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Advancing Leadership

Clint Maun, CSP

1. Using Team Targets

2. Organizing Team Activities
A. Recruitment
B. Selection
C. Out-of-Bounds Behavior

D. Celebration/Recognition

3. Eating the Elephant One Bite at a Time

4. Setting Up Motivation Opportunities
A. Four Questions
B. Self-Control Systems (SCS)
C. Three Components of SCS
a. Expectations Defined
b. Self Measurement

c. Realistic Resource Control

5. Handling Negativity

Maun-Lemke Speaking and Consulting, LLC 8031 West Center Road, Suite 222 Omaha, NE 68124
Phone 800.356.2233 Fax 402.391.1025 Email clintmaun@aol.com www.clintmaun.com


mailto:clintmaun@aol.com
mailto:clintmaun@aol.com
http://www.clintmaun.com
http://www.clintmaun.com

Team-Building 101.:
How You Can Create & Maintain Cohesive Teams

Clint Maun, CSP

To remain successful, healthcare organizations must rely on the concept of teamwork.
From administration, to nursing, to physicians, to janitorial services - to get the job done,
everyone must do their part. While some employees may immediately embrace this
concept, it's inevitable that some will shy away. No matter what the case is at your
organization, as a manager, it is your duty to create as well as maintain a friendly team
environment.

How Do | Start?

Creating cohesive teams at your organization may seem like a daunting task, but there
are actually plenty of ways to achieve this. And the best part? You can have fun while
doing it!

Building strong, unified teams can be as simple as a group lunch, or as detailed as an
entire day filled with activities and prizes. The main idea is to bring your people together
so they can bond and learn more about one another. While many team-building
activities involve spending company time and money, the end results are usually worth
their weight in gold. Your organization can reap many benefits including boosted
morale, strong friendships between co-workers, and increased appreciation for the
company - all of which contribute to a happy, productive workplace.

How much time and effort one can devote to team-building is going to vary from
healthcare organization to healthcare organization. However, as mentioned above,
these endeavors benefit not just the employees, but the organization as a whole. So,
keep this in mind when you're planning and presenting your team-building ideas to
senior management.

The sky is virtually the limit when it comes to team-building activities; but if you're having
trouble thinking of things to do, take note of these ideas:

Get outdoors. Allow employees to get out of the office and enjoy some fresh air by
playing games like cricket, flag football, relay races, volleyball, etc. Not only are these
fun activities, but they also demonstrate the importance of team dynamics. Make sure
you mix up the teams a bit - have employees who don't work with each other on a
regular basis on the same team.

Delegate. Looking for a plethora of ideas? Hand the responsibility on to your co-
workers! Determine how often you want to hold team activities (i.e., once a month, once
every two months, etc.) and then assign one employee to organize that activity.

Perhaps they have a unique game, puzzle, and/or movie to share with the rest of the
group. Allowing each employee to organize a team event will help bring variety and
creativity to the events. In addition, it allows each individual to share their hobbies and
interests with everyone else.
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Recognize and celebrate. Recognizing co-workers by honoring birthdays, work
anniversaries, or the completion of a complicated project bolsters the team and
facilitates team-building. This doesn't mean that you must do all the planning or pay for
all the supplies. For example, for birthdays, you can set up a schedule in which the
person who had the last birthday must be responsible for buying a cake, getting a card,
etc. for the next co-worker's birthday. This way, everyone equally contributes, and the
question of who will get the celebration supplies is automatically answered.

Start a tradition. Traditions create a sense of foundation and allegiance. Perhaps your
department welcomes newcomers by making them wear a distinctive name tag or pin.
Maybe there's a trinket or plaque someone must keep with them if they're the newest
member of the team. No matter what your tradition entails, it will help create a sense of
acceptance and camaraderie. It can be something you take very seriously, or it can be
fun and silly. It's ultimately up to you.

Applying themes to your team-building activities. Team-building can include a wide
variety of methodologies and themes. To become a great team-builder, you should get
acquainted with as many methodologies and related themes as you can.

Here are some themes that can be useful in your team-building activities:

¥ Sports psychology contains useful and relevant elements that can be carried
over to the healthcare profession. Think about it - every sports team needs to put
aside their differences and work together to be successful. Using a sports theme
is a great way to powerfully convey your message.

