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THE BBB BUG

INTRODUCTION

The BBB Bug
"ere are three things alive and thriving in modern business:

Bullies, 
Blamers, and 
Bludgers!

"ese three things have been in business for as long as I can tell 
and it’s time we faced them head on. 

Let’s start with Bullies. A bully will take away your power. 
Because they feel insigni!cant and insecure, they will swear at 
you when you make a mistake, they will belittle you in front of 
your peers, they take all the merit for your hard work.

Ever seen someone in the workplace like that? Ever had a boss 
like that? Do you remember what it feels like? Here we are 
desperately trying to rid Bullies from our schoolyards yet they 
are still hanging out in our organisations. Go !gure!

"en, there are the Blamers. 

"ese are the whingers. "ese are the ones where nothing is ever 
their fault. "ese are ones that sit around and say: ‘I didn’t make 
that decision!’ ‘No one showed me how to do it.’ ‘"at’s not part 
of my job description.’ ‘I just didn’t have enough time.’

"ey are too busy blaming and pointing the !nger at everyone 
else, instead of doing what they are paid to do – their job.

Finally, there are the Bludgers. 

Well, these are the damn thieves. "ey rock up, drain the life and 
energy out of themselves and everyone around them. "ey are 
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too busy #u$ng around the o$ce while you are madly trying 
to get your work done. Essentially, they do the bare minimum 
… and still get paid. Ever worked with someone like this? While 
they’re busy bludging – you are le% to pick up all their slack!

"e behaviours of Bullies, Blamers and Bludgers (BBB) are highly 
contagious. "ey a&ect and potentially infect anyone who comes 
into contact with them, causing these behaviours to rapidly 
spread within the workplace, creating what I’ve labelled the 
‘Bully, Blame and Bludge (BBB) Bug’.

Let’s get on a mission to create and spread the antidote to this 
poisonous bug. To rid our organisations of these three things 
and instead, start obsessing about creating organisations that are 
productive, pro"table and high performing!

According to specialist recruitment firm Robert Half, poor 
productivity and staffing inefficiencies are two of the most 
hidden and costly problems facing Australian businesses and yet 
without a doubt, the big catchcry for more than a decade has 
been about employee engagement. 

"e bottom line is that companies have tightened head count, 
laid people o& and then when the war for talent hit, the people 
stu& became critical. Suddenly there is only one employee when 
previously there were three, so it’s critical that the one employee 
can not only do their job, they also needed to be willing to work 
their butt o&.

Historically, the responsibility of engaging people has solely been 
in the hands of company leadership – what they need to do to get 
their employees to, !rst, hang around, and then to perform. 

But what’s the employee’s role in this?

To some extent, our focus on engagement has thrown us o& 
course, it’s getting in the way. "e way we have been treating 
employees in order to build engagement has created a rise in the 
entitlement culture from them; I think we have missed the bigger 
issue.

"e antidote to the BBB Bug is actually about driving Ownership. 



3

THE BBB BUG

Ownership is the key to REV up productivity, pro!tability and 
ultimately, performance. 

With ownership, you don’t need to make the employee 
accountable, the employee makes themselves accountable. How 
good does that sound?

When you have a culture of ownership – where each individual 
is expected to own their ideas, their behaviour, their role, where 
they own their outcome and then are enabled to do it – pro!ts go 
through the roof.

What this book is not about
It is not about employee engagement.

It is not about customer service.

It is not about management.

It is not about team building.

"is book is about how we create the antidote to the BBB Bug 
and get individuals within the business to do an honest day’s 
work.

So how do you get people to do an honest’s day’s work?

You get them to take ownership for the result.
You get them to stop whinging and start working.
You get leaders to stop complaining about their team’s work 
ethic and start creating it.

If you asked employees and leaders alike what the toughest 
part of their role is, or what frustrates them the most, what do 
you think they would say? Yes, making sales and budget, yes, 
being innovative and keeping up with change. But inevitably, 
frustration comes down to two things: people and circumstances.

Comments like ‘My job would be so much easier if it wasn’t for 
the people part of it!’ and questions such as ‘How are we meant 
to make business better in these tough circumstances?’ are 
common.
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It’s next to impossible to change circumstances. So the answer is 
to make the people better!

