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BIO: 
Doug Mayblum is founder and CEO of 
Leadership Explorations, a sustaina-
ble training development program de-
signed to provide emerging and es-
tablished leaders with an effective 
program that will stand the test of 
time, allowing each to successfully 
navigate the unprecedented chal-
lenges they will face over the course 
of their career. 
 
After 30 years in high ranking mana-
gerial roles for Fortune 100 compa-
nies such as Citigroup and most re-
cently JP Morgan Chase responsible 
for 5,000 call center employees 
throughout the world, Doug brings a 
different perspective to leadership 
training programs; it is the real life 
shared personal experiences of 
struggles to find the balance between 
coaching and managing that has en-
gaged and motivated emerging and 
frontlines leaders. A key element to 
his training methodology is to distin-
guish the difference between manag-
ing vs. leading, while providing ongo-
ing guidance to help leaders uncover 

their core competency opportunities. 
In the course of his stint at JP Mor-
gan, Doug conducted numerous 
management performance workshops 
for frontline leaders within his realm of 
responsibility based on "A Leader's 
Legacy." This program was universal-
ly applauded throughout the organiza-
tion and recognized for reapplication 
around the world. 
 
"In working closely with my teams of 
young, emerging leaders in places 
like India, The Philippines and across 
the U.S. I saw how these inexpe-
rienced managers struggled to find 
the balance between coaching and 
demanding to get people to be pro-
ductive and effective. The more I 
shared my own personal struggles as 
a leader with them, the more engaged 
and motivated they became. And 
that's where the idea for my workshop 
and mentoring program for young, 
emerging leaders was born." 
 
Since retiring from JP Morgan, Doug 
has amplified his leadership aptitude 
by becoming a Certified Facilitator of 
The Leadership Challenge framework. 
He has further developed the leader-
ship model by infusing his own best 
practices from other programs to fur-
ther inspire emerging and frontline 
leaders. 
 
Doug holds firmly that the benefits of 
growing the frontline leadership talent 
can never be under-estimated for they 
are the heart and soul of every com-
pany. 
 
About Leadership Explorations: 
Leadership Explorations is a leader-
ship training and intensive coaching 
program that focuses on front-line 
managers. Leadership Explorations 
offers small, medium and large busi-

nesses leadership training techniques 
to help emerging and established 
managers coach themselves to excel-
lence and increase business effec-
tiveness to successfully navigate chal-
lenges they will face over the course 
of their career. 
 

Interview conducted by: 
Lynn Fosse, Senior Editor 

CEOCFO Magazine 
 
CEOCFO: Mr. Mayblum, what is the 
idea behind Leadership Explorations? 
Mr. Mayblum: The idea behind the 
company is to be able to offer my own 
experiences over 40 years starting at 
ground level and eventually becoming 
an executive level leader. The pro-
gram is designed to motivate leaders 
to uncover their core competency op-
portunities and develop new leader-
ship capabilities to drive employee 
productivity, engagement and cus-
tomer satisfaction. Through this, we 
help guide managers toward embrac-
ing their strengths and opportunities 
to become what I recognize (or classi-
fy) as life long leaders.  
 
CEOCFO: What does that entail? 
Mr. Mayblum: It involves working with 
people in a group or an individual set-
ting.  My target audience is what I call 
the front line leader. These are the 
people who touch the largest group of 
employees for an organization – those 
that are closest to the customer. They 
are the ones that, in many instances, 
have been promoted, recently ap-
pointed, and sometimes what we call 
battleground promotions. They do not 
necessarily have the type of leader-
ship acumen nor the training and de-
velopment they really require, espe-
cially with the number and level of 
people that they are leading. What I 
do is construct a program that is de-
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signed to have them openly look at 
what their opportunities and strengths 
are, and encourage them to create a 
realistic development plan that will 
have a sustainable impact on the em-
ployees and ultimately their organiza-
tion. We help them realize the type of 
life long impact that they will have with 
their employees. For example:  I had 
no experience when I got into leader-
ship. I made more mistakes than I can 
count. The opportunity that I have to-
day  to share with them some of the 
lessons that I have learned  over the 
years, but mostly to encourage and 
prepare them to look inside them-
selves, put aside the façade, and 
openly identify specific areas of im-
provement.  
 