¥ Outdoor survival and challenges are unique experiences and themes that help
co-workers more keenly recognize their surroundings. Working together, in
harmony with nature, helps demonstrate how team members can achieve their
goals in spite of uncontrollable factors (i.e., Mother Nature).

¥ Military tactics — The military (Army, Navy, etc.) are all extremely focused on
team effort. Just like the healthcare profession, these organizations count on
one another to preserve and protect the lives of others.

Revert to your childhood. What kinds of games and activities did you enjoy as a
child? If you have children, ask them what games they like the most. Board games,
tricks, puzzles, and other elementary activities can offer a nice break from the hectic
world of work. Reverting to such activities can also allow employees to laugh, have a
good time and explore a more creative side that otherwise may stay dormant.

Recruit outsiders. Bring in a fun, motivational speaker to both entertain and educate
employees about ways to enliven the workplace.

Remember, imagination is key. Take these ideas and put your own touch to them. Tailor
your activities around the personalities and preferences of your team.
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Details to Remember

When planning team-building activities, there'll be a variety of items that will have a
significant impact on how smoothly an activity goes. When planning for a team-building
activity, think about these factors:

¥

Team mix - You want to create teams that are diverse in every aspect (age, job
type, department, gender, seniority, etc.) so people who don't normally interact
can have a chance to do so. You'll also want to take extra care when organizing
team-building activities and games for the older people in your group. Will the
activity demand too much physical activity for them? Is there a chance they can
get injured? If so, you may want to think of a more relaxed activity.

Team numbers - Pairs or small teams will allow for high interaction and
involvement. However, if you have a large team (five or more) you'll need to
elect or have the team name a leader. Without a leader, there's a higher chance
of non-participation and chaos, so avoid this (unless the purpose of the exercise
is to demonstrate why teams need leadership).

Team roles - Will you need a timekeeper? A note-taker? A presenter? Take
time beforehand to consider all roles that are necessary to carry out the activity
and make sure you'll have enough people to fulfill those roles.

Directions - Make sure all team-building game instructions are clear and
complete. This is essential for keeping control and credibility. Practice the team-
building exercise yourself first to check that it works and to ensure you have all
the answers to possible questions and confusions.

Duration - Determine beforehand how much time should be spent on the activity.
You want to allow enough time for everyone to fully participate, but you don't
want the event to drag on.

Prizes - Awarding a trophy or gift certificate to the winner(s) of the team activity
can spark more interest and fuel competition.

Venue and logistics - Do you need to reserve space for the activity? Put down
a deposit? Is the room big enough? Can food be catered in? Will you need a
microphone so people can hear you? You need to consider all logistics well in
advance.

Materials - Always have spare materials and equipment to allow for more
people, breakages and the inevitable requests for freebies ("Oh, these are so
neat, can | take one home with me?").

While organizing team-building activities can involve a lot of work, just remember that it
will pay off in the end. In the meantime, you should take pleasure in the fact that you're
providing your employees with such wonderful opportunities.
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The Art and Science of Teaming
(Maximize Team Productivity)

Clint Maun, CSP

Many organizations are finding it difficult to be successful without the use of teams to
produce important improvement and operational stability. This is particularly true when
developing:

e Quality Improvement teams

e Recruitment, Selection, and Retention teams

e Revenue Enhancement related teams

To produce a successful team you need to develop boundaries for the implementation of
successful group activities. These boundaries or ground rules include:

1. Make it an honor to be on a team. DonOt manipulte or force people to be on
teams for the wrong reasons.

2. Most high-level facility-specific team operations need to have the administrator
participate as the chairperson. This ensures there will be continuity of cross-
functional effort, turf & territory reduction and overall decision-making capabilities
available at all times.

The team meetings must have agendas.
The team meetings must start and end on time.

The team meetings must be a specific action type of meeting versus a reporting
meeting. Simply circling people around with various informational updates from
each team member wonOt accomplish anything. You musmake sure the
prioritized agenda items are at the top of the list and there is a focus by every
member of the team on success against those agenda items.

The teams must ensure everyone participates and holds each other accountable.

The team must make decisions about future agendas, sub-team work between
meetings and the definition of successful problem-solving.

8. The team must decide what level of decision-making they have and what their
approval points are for required action accomplishment.

9. The organization must support that the teams will be utilized to improve areas of
work behavior versus a traditional military table of organization model.

10. You must ensure all members of other areas of the organization are informed as
to the purpose of the teams and why it@ important for the success of the
organization.