Larry Winget, the ‘Pitbull of Personal Development’ says it best:

 ✓ Strategy gets better – when executives get better.
 ✓ Sales get better – when the sales people get better.
 ✓ Service gets better – when people serving customers get 
better.
 ✓ Employees get better – when leaders get better.

It is time to get the people part better, by turning up the level of 
ownership they take for their behaviour, their actions and for 
producing outstanding results.

You see, people are the fuel to the sales, the fuel to innovation, 
the fuel to the change process.

It is the people within a business that keep the engine ticking 
even when the circumstances or the environment is tough.

You o%en can’t change the circumstances, you can only change 
the people to respond to the circumstances in the most e&ective 
and e$cient way.

If that fuel is not premium, companies start to see their 
operations running a little #atter than usual (just like when 
you !ll your car with E10 – trust me, my Red Mini is still yet to 
forgive me for the one time I made this costly error). "e ride 
will be much bumpier. If you are not careful, the organisation 
will start to operate on empty and then everything su&ers.

"is book is not about how to attract and retain great people. 

"is book is not about pigeon-holing or branding your people.

Call it a productivity book, call it a high performance book, call 
it whatever category you need to – a motivation book, if you are 
into a slap across the head as motivation. 

Essentially, it’s about how to drive a culture of Ownership, of 
‘doing what it takes to get the job done’ at all levels of business! 

Perhaps you are a BBB (although you’re probably delusional) or 
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maybe you have been at the mercy of BBB in your workplace or 
maybe you have some BBB in your team?

"is book will help you to identify and boot the BBB behaviours 
from yourself and others and it will give you simple strategies 
to deal with the BBB to ensure that you don’t get infected by the 
toxic bug.

Finally, let me be crystal clear.

"is book is not written for the individual who:

wants someone else to be the source of their motivation 
wants to cast blame on everyone else around them

And de!nitely not if you want to be buttered up, mollycoddled or 
reassured how wonderful you are.

As the late Steve Jobs said, ‘My job is not be easy on people. My 
job is to make them better.’ Sometimes that requires a bit of tough 
love.

My point is – it is time now for individual employees to take 
responsibility. What are they going to do? What are you going to 
do?

I understand that this book, by very nature of the topic, might 
not be winning any popularity contests because, in essence, the 
overarching message is:

HEY! 

Stop being an arse! 
Quit your whinging!
Get o& your arse and do what you’re paid to do!

But in fairness, we have been trying the so%ly, so%ly motivational 
way for some time now. Where has that got us?

This book is written for
"e individual who wants to be better personally and 
professionally and is prepared to learn and do something 
about it,
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the leader who wants to create better results for themselves, 
their team and their business, and
the best and brightest employees, to learn how to develop 
immunity against the BBB Bug to ensure their performance 
is not a&ected.

"roughout the book, I share real life examples, experiences, case 
studies from research, diagnostic tests, and simple strategies that 
you can put into use immediately to shi% reasons into results.

Some of the information may be a little confronting; I don’t 
apologise for that, it may be the leverage you need to catapult 
you into achieving even more. Let’s be real – the tough business 
world and challenging circumstances won’t be changing anytime 
soon – what will change is YOU and your team!

So, if you want to learn how to rid your business of the BBB 
Bug and start generating more productivity, pro!tability and 
performance, read on! Be prepared to be challenged in your 
thinking, learn some new stu& and change. Most important of 
all, it’s what you do a%erwards that will make all the di&erence!

Enjoy!
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CHAPTER 1 

A schoolyard 
phenomenon
You know, you don’t have to be the loser kid in high school to 
be bullied. Bullying and being picked on comes in so many 
di$erent forms. 

Lady Gaga

Definition of Bully: a person who uses strength or in#uence to 
harm or intimidate those who are weaker. 

Characteristics: picks on other people deliberately and 
constantly for their own satisfaction, swears or belittles others, 
takes credit for others work, manipulates other people to gain 
control.

Alternate Names: asshole, jerk, deadbeat, thug, tormentor.

