
S O  Y O U R  B O S S  S U C K S ,
N O W  W H A T ?

T H E  B A D  B O S S  P L A Y B O O K

THE
BULLY
A companion workbook for surviving (and outmaneuvering) the

boss who uses fear as a management tool. Identify the tactic,

understand the psychology, document like a pro, and decide your

next move with the ANCHOR framework.
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B E F O R E  Y O U  S T A R T

YOU ARE NOT IMAGINING IT
If you picked up this workbook, something at work already feels wrong. Maybe it's the pit in

your stomach on Sunday night. Maybe it's the way you rehearse conversations in the shower.

Maybe it's a boss who, like Natalie's, told you: "You don't know what you don't know, and that's

why your work is bad."

Here's the first thing you need to hear: workplace bullying is not a personality clash, and it is not a "you"

problem. It is a tactic: a deliberate use of power to control, diminish, and manipulate. And it is far more

common than most people realize.

52M
American workers report being
bullied at work

74.8M
Americans affected by bullying, as
targets or witnesses

1 in 4
organizations polled by Gallup
report a workplace bullying
problem

This workbook walks the same path as the episode: what a bully boss actually is, the signs and triggers,

the psychology underneath, why organizations protect them, what to say in the moment, how to

document, and how to run your situation through the ANCHOR framework so you can make a clear-

headed decision instead of an emotional one.

A  N O T E  O N  S A F E T Y

Workplace bullying is psychological warfare, and it can genuinely break people down. If the

emotional toll is becoming too much to bear, get help now: your Employee Assistance Program, a

therapist, a trusted doctor. No job is worth your mental health. No one should create psychological

harm on you. Ever.

“I thought we were doing something with micromanagement. But it wasn’t until
I started researching this episode that I realized 52 million people know what
this feels like.”
NATALIE RENEE PARKER · S4E3: THE BULLY
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S E C T I O N  0 1

WHAT IS A BULLY BOSS?
First, an important distinction from the episode: micromanagement is a behavior. Bullying is a

tactic.

A micromanager controls the details because of who they are. It's wired into their personality. A bully

makes a choice. They use their power and authority to lord over someone and make them feel less-than:

less than their value, less than their power, less than themselves.

THE FORMAL DEFINITION

W O R K P L A C E  B U L LY I N G  I N S T I T U T E  ·  W O R K P L A C E B U L LY I N G . O R G

Repeated, health-harming mistreatment by one or more employees toward another: abusive

conduct that takes the form of verbal abuse, or behaviors perceived as threatening, intimidating, or

humiliating, or work sabotage.

Notice the three key ingredients: it's repeated (a pattern, not one bad day), it's health-harming (it takes

a real toll on you), and it can be covert. Sabotage and humiliation count just as much as yelling.

WHY THERE'S NO LAW AGAINST IT
Sexual harassment is illegal. Discrimination is illegal. But garden-variety bullying? The yelling, the name-

calling, the sabotage, the humiliation? In the United States, there is no federal or state law that makes it

illegal on its own. New York has an active Healthy Workplace Bill, and states like Massachusetts and

Virginia are working on their own, but no state has passed a full law yet.

That's exactly why the rest of this workbook matters. Since the law won't protect you, your strategy has

to.

75%
of workplace bullying goes
unreported

87%
of Americans want some kind of
law against workplace bullying

71%
of reported bullies are men, but
bullying crosses every
demographic
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S E C T I O N  0 2

THE SIX SIGNS
How do you know it's a bully and not just a tough boss? Look for these patterns.

Public humiliation is no problem

Name-calling, embarrassing you in front of others, "that's the dumbest thing I've ever heard" in a full

meeting. A bully has zero hesitation about making an example of you with an audience.

One or two favorites, and everyone else gets it

A true bully typically keeps a favorite or two, then sprays the rest of the team. Nobody else is

untouchable. Everybody gets a piece of the bully eventually.

Erratic, unpredictable behavior

You never know which version of them is walking in today. That unpredictability creates anxiety across

the whole team. Every day feels like a hurricane.

Kisses up, kicks down

Mean as anything to you. Then their boss walks in and suddenly they're gracious, warm, cackling and

smiling. The instant switch in front of higher authority is a tell, not a fluke.