11. Teams needs to deal with issues of conflict and territory by setting up ground
rules at the front end of the team implementation.

12. The people talking on a team canOt only behe people at the top.
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13.

14.

15.

16.

17.

18.

The group has to "police" any over-zealous involvement by some team members
at the exclusion of others. It must also "step up" individuals who are not
participating or who do not get work completed timely between meetings. The
group members cannot start snitching about others to higher-level people or the
team won’t be successful.

The team must have accountability to accomplish their tasks within a certain time
frame.

There should be a written plan in place for the accountable product with goals to
accomplish and reporting should be frequent about the progress of the team to
other levels of authority/accountability.

The team must realize when it needs to stop and assess how it is functioning and
process the strengths/barriers related to issues.

The team must celebrate and recognize its success with appropriate positive
feedback/rewards.

The team must deal with all the necessary public relations components to ensure
there is a positive atmosphere surrounding the team’s accomplishments.

By following these and other customized ground rules for your team, organizations can
produce measurable success in important areas. They can accomplish more using a
team-based process than the traditional assignment of specific work to certain turf or
territory areas. This cross-functional teaming approach is a critical factor to the success
of today’s organizations. It leads to our belief that we are our own best friend, or worst
enemy. It also sets in motion a goal-oriented accomplishment effort that can be used for
other group behavior efforts.

A team-based approach to problem-solving and decision-making is vital to the healthy
growth of an organization.
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Workplace Coaching:
A Step-by-Step Guide

Clint Maun, CSP

Healthcare professionals don't want to be told what to do all the time. Rather, they want
to be encouraged so they can develop their skills and figure things out on their own.
Organizations across the nation are discovering that workplace coaching is a great way
to help their employees achieve new skill sets as well as the autonomy they desire.

Most coaching is one-on-one work between an employee and a supervisor. A coach will
ask hard questions and regularly challenge the employee in efforts to improve a specific
aspect of their workplace performance. The employee isn’t the only one who will benefit
from this relationship—the return on investment in developing people through coaching
can result in employee retainment, higher morale, and increased productivity.

This six-step coaching plan will help you carry out an effective and productive coaching
endeavor.

Step 1. Establish an Agreement

It’s critical to sit down and discuss the scope of the relationship before any coaching
takes place. As the coach, you’ll want to create a document that clearly defines the
guidelines and specific parameters of the relationship (e.g., logistics, scheduling,
inclusion of others if applicable, etc.). You'll also want to include what is and is not being
offered, as well as both parties’ responsibilities.

Allot a space on the document for signatures that acknowledges that you and the
employee/trainee have read and understand the agreement. Remember, a clear
agreement will ensure that all "players" are on the same page and both focusing on the
same end-result.

Step 2. Plan and Set Goals

While you can help your trainee decide what they want to learn and on which areas they
would like to improve, it’s important that they come up with their own goals. Help them
create a plan with goals that are attainable, measurable, specific, and have target dates.

Help the employee identify and access different resources for learning (e.g. books,
seminars, other professionals, etc.). Also, keep in mind that the plan is a guideline, not a
document set in stone. It can be adjusted as you go along—so make plan adjustments
as warranted.

Step 3. Execute
After you’ve covered your bases with steps 1 and 2, it’s time to execute. This is the time
for your trainee to practice and show you what they’ve learned.

During your coaching sessions, you’ll probably want to put your advice and/or
instructions on paper. This will help clear up any confusion, and it will give them
something to refer to when you’re not around.
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To give clear instructions you should:
¢ Assume they have no prior knowledge
e Explain why the job/task is done this way
e Give instructions in sequence, so it's easy to remember
e Use clear and simple language - be especially aware of healthcare jargon with
which the employee might not be familiar
Include safe work practices in your instructions
e Ask questions to check for understanding: "How's your work going?", "Is there
anything | can do to help?"
e When you've given a complex set of instructions, ask the trainee to repeat them:
"Now that I've told you what to do, I'd like you to repeat each step - tell me what
you do first? And then?"
Provide examples of documents you use in the workplace - forms, letters, etc.

The execution phase involves much action and practice. With this in mind, youOll want to
provide variety so your trainee doesnOt get bored ndiscouraged. Variety could include
new and different tasks. Or perhaps it could involve opportunities to apply new skills in
different work environments such as other departments or sections of your healthcare
organization.

