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Executive Summary 
The evolution of the position of club manager demands increased education and professional 
development. Colleges and universities throughout the nation recognize this potential 
educational market and now include club management courses in their curricula. As a result, 
interest in the club management profession is rising. 
 
This increased awareness has been a positive influence in the club industry; however, the 
availability or access to club work is limited. Furthermore, graduating students may have limited 
exposure to practical experience which further restricts opportunities. The Club Management 
Opportunities Program will help to alleviate this situation by: 

• Creating a link into the profession and providing a method for training that is adaptable to the 
majority of club operations. 

• Confirming classroom and textbook studies in a working club operation. 

• Affording the opportunity for individuals to gain the practical hands-on working experience 
which they may otherwise lack. 

• Affording the opportunity for individuals to gain the practical hands-on working experience 
which they may otherwise lack. 

• Utilizing the skills and experience of qualified club managers as mentors sharing their 
knowledge. 

• Assisting in the staffing needs of clubs. 

The Club Management Opportunities Program is not solely designed for graduating students. 
The CMO program will be available for individuals already working in clubs or to others seeking 
entrance into the profession. 
 
The methods used to collect information for this monograph varied; however, the most 
significant source was through the use of a survey. The survey was sent to several groups of 
individuals, including the Alumni Association of the Club Managers Association of America, 
CMAA student chapter faculty advisors, and CMAA liaison managers. 
 
Research was conducted through peers and personal interviews with members of the Board of 
Directors and with department supervisors of the Houston Country Club. Related books, articles, 
and other periodicals were reviewed; and analyses were made of the hotel industry and the allied 
association management training programs. Also, information was collected through active 
participation in the Certified Hospitality Educator Workshop sponsored by the Educational 
Institute of the American Hotel & Motel Association, East Lansing, Michigan. Emphasis was 
placed on the necessity of including all levels of learning in the program. 
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Enthusiasm of the respondents surveyed, together with the available data, suggests to the author 
a growing desire for such a program in the club industry. The response has resulted in the 
successful completion of a model Assistant Manager Development Program which will have 
positive implications in furthering the club management profession. 
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Introduction 
"Clinton, go into the kitchen and see how the sauces are prepared. Get into the game. Go into the 
dining room and learn how to set the table." Not many managers do that with a young fellow 
starting today. Howie wanted Holden to learn the game, and through his efforts Holden 
followed-up in club work. 
 
This statement is an excerpt from the book, The First 50 Years, Golden Anniversary CMAA , 
1927 - 1977, by Horace G. Duncan, CCM, CAE, published in 1977. It is derived from early 
Association minutes which reflect that the first CMAA National President, Colonel C. G. 
Holden, came from a farm and went to northeast Pennsylvania to learn the hotel business. He 
began as a bellboy and subsequently went to Cleveland, Ohio, and accepted a position at the 
country club where John McFarland Howie was the manager. Holden regarded Howie as the 
dean of club managers in the United States. He had been the manager there for many years, prior 
to Holden joining the staff. It was through Howie's efforts that Colonel Holden got started in club 
work. Howie's perseverance and willingness to teach made Holden's success in club work 
possible. 
 
Subsequently, Colonel C. G. Holden became the General Manager of Olympia Fields Country 
Club, Olympia Fields, Illinois. Colonel Holden is credited with organizing the National 
Association of Club Managers (Club Managers Association of America) in 1927. 
 
Susan Sarfati, CAE, in an article entitled, "The New Paradigm in Adult Education is Bestowing a 
New Mantle of Influence and Importance," Convene Magazine, March 1996, made the following 
observations: "John Naisbett's high tech/high touch observation is right on. The more technology 
we deal with the more we crave human interaction." 
 
Ms. Sarfati went on to say, 
While the traditional vehicles of lecture, panel discussions and 90 minute sessions at conferences 
will endure for the presentation of new information, we can no longer develop programs based 
on the premise that everyone: 
 
• learns at the same pace; 
• learns best by listening; 
• can make the connection from theory to application independently; 
• learns best on their own, rather than through collaboration; and 
• learns through the funneling of information from teaching (expert) to student. 
 