Reactions disproportionate to the situation

The "Don't Nobody Bring Me No Bad News" boss. You dread giving them bad information because you

know the smoke and fire are coming straight at your face.

Gaslighting

They say something sideways; when you respond, suddenly you're "too sensitive," "that's not what I

said," "that's not what I meant." They conveniently rewrite history while being very aware of the impact

they have on you.
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S E C T I O N  0 3

SELF-ASSESSMENT
Before you strategize, get honest about what's actually happening. Check every statement that

has been true in the last 90 days.

H O W  B A D  I S  I T ?

My boss has insulted, name-called, or humiliated me in front of others.

My boss's mood is unpredictable, and I adjust my day around it.

I dread delivering bad news because of how they'll react.

When I push back, I'm told I'm "too sensitive" or that it never happened.

My boss treats superiors and outsiders completely differently than they treat me.

My work has been sabotaged, taken credit for, or set up to fail.

I have physical symptoms before work: poor sleep, dread, tension, tears.

I have started dimming my own light so my boss won't feel threatened.

I have considered quitting specifically because of this person.

S C O R I N G

0–2 checks: You may be dealing with a difficult boss, not necessarily a bully. Keep observing

patterns. 3–5 checks: This is a pattern, not a bad week. Start documenting now (Section 8). 6+

checks: You are being bullied. Work this entire playbook, engage your support system, and protect

your mental health first.

I N  Y O U R  O W N  W O R D S

The most recent incident that made me pick up this guide:

How long has this been going on?
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S E C T I O N  0 4

KNOW THEIR TRIGGERS
Bullies don't fire at random. Certain situations reliably set them off. Know these, and you can

see the storm coming.

1 · Being publicly contradicted or challenged

A bully rests on position, power, and authority. Challenge them in front of others and you will pay for it

later. That doesn't mean never challenge. It means be strategic about how and where you challenge.

2 · Someone else getting the shine

No one can have more spotlight than them. Bright, high-performing employees can trigger genuine

jealousy, which is why so many targets find themselves dimming their own light just to keep the peace.

3 · High-stakes pressure

Major events, quarterly reviews, demands from their own boss. External stress makes the bullying worse,

and it rolls downhill onto you. Expect the turbulence and plan around the calendar.

4 · You getting the credit

Doing great work that senior leaders notice should be good for both of you. To a fragile bully, it reads as

a threat. Natalie got told she was "getting too big for her britches" and nearly landed on a performance

plan for succeeding.

5 · Not showing deference

Some bullies need the ritual of respect to feel safe. You don't have to lick anyone's boots. But

understand that withholding deference from someone who feeds on it will cost you. Figure out the

pattern of what this person needs in order to feel safe, because they don't feel safe with you. Sometimes

that's not selling out. Sometimes that's survival.

P R O D U C T I O N  N O T E  F R O M  T H E  E P I S O D E

If your workplace records meetings (Teams, Zoom), use AI to analyze the transcripts. Find the

patterns: what questions do they ask, what do they fixate on, what matters to them? If you can

anticipate their questions, you can prepare ahead of time, and preparation is armor.

“Don’t be like me. When I had workplace bullies, I either got really sassy or I
got really quiet.”
NATALIE RENEE PARKER · S4E3: THE BULLY
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THE PSYCHOLOGY
Understanding why they do it won't excuse it, but it will help you stop taking it personally, and

start predicting it.

FEAR RUNS THE WHOLE MACHINE
Most bullies operate out of fear, so they create fear, because fear produces compliance. And

compliance is all they want. Commitment says "we're doing this together." Compliance says "you did

what I said." Those are not the same thing, and a bully will take the second every time.

THE TERROR OF BEING EXPOSED
Underneath the aggression is often a raging case of imposter syndrome. They may have the title but not

the credential. They may feel like the only one of their kind in the room. The dominance is a defense: a

wall built to protect a fragile position. When you understand that their aggression spikes when they feel 

exposed, their outbursts start looking less like power and more like panic.

AND IT'S COSTING EVERYONE

$300B+
Estimated annual cost of abusive workplace behavior and bullying in lost productivity, turnover, absenteeism,
and mental-health days.