Step 4. Encourage, Correct, and Check Progress

Every time you begin a session, acknowledge what your trainee has done, not done,
learned or become aware of since the previous coaching session. Also, remember your
coaching plan (step 2) as it outlines the what, where, and when of training.

Seek feedback. A critical part of the checking your trainee's progress involves seeking
their feedback. You can do so by:
e Involving them in decision-making: "What do you think the next step should be?"
e Asking them what areas in which they need extra help or are worried about.
e Waiting for answers - if you're patient, your trainee will tell you how they feel - so
don't be afraid of silence.

Most importantly, remember to stay positive. It may be frustrating at times, but the main
point of workplace coaching is to help your employee build the skill set they need to
make their own decisions. So, be patient and let them figure out the right answers.

Troubleshoot. Workplace coaching exposes employees to new methods and
experiences. That being said, many trainees will probably encounter some problems at
some stage during training.

If workplace performance is affected, perhaps the trainee is:
e Nervous about how well they are doing
e Uncomfortable with some of the other staff
e Under stress - too much on their plate at once, or behind in some aspect of their
training, etc.
e Having personal and/or home difficulties
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When an issue arises, you can help the trainee work through it. Follow these steps:

¥ Maintain a positive attitude.

¥ Negotiate, encourage, and advise: "Okay Sue, you'll still have to help with meal
distribution. But when you've finished, I've arranged for you to spend an hour
with administration to see how billing works. And next time a billing job comes in,
you can assist me with it."

¥ Encourage the trainee to speak up when they don't understand or are having
troubles.

Remember, mistakes should be expected. If you're prepared to handle them, you can
help your trainee turn these mistakes into beneficial learning experiences.

Step 5. Celebrate Success

Once the trainee has reached his/her goals, make sure to celebrate those
achievements. This is a great way to acknowledge a job well-done, as well as bringing
closure to the relationship.

To give your trainee the recognition they deserve, try any of the following:
¥ Make an announcement at work about their achievements.
¥ Mention them in the company newsletter or on the notice board.
¥ Arrange for them to attend a management meeting.
¥ Nominate the trainee for an award (if your company has such a program).

Celebrating these accomplishments emphasizes the value each trainee brings to the
table N all while serving as motivators for future learning.

Step 6. Evaluate

Evaluating your coaching relationship will help you and your organization in future
coaching endeavors. There are plenty of ways you can evaluate. You can document the
feedback you received from your trainee, you can administer pre and post-coaching
surveys, or you can keep a journal that details the obstacles and successes you
encountered. Bottom line: coaches are not exempt from criticism. You can always
stand to improve your coaching performance; and an evaluation will help you figure out
which areas demand your concentration and attention.
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Leadership Strategies That Reduce Stress

Clint Maun, CSP

Stress of all kinds has pummeled the healthcare industry. Facilities are expected to deal
with managed care competition, major reimbursement changes, staffing concerns,
regulatory compliance changes, consumer awareness issues, media problems and
tougher acuity. It's no wonder some people want to throw up their hands and run
screaming into the night!

We believe it is possible to work through this change, chaos, turmoil and stress. It
requires however, strong leadership throughout the organization beginning with the
management team. When you're in a stressful situation, it boils down to how you act or
react to that situation, versus letting the situation take control of you.

Stress has been defined as conflict between the mind and body. Negative stress can
result in problems for the organization including morale issues, apathy, absenteeism,
turnover, customer service problems, quality issues and general disarray on a daily
basis.

Today's healthcare leader must have specific techniques for handling stress inside the
facility on a daily basis. It's impossible to focus on issues that are beyond your control or
concern reducing stress. You have to focus upon techniques and strategies that can be
implemented by the facility on an ongoing basis. Some of these strategies include:

1. Focus on takeoffs . "Takeoffs" are the facility's ability to get started for the day in
the proper manner. Airports and airplanes strive for smooth takeoffs to ensure a
successful start of the flight. If scheduled "takeoffs" are a few minutes late at the
beginning of the day, by the end of the day "takeoffs" can be off by as much as
several hours.

The facility must deal with its "takeoff" behaviors and set in motion leadership by
charge nurses, unit managers and department heads regarding the first ten
minutes of the start of the day, shift report, meeting or conference. Also, ensure
that the pre-breakfast experience is positive, upbeat and successful.