CEOCFO: Are most people aware 
that they do not have the skills or 
that there are ways to improve on 
what they know, or is it more of 
management bringing them in 
kicking and dragging? 
Mr. Mayblum: It’s not that simple. 
I think there is an image they feel 
they need to have when they are 
put into a managerial role; their 
perception is now that they are 
“managers” they also have to 
have all the answers. They feel it 
is a sign of weakness to say, “I do 
not know” and, for the most part, 
we’ve been schooled to never 
admit you’ve made a mistake! The 
critical nature is establishing a culture 
where it is okay for managers to arti-
culate they need help and even con-
vey to their employees that they made 
a mistake. People move into a mana-
gerial role and find that their direct 
reports expect their manager to have 
all the answers. If they do not have 
the essentials of candor, they are 
going to face some leadership issues. 
However, if they can create a climate 
of trust, be comfortable revealing their 
vulnerabilities they will connect with 
the people they lead. Establishing a 
company culture is so very important -
- I would say 10 to 20 years ago, the 
climate of trust was lacking, the ex-
pectations of being transparent was 
nearly non- existent. Leaders rarely 
admitted they were incorrect. That 
being the case, how could we expect 
our teammates to act differently? To-
day, we are seeing many “traditional” 

companies making the shift to a more 
open, candid, transparent culture; re-
ally connecting with the employees 
and in turn most importantly their cus-
tomers. 
 
CEOCFO: Would a company typically 
bring you in to work with a number of 
managers or would an individual call 
you on their own and ask for help? 
Mr. Mayblum: It could be either way. 
The program is quite flexible as well 
as versatile. The foundation of my 
program is called The Leadership 
Challenge, and it was developed over 
30 years ago by Kouzes and Posner. 
It has been used by literally millions of 
people worldwide. What I love about it 
the most is that it is entirely customiz-
able toward an organization or an in-
dividual’s needs. It is simple yet po-

werful. The core is based on five prac-
tices – “Model the Way,” “Inspire a 
Shared Vision,” “Challenge the 
Process,” “Enable Others to Act,” and 
the last one, which is my favorite,  
“Encourage the Heart.” The program 
would be facilitated from anywhere 
between 5 to 20 people. It could be 
done in half a day, a one day, or a 
two-day course depending on the 
depth the organization desires. The 
organization’s opportunity after that is 
to assign a number of their highest 
potential employees and follow that up 
with extensive individual coaching. 
The program is not something that is 
off the shelf, and designed to learn all 
the concepts in a workshop setting.  
The true work begins after the work-
shop.  Working with people individual-
ly creates a tremendous amount of 
impact. I am in the process of acquir-
ing coaching credentials with the Insti-
tute for Professional Excellence in 
Coaching (iPEC) working with emerg-

ing leaders in the classroom and indi-
vidually is a two-pronged program 
 
CEOCFO: Are there particular indus-
tries or types of companies that are 
more likely to use your services? 
Mr. Mayblum: I discovered my pas-
sion after four decades in Corporate 
life. Unexpectedly, what I am finding 
in doing this for the last year and year 
and a half is that there are a lot of or-
ganizations out there that do require 
this type program that are not in the 
Fortune 500 or 100 lexicons. Some of 
them are small, some are non-profit. I 
find the organizations that especially 
benefit from this approach are com-
panies who have recently expe-
rienced rapid growth and a lot of 
change. They find themselves in a 
situation where they have had to 

move people into leadership roles 
with very little training or leader-
ship experience. They are moving 
at such a fast pace that threaten 
to slow them down and miss many 
exciting opportunities. There are 
those that are really taking the 
initiative to say, “Let us address 
our leadership acumen and make 
a pro-active investment in our cur-
rent workforce.” If they commit to 
this initiative they are the ones 
who will benefit the most from the 
Leadership Explorations training 
and development program. 