These premises indeed are myths! We must instead engage and encourage participation, for 
people learn best by experience. 
 
I believe that the most effective educational situations break through the traditional educational 
delivery systems so that classrooms and textbooks are supplanted by learning relationships that 
happen throughout the work day. 
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The most effective means of learning demands that we commit ourselves to the idea of shared 
knowledge. Those who continue to believe that to hoard or withhold information is the way to 
enhance their own position will be left behind. Those who generously share their knowledge will 
enhance the profession for everyone. 
 
Specifically, I envision growth in three types of learning: from mentoring relationships, through 
applying lessons from outside influences, and within learning communities. 
 
"Customization is a virtual given for the future of education. And while 'intelligent' software 
makes a move in that direction, it's a far cry from the one-on-one tutelage of an apprenticeship 
arrangement. Modern times have seen the near extinction of this form of learning, but I predict 
that the future will see its revival," Susan Sarfati continues in her article. 
 
"The new apprenticeships that deal with coaching or mentoring are more fluid and flexible than 
their predecessor, but exist for the same purpose: transferring highly complex or difficult skills 
from one person to another. These skills can be acquired only over a lengthy period of practice 
and correction," Ms. Sarfati says. 
 
Reflect for a moment on the ways in which many leaders learned and grew in their professions 
by tapping the experience of others, then testing their advice on particular sets of circumstances. 
Just think how quickly a newcomer to the profession today could move along the learning curve 
if a seasoned club executive took that individual under wing. As we in the industry are asked to 
do more with less, and do it faster, moving quickly through the learning curve becomes vitally 
important. 
 
The purpose of this monograph is to provide a vehicle for the club industry that may be used to 
educate aspiring individuals and move them into the club management profession. The Club 
Management Opportunities Program outlines a model for facilitating mentor learning 
relationships that is similar to the one Colonel C. G. Holden sought some seventy years ago. 
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Review of Available Information 
The subject of club management development is complex. From the Club Manager's perspective, 
it covers a wide array of topics and requires familiarity in many areas. 
 
Volumes of literature have been written about the individual disciplines within the scope of the 
club manager's responsibilities. Information is available through numerous resources such as 
reference books,1 articles or periodicals,2 participation in seminars,3 workshops or conferences, 
review of video, audio tape, CD-Rom, and other forms of media presentation. It continues 
through interaction with other club managers,4 industry experts,5 educators, or individuals who 
specialize in specific areas of expertise.6 

The challenge encountered with the Club Management Opportunities monograph was to pull 
together all pertinent information. Emphasis was placed on: 
• Organizing available information in a professional manner reflecting the profession. 
• Providing clear instruction to allow for ease of application and implementation. 
• Emphasizing the benefits to the participating club and sponsoring manager in order to 
encourage interest in the program. 
• Including practical information and adapting it to the reality of private clubs. 
• Fostering the mentor relationship to perpetuate the learning process. 
• Creating a fair method of evaluation to realistically measure capacities of the participant. 
 
The official textbook, Club Management Operations 7 published by the Club Managers 
Association of America, is the basis for this research. This book is currently used in several 
university hospitality programs such as the Conrad N. Hilton College of Hotel and Restaurant 
Management, University of Houston. The author thought it necessary for the Assistant Manager 
Development Program to parallel the elements for club management study. 
 
Other club industry textbooks used during research included Club Operations and Management 8 
and The First 50 Years, Club Managers Association of America 1927 1977.9 Both books proved 
invaluable in providing historical background about clubs and the Club Managers Association of 
America. Historical knowledge will assist the AMID add depth to his/her foundation by 
providing a thorough definition of private clubs and knowing the support available through the 
Club Manager's professional organization. 
 
During the research process the author sought viewpoints from different individuals associated 
with various clubs in order to gain multiple perspectives of the club assistant manager. In 
addition to a survey, club department heads and the Board of Directors of Houston Country 
Club10 were interviewed. Two questions posed to the club Board generated the following 
responses: 
 
Q. From a member's viewpoint, what are the characteristics of an effective assistant manager? 
A. The person should be intelligent, friendly, socially gracious, interested, confident, a team 
player, willing to learn, and have a financial understanding. 
 



