– Balance sheet
– Income statement year-to-date
– Income statement budget versus actual

• Board selects audit firm
• Board reviews and accepts

– Audited financial statements at year end
– CPA’s Management Letter
– IRS Form 990



EXAMPLES OF FINANCIAL POLICIES

• Conflict of Interest policy

• Whistleblower policy

• Expense reimbursement and travel policies

• Policy requiring annual review of CEO and CEO compensation

• Gift acceptance policy

• Operating and capital reserves policies

• Grant management policies

• Approval policies for payroll, bank reconciliations, capital 
purchases, etc.

• Authority to sign legal contracts on behalf of the organization

For a simple template and guide, see: 
https://www.compasspoint.org/sites/default/files/documents/Guid
e%20to%20Fiscal%20Policies%20and%20%20Procedures.pdf

https://www.compasspoint.org/sites/default/files/documents/Guide to Fiscal Policies and  Procedures.pdf


BALANCE SHEET
12/31/2016 12/31/2015

ASSETS

Cash 200,000$              142,000$          

Pledges Receivable (net) 120,000$              65,000$             

Investments 755,000$              700,000$          

Prepaid Expenses 15,000$                13,000$             

Fixed Assets (net) 220,000$              40,000$             

Total Assets 1,310,000$          960,000$          

LIABILITIES AND NET ASSETS

Liabilities 

Accounts Payable 50,000$                60,000$             

Deferred Revenue 45,000$                

Long Term Debt 200,000$              

Total Liabilities 295,000$              60,000$             

Net Assets

Unrestricted 325,000$              300,000$          

Temporarily Restricted 45,000$                

Permanently Restricted 645,000$              600,000$          

Total Net Assets 1,015,000$          900,000$          

Total Liabilities and Net Assets 1,310,000$          960,000$          



STATEMENT OF ACTIVITIES FYE 12/31/2016
(INCOME STATEMENT)

Unrestricted

Temporarily 

Restricted

Permanently 

Restricted Total

Revenues

Contributions 600,000$     165,000$     45,000$         810,000$      

Grants 200,000$     200,000$      

Program Revenue 46,000$        46,000$         

Investment Income 42,000$        5,000$          47,000$         

Net Assets Released from 

Restrictions 125,000$     (125,000)$    -$               

Total Revenue 1,013,000$  45,000$        45,000$         1,103,000$   

Expenses

Program Services 676,000$     676,000$      

Administration 197,000$     197,000$      

Fundraising 115,000$     -$              -$                115,000$      

Total Expenses 988,000$     -$              -$                988,000$      

Increase in Net Assets 25,000$        45,000$        45,000$         115,000$      

Beginning Net Assets 300,000$     -$              600,000$       900,000$      

Ending Net Assets 325,000$     45,000$        645,000$       1,015,000$   



SOME BASIC QUESTIONS

• Do you think they’ll be able pay their bills?

• Will funders worry about the percentage of 
donations that go to admin and fundraising?

• If money suddenly stopped flowing in, how long 
could they continue to operate at current levels?

• Are they too dependent on one funding source?

• What else do you see?

• What else would you like to know? 



FINANCIAL DASHBOARD: 
ACCOUNTABILITY WITH EMOJIS

Measure Target 12 months ago Current

Days of unrestricted 
cash on hand 60 days

90 days



25 days



Actual net income 
compared to 
budget

+/- 10%
- 20%



+15%



Liabilities/
Unrestricted Net 
Assets

1.0
.90



2.2





REALISTIC AND EVOLVING BUDGETING
• The management team should establish an annual budget 

to be reviewed and adopted by the Board prior to the start 
of the fiscal year

• Remember: A budget is nothing but an educated guess
about the future given your plans for the year

• Don’t ignore your budget but don’t consider it a sacred cow 
either

– In your financial policies, provide for a certain level of 
discretion for leadership staff to go over budget for 
certain situations without board approval

• When things change, your budget projections must change!