 
CEOCFO: You mentioned when you 
were talking about the five practices of 
exemplary leadership that “Encourage 
the Heart” was one. Would you tell us 
about that aspect and how you teach 
that? 
Mr. Mayblum: Right from the top of 
the program, I share stories about 
three people who made a tremendous 
impact in my career and my life. This 
is where the lessons come into play 
within the program. I ask them to think 
of one person who made a significant 
impact on them when they first 
started. Inevitably they will come back 
with a story about somebody who 
taught them, guided them and influ-
enced them in manner that typically 
happened years or sometimes dec-
ades ago; the majority are extremely 
positive lessons that stayed with them 
throughout their career or life. The 
main lesson that resonates with them 

“The reality is that many leaders do 
not have the time, and in some cases, 
the proficiency to aptly train, mentor, 
and challenge their frontline manag-
ers in an ongoing manner. Leadership 
Explorations provides emerging and 
established leaders with a develop-
ment process that will stand the test 
of time, allowing each to successfully 
navigate the unprecedented chal-
lenges they will face over the course 
of their career.” – Doug Mayblum 
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is to just think about how many people 
we touch on a daily basis in an effort 
to help them realize we are all the part 
in somebody’s story. They could be 
talking about us right now. The impact 
that you have on all of these individu-
als can never be underestimated. 
That is the basis of the program. If 
you are not touching their heart and 
you are not stopping to think about the 
long-lasting impact that you are hav-
ing on another individual, all these 
other things are going to wane. You 
have to be able to open yourself up, 
and not everybody understands that. 
It might be intuitive with some, but 
again you go back to that concept we 
were talking about before where you 
feel like you have to know everything 
because you are the leader. You feel 
that you cannot reveal your vulnerabil-
ities, but you are making a very big 
mistake and losing an opportunity to 
connect with people. 
 
CEOCFO: I am sure this is not politi-
cally correct, but when you are train-
ing men and women, are there differ-
ences? Do you adopt the program a 
little bit differently or are there any 
gender differences that need to be 
recognized in training? 
Mr. Mayblum: There are. Do I adapt 
to it differently? No. However, I do 
think that many women have perhaps 
a little bit more of an edge in encour-
aging the heart, but not necessarily all 
the time. Many women might feel that 
they have to have a hard edge to 
show that they are stronger. That 
might be the case, but they cannot 
walk away from the fact that it is okay 
to show that softer side. There is a 
little bit of customization, but it de-
pends on the individual rather than a 
broad stroke. I only ask them to look 
inside themselves and be able to an-
swer those questions that we pose. 
Many Fortune 500 companies are 
bringing this dynamic to the forefront 
in their advertising – Pantene  Philip-
pines’ for one just aired a new com-
mercial, which has been created with 
the key idea of putting an end to 
gender labels; it is being referred to 
as an 'inspiring' and ‘extraordinary’ 
commercial on Twitter. The ad depicts 
the discrimination that exists between 
the sexes by referring to a male supe-
rior as 'boss' and a female superior as 

'bossy'. It also puts forth the biased 
perception about female workers. Un-
like male workers who are appre-
ciated at workplace for being 
'persuasive' and 'dedicated', their fe-
male counterparts are portrayed as 
'pushy' and 'selfish' figures. Watch the 
commercial here:  
 
http://ibnlive.in.com/news/gone-viral-
pantenes-new-commercial-
condemns-gender-
stereotypes/436911-77.html 
 