American Psychological Association

Every mental-health day taken to escape the psychological warfare, every talented person who walks

out the door, every hour spent managing a manager's moods instead of doing the work. It all adds up.

Bullying isn't just cruel. It's expensive.

“Workplace bullying is emotional warfare. It’s psychological warfare.”
NATALIE RENEE PARKER · S4E3: THE BULLY
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WHY THE COMPANY PROTECTS THEM
"Why doesn't the organization call them out? Why does HR protect them?" Five reasons,

straight from inside the HR machine.

They put points on the board

Somewhere in their climb, the hard-nosed approach worked. They make their numbers and deliver ROI,

so the company suffers fools gladly, because that fool is profitable.

They have sponsorship

Because they deliver, they attract mentors, allies, and senior admirers who see the numbers, not the

collateral damage and the bodies left in the wake.

Their targets don't have the same allies

The victims usually lack the mentors and sponsors the bully has spent years cultivating. It's an unfair

fight by design.

People have terrible documentation

If it isn't documented consistently, HR can't act on a pattern. It becomes an interpersonal squabble

instead of a behavioral case. That's not right, but it's how it works under the hood.

There's not enough noise

If enough people (especially leaders) stood up and said "this is unacceptable, these are our values," the

behavior would end. But most organizations manage to the outcomes, not to the behavior, so the loop

repeats.

And one more, honestly: people need their jobs. "I hate the foolishness, but I've got a mortgage" is keeping a lot of bullies

comfortably in place.
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WHAT IT SOUNDS LIKE, AND WHAT TO SAY
BACK
Bullies use words as weapons. Clap-back questions take the weapon away: calmly,

professionally, and on the record. The goal isn't to win the fight. It's to make them articulate

what they're doing, out loud.

T H E  B O S S  S A Y S

"This is exactly the kind of sloppy work I expect from you."

Y O U  S A Y

"I'm getting the sense you're not happy with my work. Can you be specific about what's not here? What

am I missing? Point to it."

WHY IT WORKS: Vague contempt can't survive specificity. You've moved the conversation from your worth to the

work itself.

T H E  B O S S  S A Y S

"You should already know this."

Y O U  S A Y

"That may be true, and I don't. So we're here now, and I'm asking you, as my manager, to give me

direction so we can both get what we want."

WHY IT WORKS: It refuses the shame and reassigns the responsibility that actually belongs to a manager: providing

direction.

T H E  B O S S  S A Y S

"Honestly, I'm not sure you're cut out for this role."

Y O U  S A Y

"I hear that. What makes you say it? What specifically about my performance? Which competencies do

you believe I'm missing?"

WHY IT WORKS: Make them articulate it. Don't let anyone lob vague verdicts at your career without receipts.

© 2026 Natalie Renee Parker y o u r b o s s s u c k s . c o m Page 9 of 19



T H E  N O N - N E G O T I A B L E

Be calm. Role-play these lines with somebody (your partner, your kid, your dog, your plants) until

you can deliver them without your voice shaking or your palms sweating. Calm is what makes the

clap-back land as professionalism instead of insubordination.

B U I L D  Y O U R  O W N  C L A P- B A C K S

A line my boss uses on me:

My calm, prepared response (fact to feeling to question):

Another line they use:

My response:

“Don’t let the stress of what they’re doing make you feel bad about who you
are.”
NATALIE RENEE PARKER · S4E3: THE BULLY

I N  T H E  M E E T I N G

They cut you off mid-sentence. Again.

Y O U  S A Y  ( L A T E R ,  P R I V A T E LY )

"When you cut me off in the middle of my sentence today, it made me feel like you didn't respect what I

had to say. Is that your intent?"

WHY IT WORKS: Fact, feeling, question. Most people back down when their intention is named. If they say "you're

so sensitive," answer: "I might be. But how else should I take it?" Don't let them off the hook.
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DOCUMENT EVERYTHING
Documentation is the single biggest gap between targets who get protected and targets who

get pushed out. If you can't show the pattern, HR treats it as a personality conflict.

THE RULES
Capture every incident: date, time, place, exactly what was said or done, who was in the room, and

the impact on you or the work.

Keep it off your work computer. Document at home or somewhere personal, so if you ever have to

leave abruptly, your evidence leaves with you.