 10 

Q. From a club member's viewpoint, what do you feel an assistant manager should know about 
managing within a club? 
A. S/he should be given the opportunity to learn every aspect of the club--beginning with waiters 
through controller. I think the training program should allow a transfer of duties so the candidate 
will have a broader understanding of the club. 
 
An exercise was undertaken to solicit the department heads11 perspective as to "what an 
Assistant Manager should know in the various departments found in clubs." Feedback was 
encouraged in searching for information to be incorporated into the program. The following are 
sample questions used during the research: 
 
• What information does the Assistant Manager need about your department so s/he will be able 
to communicate and work more proficiently with someone in your capacity? 
 
• How can I educate the Assistant on procedures, practices or policies within your department 
that will assist him/her within the club operation? 
 
• What advice or tips do you have to make this individual a better Assistant Manager? 
 
• How could the club's Assistant Managers help you run your department better? 
 
The responses provided input which strengthened the specific technical skill areas. Considering 
the diverse makeup of the department heads surveyed, several common responses focusing on 
leadership emerged. Among these responses were the Assistant Manager must "be honest," 
"assist the department head in problem solving," "have a working understanding of one's 
department," "have ability to motivate staff," "follow-up to commitments," and "help to provide 
recognition of club's staff." 
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Project Methods 
In an effort to ensure that the Assistant Manager Development Program included the consensus 
of what is deemed relevant material, a survey method was used to collect information. The 
survey form was developed and then reviewed by the Monograph Support Group prior to 
distribution. The survey format included adequate space for personal comment to capture the 
emotion of the topic. 
 
The sample targeted three specific groups of individuals whom the author thought might be 
closer to the academic process required for this project. The three groups included 138 CMAA 
alumni members (current members of CMAA who had previously been members of CMAA 
student chapter organizations), 25 club managers serving as liaisons to student chapters and 24 
student chapter faculty advisors. These samples were obtained from listings in the 1995 CMAA 
Yearbook.* 
 
A seven-part, fifty-four question survey with a cover letter was mailed on August 16, 1995, to 
187 individuals. (See Appendix Survey 1.0, letter 2.0. A response rate of 65% was achieved with 
the return of 122 surveys. * Club Manager's Association of America, 1995 Yearbook, 
Alexandria, Virginia. A breakdown of the responses included 104 received from CMAA alumni 
and student liaison managers representing an 85% return rate; 14 were received from faculty 
advisors for an 11% return rate; and 4 received from other individuals for a 2% return rate. 
(Other individuals are classified as those listed in the CMAA Yearbook and no longer employed 
in the business at the time of the survey.) 
 
Additional research was conducted with club department heads (see Letter Appendix 3.0) and the 
club's Board of Directors (see Letter Appendix 4.0). 
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Project Survey Results 
Considering the length and complexity of the survey, the response rate was very good. The 
results provided the author with direction as they emphasized the importance of including all 
competencies and leadership skills in the program.  

Part I - Concept of Programs 
 
The results overwhelmingly indicate a strong desire for the program. Survey participants 
enthusiastically support the program concept and the need in the club industry for such a 
program. Ninety-five percent of the respondents said they agreed, or strongly agreed, the CMO 
Program is needed in the industry. Sample responses were as follows: 

"Program definitely needed" 
"I have long felt that a program like this was important" 
"Great concept - Don't limit accessibility too stringently, but keep quality of graduates high" 
"I like the concept - make it long and detailed." 
"I think this program is a very good idea. I am an Assistant Manager and still feel like I don't 
know as much as I should." 

There are mixed opinions about its duration; some believed it should last for one year or less, 
with others recommending two years. Fifty percent of the respondents "strongly disagreed" that 
the program should last two years. Fifty-seven percent of the respondents agreed, or strongly 
agreed, that the program should take one year to complete. Sample responses were as follows: 
 
"Shorter the better, productivity needed sooner." 
"Length of training may depend on size and amenities of particular clubs." 
"The length of time needed to complete the program is a tough question to answer. It really 
depends upon the stipulations put on the experience and schooling of the individuals allowed to 
participate." 
"For those individuals who don't have experience, increase the training duration." 