Leadership in the management role includes the ability to police negative
statements; lethargic attitudes, shift change rituals and other issues that affect
the "plane” to take off on time and on target. Leaders need efficient, effective
solution-oriented shift reports. They should deal directly with any "baton passing”
between shifts ensuring they are effective, solution oriented and efficient. Most
importantly the staff must understand shift changes are not the time for
complaining, griping or passive/aggressive statements about the shift that just left
the building.

Organizations add stress to their day by not accomplishing everything by the end
of a shift, and then spending 30-45 minutes at the start of the shift adjusting and
getting themselves ready.
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Leadership sets the tone for each and every day. Ou r "planes" must be
loaded effectively, ready to both "take off" and "I and" on time.

The same holds true for the start of care planning conferences, staff training
sessions, department head meetings, staff meetings, etc. Agendas must be
focused, solution-oriented and prioritized. All meetings must start on time, and
address the most important issues first.

Allowing even one person to take a meeting off target or off agenda causes it to
start late. Giving an individual's negative statements control over a meeting will
cause the creation of more stress. When "other" issues sidetrack the purpose of
a meeting, managing stressful situations will be impossible.

It's important for healthcare organizations to crea te a successful set of
outcomes within the first seven hours of the day . Whatever happens
between 6 a.m. and 1 p.m. sets the tone for the remainder of the day. This
advice applies to both hospital settings and skilled nursing facilities.

We're not saying the other seventeen hours running smoothly is not important,
but if you can't make the first seven hours run successfully, you won't be able to
deal with the issues that affect the rest of the day. During that first seven hours
many things must be accomplished including:

Activities of daily living (ADL'Ss)

Two meals or dining experiences
Physician's examinations and visits
Testing procedures

Treatments performed

Medications administered
Therapies provided

Recreation Therapy activities and,
Any other ongoing delivery systems

O OO0 0O OO0 O0OO0OO o

We're suggesting that organizations closely examine these first seven hours to
determine if they need re-engineering to make them as successful as possible
and thus reducing stress.

Too many healthcare organizations are still holding on to old, hierarchical
systems and structures that are not efficient or effective with 21st Century
workers and work situations. "Top-level* managers, the administrator and the
DON should be focused and available throughout the building(s) and "out on the
floor" during the first seven hours of the day. If these individuals are "holed" up in
their offices responding to corporate requests, e-mails, and paperwork they are
missing opportunities for lively leadership involvement that can keep crisis
management to a minimum.

We suggest staff training programs be adjusted to run small modular training with
two or three people on the units as needed, rather than all-staff meetings or in-
services. We also suggest asking visitors, vendors, and others to please make
contact with us at a time that doesn't interfere with the busiest parts of the day.

Maun-Lemke Speaking and Consulting, LLC 8031 West Center Rd, Ste 222 Omaha NE 68124
Phone (800)356-2233 Fax (402)391-1025 Email clintmaun@aol.com www.clintmaun.com




It is our belief that if you can make it to one o'c  lock in your health care
facility with a successful tone for those seven hou rs you will experience
other victories throughout the afternoon and evenin g.

If the "chaos" of a poor "takeoff" continues into the afternoon, it will be passed
on to the evening and night shifts. (We call this negative "continuity of care" the
"cycle of doom.")

In skilled nursing facilities, six hours of a resid ent's life is spent in the pre-
dining, actual-dining or post-dining experience . Even in hospital settings,
the quality of food and activities surrounding the meal event represent the
greatest opportunity for a positive or negative cus tomer experience.

Make certain meals are a wonderful team-based, smooth, pleasant experience
for the customers and employees. All too often the dining experience
degenerates into three "milkings" where diners are herded like cows into the barn
for their milking. Too many organizations have turned meals into an institutional
production line that produces stress for the patients, residents and families, and
the staff.

We produce three meals a day and two of them are in the first seven hours of the
workday. Most of the things that affect CMA's (HCFA's) interpretation of a
successful skilled nursing facility occur around mealtimes. This is when
treatments, rehabilitation training, medication dispensing, activities of daily living,
and documentation processes occur. If things are chaotic around mealtimes then
opportunities for successful regulatory compliance will not happen.

The administrator, DON, department heads and other team members must be
involved in the dining experience. They should be visible during mealtimes,
particularly on nights and weekends when families and other guests are most
likely to visit.

These leaders should be directly involved in making successful inter-
departmental interchanges happen, and that "turf fr ee" working
relationships are being encouraged  (especially between the dietary and
nursing staff) .