"e playground bully has grown up and gotten a job. However, 
this time, it is not the smallest kid in class who is having his 
lunch stolen from him and it’s not the constant taunting of the 
chubby kid. 

In the business world, the Bully does not necessarily have to 
be the big guy. "e workplace Bully might be the 55-year-old 
woman who has been running the show for the past 30 years 
and is protective of the ‘ways we’ve always done things around 
here’. It might be the CEO’s Executive Assistant, who misuses her 



8

BULLIES, BLAMERS, BLUDGERS

in#uence, and makes it near impossible for others to get through 
to her boss. And of course, sometimes it might be the boss, the 
one with the fancy title and the large pay packet. 

One thing is for sure, the work Bully, like the schoolyard Bully, is 
deliberately targeting and repeatedly hurting others – all for their 
own grati!cation! In the workplace, it is repeated, deliberate, 
disrespectful behaviour aimed at others in the o$ce, to make 
the Bully feel better about themselves.

"ere are many myths surrounding the workplace Bully.

Myth #   1  
Workplace Bullies feel superior to their targets. "ey are better, 
smarter or more attractive than their target.

Reality #   1
Bullies have fragile egos and o%en feel inferior and insecure 
about what they have to o&er. O%en Bullies have been bullied 
themselves and because they feel so crap about themselves, they 
shut down their feelings in order to survive. "ey can’t !nd the 
power through their own talent so they use whatever they can to 
get what they want. In the case of the boss, it is their perceived 
power and title.

Surprisingly, workplace Bullies o%en see their target as having 
strengths they want. Quiet self-con!dence, an ability to get along 
with others, kindness and generosity – all these qualities may 
actually be prized by the Bully. While this may be hard to see 
or believe, the Bully is o%en trying to gain the target’s positive 
attributes for him or herself.

Myth #   2 
Bullies work on the fringe of the workplace culture, because their 
bullying behaviour is unacceptable.
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Reality #   2 
Many workplaces endorse, even encourage bullying behaviour.

Yes, you read that right. Many workplaces encourage it!

But we have clearly documented zero tolerance to bullying and 
harassment of any kind. How can you possibly say that? Because 
I’ve seen it, time and time again.

Businesses may not actively promote bullying consciously. I am 
yet to see a company advertise: 

HIRING NOW
BULLIES 

The strongest, meanest and dirtiest applicants  
apply within.

Yet, leaders encourage the behaviour by what they fail to do and 
through what they choose to reward.

"ink of the workplace that:

places a high premium on getting the job done, no matter 
how long it takes, or
rewards results without taking into consideration how the 
employee gets them, or 
says it values cooperation but actually rewards competition.

CASE STUDY

Vanessa has worked in the health care industry for 15 years, 
predominately in private practice.

In her role, Vanessa worked closely with a team of doctors 
and administration staff.
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There was a relatively new doctor who had joined her team 
(let’s call him John, for the sake of protecting his identity). 

In this case, John was the Bully. He was renowned for his 
belittling, nasty, behaviour. It was reported on more than one 
occasion that when approached to discuss the prognosis of 
a patient, he would respond ‘F@# off would you! Can’t you 
tell I am busy?’ 

The entire practice walked on eggshells when they knew 
John was on shift. They feared asking him to read an X-ray 
or for his opinion on a patient, as the retribution was not 
worth the advice.

But here’s the thing. John was the doctor who brought 
in the most money to the practice. Consistently, he was 
outdoing his colleagues in terms of results and profitability.

Vanessa was really struggling to work with John, so 
she approached the owner of the practice for help and 
intervention. He simply told her to ‘have a chat with John 
and see if you two can’t sort it out between you like adults.’

So Vanessa did. She talked with John. But of course, he 
could not see that his behaviour was in any way bullying 
towards her or others. He responded ‘I am very busy and if 
you can’t handle me being direct, then perhaps you should 
look at whether you are the right person for the position.’

Vanessa went back to the practice owner. Again, he was 
unwilling to approach John about his behaviour. God forbid 
– what if John actually did change his behaviour and profits 
suffered as a result?

Never mind that the other employees at the clinic went 
home in tears and were completely unproductive – too 
scared to approach the doctor for help. 