The individuals participating in the survey indicated that eligibility should be restricted to 
students attaining Associate or Bachelor's degrees from a four-year program. The author wishes 
to point out that this may be biased as all survey participants were degreed individuals. 
Consideration should be given to a program that does not discriminate and is open to students (or 
graduates) and current employees in a club. On the positive side, the practice of equal 
opportunity tends to broaden the organization's employment reach and help assure that the 
available human resource pool is used to its fullest advantage. On the negative side, the failure to 
practice equal opportunity can quickly demoralize the work force and may involve an employer 
in costly and time consuming litigation. Sample responses were as follows: 
 
"Candidates should possess potential and not necessarily education. Although education is surely 
a plus for any candidate in either case potential is more important." 
"Eligibility into the CMO Program should be somewhat discretionary by participating managers. 
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Managers are more aware of which candidates would be successful." 
"Candidates with some specific schooling who are sponsored by a member of CMAA should be 
able to participate in this program." 
"Even though I marked what I did - I do have mixed emotions of what schooling/experience 
should be required. Either route should contain an ultimate goal of club management retention." 
"CMO should also be available to club employees such as dining room managers, maitre 
d'hotels, banquet managers, etc." 
"It should be open to anyone wanting to become part of management." 
"Student Chapter affiliation is a good idea - interest is there - would build more interest - 
backbone of program and involvement exists to take advantage of opportunity." 
"We must stress the importance of a Bachelor's Degree to enhance the credibility of our 
profession." 
"What happens to the person who works his or her way up through the cart barn and has little or 
no college, but wants a management job after 10-15 years at the same club?" 

Part II - Application Process 
 
Results indicate that the program should be structured. In addition to a formal application 
process, various other suggestions were made regarding eligibility, such as the importance of 
communicating the responsibility of the participating club and sponsoring manager as to their 
roles in implementing the program. Ninety-three percent of the respondents agreed, or strongly 
agreed, that CMO candidates should make formal application to apply for the program. Sample 
responses were as follows: 
"The easier the process is the more clubs will get involved. Cut the paperwork to a minimum." 
"Application process seems too structured." 
"Resumes of the candidates should be attached. There should be some overall governing body to 
accept or deny candidates. There should also be some type of test necessary for completion." 
"The participating clubs should pay for all administrative costs incurred by CMAA." 
"We want the best! There should be a G. P.A. requirement - Minimum 3.3." 
"A recommendation should be necessary; however, the candidate should have the option of a 
club manager or faculty advisor. However, it should be from someone in the club industry." 
 
Eighty-six percent of the respondents agreed, or strongly agreed, managers at participating clubs 
should be required to sign a contract that they will follow the requirements of the program. 
Sample responses were as follows: 
"Many times interns feel like cheap help. I'm guilty of abusing interns. A signed contract would 
be good." 
"It will be equally important to have a solid commitment, not only from the participating clubs 
and managers. May want to address what will happen to the student should the participating 
manager leave the club during the program." 
"The application process seems too structured." 
 

Part III - Program Logistics 
 
The results suggest that applications for the program should be accepted as received and no set 
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time frame be established. Flexibility is emphasized, along with strong emphasis on including a 
monitoring system. Eighty-two percent of the respondents believe there should be an official 
agreement involved. Seventy percent believe a minimum salary should be included. Ninety-five 
percent believe the CMO Program should be monitored to ensure the participating club is 
following its commitment to the Program. Sample responses were as follows: 

"A set of standards must be established and a 'manual' that would serve as the guide or road map 
would be a big key." 

"Hopefully a system of qualified managers will evolve inherently its support group. Liaison 
managers and others all share in the quality of the program and its success." 

"Monitoring is not necessary and cumbersome. All candidates are graduates and in the work 
force. If either group does not like it, then out." 