Be consistent. One entry proves a bad day. Ninety days of entries proves a pattern, and patterns are

what policies, values statements, and investigations run on.

I N C I D E N T  L O G  T E M P L AT E

Date / Time

Location / Setting

Who was present

What was said or done (exact words)

Impact (on me, the work, the team)

Any policy or company value this violates

Copy this template into a personal notebook or private doc. Log every incident the same day it happens, while the exact

words are fresh.

• 

• 

• 
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GOING TO HR, WITH YOUR EYES OPEN
You can and sometimes should escalate. But go in sober about how this actually works.

THE SEQUENCE
1. Talk to the person first. "When I talked to Julie directly, she said…" is the strongest possible

opening. It shows you tried the professional route.

2. Check your handbook. Most companies have a bullying or harassment policy, a code of conduct,

and stated values. Anchor your complaint to those documents specifically: "I believe this violates

policy A, B, and our company values."

3. Bring the documentation. Three months of dated, specific incidents turns "she's mean to me" into

a pattern HR can investigate.

WHAT HAPPENS NEXT
Be clear-eyed: once HR investigates, they will have to talk to your leader, and your hand will likely be

shown. The situation can get extremely volatile. That's not a reason not to report. It's a reason to be

prepared, documented, and supported before you do.

I F  I T  G E T S  W O R S E  A F T E R  Y O U  R E P O R T

That's called retaliation, and it's more serious than anything that came before it. Keep

documenting, keep showing up, keep reporting. And to the extent necessary, seek outside counsel

or contact the Equal Employment Opportunity Commission to understand every avenue available to

protect yourself.

DO YOUR JOB IMPECCABLY
Let's be clear: nobody deserves bullying, whether they're performing or not. But when you're on time,

delivering, and following the rules, you are easier to defend, and you take away every pretext they could

use against you.

IF THEY'RE TRYING TO PUSH YOU OUT
If a once-reasonable boss suddenly turns hostile, they may be managing you out. Make them say the

quiet part out loud. If you're put on a performance plan, ask directly: "Are you trying to rehabilitate me,

or are you trying to get rid of me?" If it's the second one, negotiate the exit: severance, a package, an

agreed timeline. You have not because you ask not. The worst they can say is no.

• 

• 

• 
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62%
of consistently targeted employees end up losing their jobs or being forced to quit, while the bully stays.
Knowing that number is exactly why you strategize instead of just enduring.

Workplace Bullying Institute

B E F O R E  Y O U  WA L K  I N T O  H R

The policy, code-of-conduct section, or company value I believe is being violated:

What happened when I addressed it with my boss directly:

How many documented incidents I have, and the date range they cover:

What I am specifically asking HR to do:

“Ask the question: are you trying to rehabilitate me, or are you trying to get rid
of me? You have not because you ask not.”
NATALIE RENEE PARKER · S4E3: THE BULLY
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S E C T I O N  1 0

RUN IT THROUGH ANCHOR
The ANCHOR framework uses your own values and judgment to navigate the situation you're

in. Work it in order. Each step feeds the next.

“What I heard was ‘I can’t stand you.’ But that’s not what she said. She said, ‘You
don’t know what you don’t know.’ That’s the fact.”
NATALIE RENEE PARKER · S4E3: THE BULLY

A ASS E SS
The facts only: what observable events actually occurred

Strip out the emotion and write down what actually happened. "She said 'you don't know what you don't

know'" is a fact. "She can't stand me" is an interpretation. Facts are what you can document, defend,

and act on.

What exactly was said or done? Quote it.

When, where, and who witnessed it?

What does the pattern of facts show over time?

• 

• 

• 

N N E G OT I AT E
Map what the boss wants vs. what you want

Bullied employees often live in a "show me a rock" loop, where the boss demands work without ever

defining it. Put both sets of needs on paper.

What does the boss actually want? (If it's unclear, that IS the finding.)

What do you need from them to do the job? Information, direction, access?

Where do those needs collide, and where could they align?