CEOCFO: What surprised you started 
training and working with people? 
Mr. Mayblum: The connection and 
how much it resonates with people. 
While I work with executives, my real 
passion is working with the people 
who are in those front line positions. 
When they converse with me and I 
offer my own vulnerabilities, to be able 
to see their eyes open is a dramatic 
connection.  I have had some people 
ask if I am a natural-born leader and I 
laugh. They say I must have graduat-
ed with an MBA from Harvard to have 
achieved the executive role that I 
reached in private industry. I laugh, 
because I have a history degree from 
the University of South Carolina. I also 
share the story with them that I almost 
turned down a role in management 
early on in my career because I was 
terrified of speaking in public. I would 
rather have done anything other than 
that, but I decided I had to work 
through and conquer that weakness. 
Now I address large audiences and 
do it comfortably. I have even been 
accused of doing it well. When they 
can see that I am open to discuss 
many of the things that I did not do 
well, all of the mistakes I have made 
and learned from, it does resonate 
with them.  At that moment, I feel I 
have made a lasting impact in their 
professional and personal lives. 
 
CEOCFO: I am venturing to guess 
that a lot of what you may learn at 
Harvard business school really does 
not work day to day. Would you give 
us an example of some concrete sug-
gestions or concrete concepts that 
you are able to impart to your clients? 
Mr. Mayblum: In addition to Encour-
age the Heart, another favorite prac-
tice in the Leadership Challenge is 

called “Challenge the Process,” and 
that is one where ideally you have 
your managers and leaders encourag-
ing your constituents to look at what 
can be done better and speak up 
about it. They are the ones closest to 
the customer, and as a leader you 
need to be open to what can be done 
better and what they are missing. The 
concept of “Challenge the Process” 
stretches a little bit further, and I think 
in a very dramatic way. I add my own 
twist to it: I call it the Penn State syn-
drome. This is where you have a large 
group of well meaning constituents 
looking for leadership from their ath-
letic department, to their administra-
tive even political leaders. People saw 
all sorts of signals or things going on, 
but they relied on the powers that be, 
trusting the process that the right thing 
was being done. They thought they 
must know what is going on and they 
will fix it. A number of people did not 
speak up. Things like that can happen 
to a much lesser serious degree in 
any organization. Employees will see 
things going wrong and just assume 
that their leaders know what is hap-
pening. As a leader, you have to be 
able to establish that process of 
communication with your employees 
so it is understood they are expected 
to surface problems. Leaders are not 
infallible. Team members see things 
from a basic process perspective that 
could represent a very large problem 
within your organization. They must 
be encouraged to speak up. Estab-
lishing a culture of trust and transpa-
rency is critical. 
 
CEOCFO: You mentioned earlier 
about being able to customize the 
program. Would you give me an ex-
ample of how that works? 
Mr. Mayblum: It all depends on the 
company vision, culture and level of 
the participants. Early this year I facili-
tated a session of AVP’s for a large 
organization intent on enhancing their 
communication. My approach with 
them differed from another I led a few 
months ago with a smaller, non-profit 
group. I invest significant time under-
standing their specific needs and de-
sires. I structure the delivery of the 
Five Practices of Exemplary Leader-
ship to correspond for each audience. 
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CEOCFO: How do you reach pros-
pective clients? 
Mr. Mayblum: Through a combination 
of marketing and public relations tac-
tics – when launching a new business 
concept word-of-mouth recommenda-
tions trumps all business tactics. For 
instance, it is important to start local 
and build up to national, this is why I 
feel it is important to get out in your 
own local community and connect 
with key business and opinion leaders 
within your own regional area. When I 
spotlight that I am not a long-life train-

er, that they will be benefiting from my 
learning of coming-up the ranks and 
learning a lot, the hard way, along the 
way; it all comes together for them! 
 
CEOCFO: That has to resonate. 
Mr. Mayblum: Once I see and feel 
that connection it does. 
 
CEOCFO: Put it all together for our 
readers who are primarily in the busi-
ness community. Why should they 
pay attention to Leadership Explora-
tions? 

Mr. Mayblum: The reality is that 
many leaders do not have the time, 
and in some cases, the proficiency to 
aptly train, mentor, and challenge their 
frontline managers in an ongoing 
manner. Leadership Explorations pro-
vides emerging and established lead-
ers with a development process that 
will stand the test of time, allowing 
each to successfully navigate the un-
precedented challenges they will face 
over the course of their career. 
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