"Club Managers should monitor program and students based on reactions of fellow employees 
and members." 

"If a club signs on, I would hope that they would not need much oversight." 

"Because of the various sizes of universities and clubs, I do not feel a minimum salary should be 
published, due to the fact that smaller clubs might not be able to meet that sum...." 

Part IV - Program Competencies/Tasks 
 
Food and Beverage is identified as the number one priority. Ethics and Values, General 
Management, Financial and Human Resources follow. The survey also indicates that the trainee 
should practice hands-on training in all areas of the club's operation. 
 
Being a "hands-on" program, individuals surveyed were asked what tasks should the CMO 
candidate participate in during the duration of the program. Suggestions were given. The highly 
rated tasks include the following: 

• Learn to read and understand club's financial statement. 
• Organize and plan a club event. 
• Work with Managers on club's annual budget. 
• Conduct at least four staff training sessions. 
• Take and record the Food and Beverage inventory. 
• Accept a project and prepare a report to implement. 
• Interview candidates for employment. 
• Book and run a wedding. 

Part V - Outside Influences 
 
Outside influences are defined as additional education outside of the club that may coincide with 
the program. The survey respondents indicate that all forms of education would be beneficial; 
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however, emphasis was placed with CMAA local chapter programs. Ninety-six percent of the 
respondents agreed, or strongly agreed, participation in local CMAA chapter should be required. 
Sample responses were as follows: 
 
"B.M.I. I would be fine for completion of program. Should not require them to be members of 
CMAA until they complete program, but should attend a couple of chapter meetings and 
assistant manager meetings." 

"Attend wine tastings, food shows, etc. Attend local Chef's meetings. CMAA educational 
seminars. Tours of local food/beverage purveyors' operations." 

"Program should be more hands-on and less theory. College was all theory, but no practice, this 
is where a young manager is behind." 

"Outside sources create more dollar expense for the club. No. 36 (Extra credit is available by 
completing homework or outside research) should be at the discretion of the club." 

Part VI- Program Completion 
 
Recognition is emphasized through the awarding of a Certificate of Completion or plaque from 
the Club Managers Association of America. Ninety-two percent of the respondents "strongly 
agreed" a Certificate of Completion or plaque should be awarded from CMAA. A sample 
response is as follows: 
 
"I feel this should be recognized in the local chapter, but not national." 
 
Part VII - Program Particulars  
 
Overwhelmingly the respondents indicated that they would introduce the Club Management 
Opportunities program in their club or promote it through their institution or school. Ninety-six 
percent of the respondents agreed, or strongly agreed, they would introduce the CMO program in 
their club or university.  
 
Another section of the survey included an open-ended question. The author attempted to get a 
feeling from the respondents as to "what was the most significant learning experience during 
your transition to club management?" Sample responses were as follows:  
 
"Working in a training program through all club departments. Hands-on experience plus personal 
and professional guidance from an experienced and interested professional club manager."  
 
"The duties and tasks given to me during my internship at school. I had a great mentor."  
 
"Working in the industry getting 'hands-on' experience."  
 
"Working for a quality club, large and diverse enough to help me build a strong foundation."  
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"Get in and work with the staff - get your hands dirty."  
 
"I had plenty of academic learning, but no practical experience, so I had to learn the practical 
aspects on the job...."  
 
"Realizing that I had the potential, but needed the guidance of a successful and knowledgeable 
mentor...."  
 
"Learning how to effectively communicate with everyone I came in contact with (ranging from a 
Spanish speaking busboy to the CEO of a major corporation). Learning 'back of the house' or 
cooking skills is also very important."  
 
The final question in the survey focused on "What advice do you have for a student aspiring for 
an Assistant Manager position in a club?" Sample responses were as follows:  
 
"Don't be afraid to get your hands dirty. There's no experience like hands-on experience."  
 
"Flexibility, eagerness to work in all areas, leave your ego at home, patience, choose a mentor to 
help your career. Finally, don't work at just any club - be discriminating!"  
 
"Work whenever and wherever possible at a club."  
 
"Learn the beginning aspects of the club as well as others."  
 