• 

• 

• 
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“She wasn’t stupid. She was just irritating and mean. And I could still learn
from her.”
NATALIE RENEE PARKER · S4E3: THE BULLY

C C O N S U LT
Get outside perspective on the situation

Find the people who work with this boss successfully and ask them how. Natalie's consultants told her:

don't expect warmth, she cares about the work, get ahead of her, hand her something to review. That

intel changed how she survived.

Who navigates this boss well, and what exactly do they do differently?

What does a mentor, coach, or trusted colleague see that you can't from inside it?

• 

• 

H H E E D
What you feel, and what specifically triggered that feeling

Name your triggers precisely. For Natalie it was the tone: abrasive, rapid-fire questions beyond the

assignment that left her feeling permanently on her heels. Once she named it, she could prepare for it by

anticipating the questions in advance.

What exactly sets you off? The tone? Public settings? The ambush questions?

What do you feel in that moment, and what does it make you do?

• 

• 

O O B S E RV E
Watch the boss's behavior, and your own patterns

Study them like a case file. Natalie observed her boss surfaced at 2 p.m. and blew up phones at 6, so

she built an end-of-day check-in to create a boundary. Watch yourself too: do you go sassy or silent

under fire?

What are their rhythms, moods, pressure points, and pet priorities?

What patterns show up in your own reactions that help or hurt you?

• 

• 
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M Y  R E S O LV E

The option I’m choosing right now (adapt / escalate / wait / leave):

Why this option, at this moment:

What would have to change for me to pick a different option:

I will revisit this decision on (date):

“Sometimes the right thing to do is just walk away.”
NATALIE RENEE PARKER · S4E3: THE BULLY

R R E S O LV E
Choose your path: four options, all equally valid

Stay and adapt: set your own terms (give your 80%, expect the redlines, protect your peace) and

work the situation.

Stay and escalate: take your documentation to HR with clear eyes (Section 9).

Stay and wait: hold position while you build allies, skills, or an exit fund on your timeline.

Leave: walking away from psychological harm is not losing. Sometimes it's the rightest move on the

board.

• 

• 

• 

• 
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S E C T I O N  1 1

REFLECTION: KNOW YOUR WHY
The worst thing you can do is try to endure a situation like this without something waiting on

the other side of it. These questions help you find it.

S I T  W I T H  T H E S E

1. Why am I here? (The paycheck, the mortgage, the kids, the benefits, a skill I'm building?)

2. What is this job giving me that makes the situation worth navigating, at least for now?

3. What is it costing me? Sleep, confidence, health, relationships?

4. Have I started dimming my own light to keep my boss comfortable? Where?

5. What would need to be true for me to stay? What would make me leave?

6. What is my hope on the other side of this? The degree, the level-up, the next role?

7. Who is on my bench? Advocates, mentors, EAP, therapist, counsel?
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S E C T I O N  1 2

PROTECT YOUR PEACE
Whatever you decide (adapt, escalate, wait, or leave), your psychological safety comes first.

YOUR SUPPORT BENCH
Employee Assistance Program (EAP): free, confidential counseling through most employers. Use it.

A therapist: bullying is psychological warfare; get a professional in your corner.

Workplace Bullying Institute: workplacebullying.org for research, resources, and training.

Equal Employment Opportunity Commission: if the mistreatment crosses into harassment or

discrimination territory, or you need to understand your options.

Legal counsel: before any legal battle, be sober: they're long and draining. Be clear about what you

want, and what you're willing to risk in time, energy, and employment. Sometimes being right isn't

worth the war. And sometimes it is. People do win.

ONE MOVE THIS WEEK

S TA R T  S M A L L .  S TA R T  N O W.

Pick exactly one: start your incident log, ask one trusted colleague how they navigate this boss,

rehearse one clap-back question out loud, or write down your why. One move.

My one move this week:

When I'll do it:

You are not crazy, you are not too sensitive, and you are not alone. There are 52 million people who

know exactly what this feels like. Figure out the pattern, work your ANCHOR, keep your receipts, and

hold on to your hope.

• 

• 

• 

• 

• 
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S O  Y O U R  B O S S  S U C K S ,
N O W  W H A T ?

DON'T LET YOUR BOSS
SUCK THE LIFE OUT OF YOU.

Y O U R B O S S S U C K S . C O M
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Stories or questions? info@thenatalieparker.com
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