– In quarterly reporting to the Board, add columns for 
“revised projections” with comparisons to original 
budget, along with explanations for the new projection



EXAMPLE OF BUDGET, ACTUAL, NEW FORECAST

Note that you will present a similar analysis for Expenses.

REVENUE
Budget              

Year To Date
Actual             

Year To Date
Variance            

Year To Date Var % Annual Budget
Annual Revised 

Projection

Variance Projection 
v Budget 

(See Notes)

Federal Gov't Grants $         100,000 $         75,000 $       (25,000) -25% $           200,000 $          200,000 $                    -

State Gov't Grants $         150,000 $       125,000 $       (25,000) -17% $           250,000 $          250,000 $                    -

Local Gov't Grants $         300,000 $       300,000 $                   - 0% $           400,000 $          400,000 $                    -

Foundation Grants $      1,000,000 $                  - $ (1,000,000) -100% $        1,000,000 $                     - $  (1,000,000)

Private Contributions $         250,000 $         75,000 $     (175,000) -70% $           500,000 $          200,000 $      (300,000)

Program Income $            50,000 $         45,000 $         (5,000) -10% $           100,000 $          100,000 $                    -

Total Revenue $      1,750,000 $       620,000 $ (1,230,000) -70% $        2,450,000 $      1,150,000 $  (1,300,000)

Notes: We were quite certain we would be awarded the XYZ Foundation grant but that award was not made to us.

Private contributions are slower than expected, so projections now are more conservative.



STRATEGIC PLANNING FOR

MISSION



STRATEGIC PLANNING

A strategic plan is a tool that provides 
guidance in fulfilling a mission with 
maximum efficiency and impact. . . .

It should articulate specific goals and 
describe the action steps and resources 
needed to accomplish them. 

As a rule, most strategic plans should be 
reviewed and revamped every three to 
five years.  - TCC Group



STRATEGIC PLANNING METHODS

• Engage an external facilitator/consultant

– Conduct interviews

– Complete organizational review

– Serve as neutral party

• Staff and Board roles

• Stakeholder surveys

• 3-5 year plan, with annual benchmarks 

• SWOT analysis



SWOT or NOT



SUCCESSION PLANNING



SUCCESSION PLANNING

• Succession is inevitable – plan now or 
scramble later

• Succession planning – An intentional and 
explicit plan to develop/mentor/coach 
particular staff to eventually move into key 
leadership positions (e.g., CEO/ED, CPO/COO, 
CFO, Development Director)



BENEFITS OF SUCCESSION PLANNING

• More stability in carrying out mission
• Backup plans are in place for any length of absence
• Demonstrates that management values staff
• Allows for internal promotions and mobility
• Improves morale
• Solidifies culture of organization
• Builds external reputation as org that invests in its people 

and has staff that are motivated, have opportunities for 
professional development, and are well-qualified

• Helps minimize chaos and stress if unexpected departure 
occurs

• Creates buy-in and credibility for the successor, helping to 
avoid the “big shoes” problem



BARRIERS TO SUCCESSION PLANNING

• Top executives who won’t use technology and 
filing systems (“I have it all in my head”)

• The draw of the need to do an external 
search, especially for the Board

• Lack of flexibility in smaller organizations to 
match compensation offered by larger 
organizations hiring your good people away

• The difficulty in determining the best likely 
successor internally or not having one at all



SUCCESSION PLANNING: 
METHODS AND PRACTICES

• Make it a formal process
– Assess current and future needs at leadership level

– Compare those needs to expertise and interests of 
current staffers

– Develop written plan to train/develop current staff 
identified as likely successors

• Tip 
– Make it crystal clear that the succession plan and 

professional development plan are NOT guarantees of 
securing any position – include written statement in 
evaluations, succession plans, etc.



THANK YOU!
POURCIAU@FLHOUSING.ORG

mailto:pourciau@flhousing.org