"Understand that your educational background is, in many cases, theory. The application of this 
knowledge can be quite different in real life."  
 
"Ground level hands-on experience - waiter, cook, bartender, etc."  
 
"Have as good an academic record as possible, assume as many leadership experiences as 
possible, and get experience, experience, experience."  
 
"Working in a country club is the best experience. Learning finance, food and beverage is good, 
but you have to learn the many nuances of country club life."  
 
"Get the most experience you can, not just a degree."  
 
"Work Hard...Period!"  
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CMO Program Outline 
CMO Program Outline  
 
The Club Management Opportunities Monograph includes a model Assistant Manager 
Development Program. The CMO program has been developed for use in most private club 
operations. A key ingredient inherent in the program is flexibility. Depending on the individual's 
previous work experience and education, coupled with available time at the club, the program 
can be adapted.  
 
For example, if the AMID is a graduate of a culinary school, the food operation may be de 
emphasized and more time allocated to other areas of need.  
 
Another example may be an individual already working as a Dining Room Manager in the club. 
This individual is able to continue working in his/her position and at the same time, work 
through the other areas of the program at every available opportunity.  
 
The model includes seven major sections.  
 
• Program Overview  
 
It is essential that a clear understanding of the program and instructions for implementation be 
established. The Introduction outlines the entire program and describes individual 
responsibilities, including how the mentor relationship could be applied in the Assistant Manager 
Development Program. Suggested guidelines that encourage the mentoring concept are included. 
Eligibility is discussed with no limitation and with preference given to individuals with high 
scholastic aptitude, or individuals currently working in the capacity of a supervisor within the 
club.  
 
The instructions provide step by step procedures to complete the program. They illustrate how 
the program works, including the format used for delivering the information. The scheduling 
process de emphasizes a stringent time-line and emphasizes flexibility and communication. 
Detailed instruc-tion is provided on how to complete a section, including a demonstration of a 
suggested method of scheduling.  
 
• Club Management  
 
In essence, the main purpose of this information is to provide an orientation so the Assistant 
Manager In Development (AMID) becomes familiar with the club's environment. This section 
includes conducting a club analysis and suggests reviewing the rules and bylaws, facilities and 
services, and the club's organizational structure. An employee who knows a great deal about the 
mission, goals, and objectives of the club and his/her role in the whole scheme of things, as well 
as knowing the rules, regulations, expectations, and benefits of the job will be both a better 
contributor and a more highly satisfied employee.  
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As an extension of the orientation, an outline of historical background is provided. It includes 
reference to the beginning of private clubs and continues through the present day application.  
 
The Club Managers Association of America has supported the evolution of the club manager 
from the caretaking role as steward to the present day acclaim as Chief Operating Officers. The 
Club Manager section is significant as it establishes expectations and defines the club manager's 
position. The following definition is used to describe the functions of the Club Manager:  
 
The club manager is the liaison between employees and the club's members. The club manager 
represents management to the employees and represents the employees to the club's members. 
Without management there would be no clear cut direction and the work would not be 
accomplished.  
 
Another section includes the identification of the different levels of club management through 
the inclusion of position descriptions. Visualizing the club management experience is brought to 
life through the article Reflections, which depicts the actual experience of a first year manager in 
a club.  
 
• Leadership  
 
Management experts have written hundreds of books about what constitutes management. The 
Assistant Manager Development program attempts to explain what management does with 
regard to leading the club operation.  
 
People often use the terms "manager" and "leader" as if they were synonymous. They are not. 
Being a manager does not automatically make one a leader. The Club Management 
Opportunities model includes the things which will help make a good leader. It defines the 
qualities of leadership and provides direction on ways to apply leadership abilities.  
 
All of the qualities of leadership discussed in the model are essential to sound club management. 
Through researching the literature it became apparent that integrity and character stand above all 
other attributes of quality leaders. Communication skills, both verbal and non-verbal, elements of 
human relations, critical thinking skills, effective work habits and personal traits, and an 
emphasis on professional presence are vital for leaders. Professional presence is a visible means 
of showing competence and credibility in business.  
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Conclusion 
As evidenced by the positive ratings in the survey and the enthusiastic comments generated, a 
program that focuses on club management opportunities should be developed and made available 
to the club industry. The most logical entity to develop and administer the program should be the 
Club Managers Association of America located in Alexandria, Virginia.  
 