Another way to cause unnecessary stress in healthca re organizations is to
not cross-train staff in critical organizational fu nctions. For example, if the
Minimum Data Set (MDS) nurses are the only ones in a skilled nursing facility
that understand the MDS, reimbursement and how the Prospective Payment
System (PPS) works, those MDS nurses will feel stress as they make certain no
mistakes are made. At the same time, everyone else will feel stressed out as well
(or should be), having handed the organization's financial well being to these few
individuals.

Putting the responsibility for quality on a few Quality Assurance individuals vs.
the entire QA team will result in heightened stress throughout the organization.
We argue Quality Assurance is a primary responsibility for every person in the
organization.
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In another example, setting up a situation where only a few at the top are
responsible for all interviewing and hiring opens the door for others to gripe,
whine and complain about the quality of new hires and/or not having enough
staff. To make matters worse, without the involvement of a new-hire's co-workers
there is an increased probability of new staff being run off by the "old-timers."

We are suggesting, "Everyone needs to be concerned with everything."
Everyone has the responsibility to be involved with the budget. Everyone has the
responsibility to be worried about the census. Everyone has the need to be
concerned about regulatory compliance and survey. Everyone needs to be
involved proactively with employee turnover reduction and our recruitment
strategy.

By setting up team-based responsibility and knowledge about information that is
affecting the organization, we promote teamwork - thereby reducing stress
because it doesn't put the load on any one individual.

This means that the management and leadership teams must develop an
open-book strategy. Share information. Be willing t o talk about key
indicators, targets, results and numbers that are a ffecting success. Tie
everyone into team-based involvement and improvemen t activities that
lead toward success in measurable ways.

non non

Move away from the "my turf" syndrome, "my people”, "my staff", "my patients",

"my records", "my, my, my, myE.". Instead, move tow ard "we" and "our" and
promoting open-book discussions.

In summary, by focusing upon a leadership team that promotes openness,
communication, and targeted outcomes, we are at the same creating a situation where
we reduce finger pointing, blaming and "turf-wars." By beginning our "takeoff" behaviors
as a group it is easier to move toward the dedicated efforts of critical group involvements
such as meals. This sends a "can-do" message and attitude throughout the organization,
which contributes to a "can do" opportunity for accomplishing superior results.

This "can-do" attitude helps us stay focused on the things we can control and
worry less about what's being "done to us" from the outside . When we take charge
of our work lives within the organization we will have an appropriate sense of
accomplishment. Over time, this leads to the various teams being capable of dealing
with the more negative individuals by saying to complainers, moaners and groaners, "If
you have a problem what is your solution?" These moaners, groaners, whiners,
complainers are then placed on the spot to put up or shut up, because the new way of
operating within the organization is solution-orien ted. This attitude will be
successful on a daily basis for everyone's benefit.
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Looking for more?

*
Clint Maun provides many additional tools to g;\
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Listen at www.clintcast.com weekdays to hear Clint via podcast online! In
under 15 minutes, you'll get best practices, tips, anecdotes and Clint’s unique
‘twist’ on healthcare, along with your ‘daily dose’ of motivation and immediately
® usable ideas! Episodes are even available on Audio CDs! Join Clint’s Care Crowd
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today and be an active member of the healthcare community!

Twitter & Facebook

Into the social networking scene? Follow Clint at www.twitter.com/clintcast for
motivational tweets and inspirational daily pick-me-ups, and on Facebook, at
www.facebook.com/clintcast today.

tight? Share costs with one or more nearby organizations to host a combined
event so all will benefit from Clint’s healthcare expertise! Call Kathy Cain
(800) 356-2233 for more information!
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0% Share Clint

3 ® ° ® ® % Would you like Clint to speak for your organization, but your budget is a bit
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Onsite Consulting

Today’s healthcare marketplace presents many challenges that even top performers
may face. Clint and his team at Maun-Lemke provides onsite consulting services

to help your organization uncover, develop and capitalize on hidden gems of
opportunity. Call Kathy Cain (800) 356-2233.

Products & Resource Materials

Discover a variety of products at www.MaunLemke.com and www.ClintMaun.com, as well as
additional online content to further assist in your quest for continual improvement! These supplements
provide a great way to keep the momentum going after a visit with Clint. Check them out online today
or call Kathy Cain (800) 356-2233 for more info!

Clint Maun, CSP / Maun-Lemke, LLC
ite #222, Omaha, NE 68124 « (800) 356-2233 « clintmaun@aol.com