The monograph author strongly encourages CMAA to consider the benefits the Assistant (Club) 
Manager Development Program will have on aspiring individuals entering the profession. 
Research concludes that this program would make a viable contribution to the club industry and 
is sorely needed. In view of the findings, further research and development should be conducted.  
 
The professional development of the Club Manager is making tremendous progress. Not only has 
the quality and variety of education risen due to higher levels of expectation, the manager's self-
awareness has risen as well by knowing that s/he needs to keep current in the industry. This 
situation is very healthy for the profession. The Assistant Manager Development Program should 
be compared to building the foundation in the development process. In the construction of a 
home, the ornamental woodwork, fancy draperies, and marble foyer are finishing touches to a 
quality structure; however, if the foundation is not built on solid ground and constructed 
correctly, the beautiful house will not stand the test of time. Individuals entering the profession 
should be welcomed in a similar manner. They should plan career development, be nurtured by 
an individual who has excelled in the profession and equip themselves with the basic knowledge 
and experience needed to build a solid foundation from which to flourish.  
 
The Assistant Manager Development Program contributes to the individual's foundation building 
process which is a critical component to success. The Assistant Manager Development Program 
provides the following:  
 
• Creates an immediate sense of value for the club management profession.  
 
• A planned and supervised educational experience. It provides the AMID with the practical 
skills gained through actually working in a club.  
 
• It creates opportunities for personal and professional growth for both the AMID and the 
sponsoring Club Manager.  
 
• The Assistant Manager Development Program is a gateway into the club management 
profession.  
 
• The program is a means of effectively pre-screening and recruiting future full-time employees 
less expensively than through traditional methods.  
 
• It allows the individual to define club management and to focus on it as a career.  
 
• It provides meaningful interaction among club staff and members.  
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• This is a means of promoting the Club Managers Association and the Club Management 
profession to the student chapter population.  
 
• The program serves as an audit of the club's operation which will help to enhance the 
organization through review of policies and procedures.  
 
• It is a source of fresh ideas and assistance with special club projects.  
 
• The AMID program is an opportunity to experience a feeling of pride for having successfully 
guided an individual into the club management profession.  
 
Upon further development, the Assistant Club Manager Development Program may include the 
following characteristics:  
 
• Consider a hands-on program conducted in the private club environment.  
 
• Build around the concept of "Managers as Mentors" and encourage passing on acquired 
knowledge and skills.  
 
• Make the program flexible and user friendly so that it can be utilized in most club operations.  
 
• Select a program title that does not intimidate existing club managers and takes into 
consideration trends or new management concepts.  
 
• Do not make the program "cost prohibitive." It should not be considered a profit center.  
 
• Ensure that the program touches upon all aspects of club management.  
 
• Include the feature of networking with other club managers and encourage this concept 
throughout the program.  
 
• Consider the promotion of the program through CMAA student chapter organizations.  
 
• Do not limit eligibility. The program should be made available to individuals who have 
graduated from two- or four-year schools beyond high school and to those who have not.  
 
• Create a method of promoting the candidate to a career path in club management after 
graduation.  
 
• Award a Certificate of Completion to the AMID from the Club Managers Association of 
America upon successful completion of the program.  
 
• Recognize appropriately the sponsoring club manager and club for their participation.  
 
In summary, the author of the monograph recalls his early years in club management. Had a 
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program such as the Club Management Opportunities Assistant Manager Development Program 
been available at the time, and had the author been afforded an opportunity to participate in the 
program, he is confident that an accelerated personal learning process would have resulted.  
 
The author also believes that a training program such as this would prove invaluable to an 
individual desiring a career in club management, as well as in assisting with the professional 
development of the sponsoring club manager. Survey data supports the implementation of such a 
training program.  
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