Never mind that patients suffered as a result.

Never mind that the clinic lost talented staff in the process.

Not surprisingly, Vanessa concluded it was best for her to 
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leave too. She took responsibility for how she was feeling, 
she even paid to attend counselling so she could work 
through the emotional impact of the bullying. The good 
news is, Vanessa is now working at a competing private 
practice, getting great results for the patients, the team and 
more importantly, herself.

Pro!ts clearly trumped culture in this case. 

It is in environments like these where the Bullies thrive. "ey 
!nd fault, setting unrealistic goals, use aggression, abuse others, 
consistently humiliate others and get away with it. 

CASE STUDY

Mandy works as a Project Manager in the Community 
Sector. Her experience with bullying (from her direct 
manager) raises some interesting issues around how, 
despite the right policies, the working environment can 
disempower employees to act.

In her current role, Mandy’s direct manager (let’s call him 
Nick) is the Bully.

According to Mandy, on many occasions Nick was verbally 
aggressive and abusive towards her and made personal 
snide remarks about her physical appearance. Nick had 
developed the project plan, which Mandy was employed 
to execute. When she went to Nick to discuss the plan, 
which she felt was undeliverable; Nick got extremely angry, 
defensive and shouted and swore at her. He blamed his 
predecessor, even though it was Nick who had devised 
the plan without any consultation from those who were 
executing it. Her trust for Nick diminished rapidly.

In the same meeting, or ‘showdown’ as she described, Nick 
attacked her for ‘working too much overtime’, and accused 
her of ‘ripping off the system’. He did not ‘believe’ that 
Mandy needed to work the hours she was putting in. She 
responded that she was happy to ‘donate time to the project 
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as it was a community project that she was passionate 
about’, but every time she responded, Nick cut her off.

Nick scheduled meetings for times that did not suit Mandy. 
It seemed coincidental to her that when they did finally 
meet up, no one else in the organisation was in the office. 
He raised ‘issues’ in these meetings that were never raised 
at the time they allegedly occurred. Before too long, their 
working relationship was destroyed.

What impact did these bullying tactics have on Mandy?

Her confidence was destroyed and although she fully 
believed in the community project, she was very unhappy in 
her role.

The month after the ‘showdown’ with Nick, she commented 
that ‘she tried at work’ but she felt ‘physically ill’ and could 
not concentrate at all. She suffered headaches, was 
nauseous and very vague. 

She would avoid Nick at every opportunity and actively 
looked for ways to be out of the office. She felt so unhappy 
that she stopped interacting socially with her work mates. 
Her concentration came back two to three months later but 
she was still not being authentic at work. She felt she had 
to fake being happy and her relationship with Nick was well 
and truly destroyed; she simply did not trust him.

After the initial bullying incidents, Nick was not verbally 
aggressive towards Mandy. Instead he subtly bullied 
her. Rather than being overt, he excluded her from staff 
meetings, failed to give her the support that he would for 
others in the team and dropped little comments so that she 
questioned her worth and value in the team. Mandy believed 
this was his way to ‘push her out’. 

Mandy called the union for advice. They told her ‘the 
company had anti-bullying policies, so I suggest you make a 
complaint to the HR team’. Except that this was a very small 
organisation with no support structures such as Human 
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Resources. She could confront Nick, the Bully (which she 
had done previously and it did not end well) or she could 
go over his head and make a complaint to his boss. Mandy 
considered this option; however, Nick’s boss was a good 
friend of his and Nick’s boss’ behaviour did not model the 
epitome of a great leader either. Mandy felt she was in a  
no-win situation. She felt that although the fancy policies 
and procedures existed, her hands were tied.

The end result on the overall project was that operationally 
it did not function well. It was a wasted opportunity for a 
community, as everyone’s energy was exerted on in-fighting 
and bickering instead of execution of, what was meant to 
be, a really great project.

Mandy reflected and realized that she ‘can’t control 
what others do, I can only control how I respond. I take 
responsibility for my own actions, but sometimes it is 
not worth the risk in raising it with someone, as it would 
completely destroy any hope of having any relationship with 
my boss at all. I accept that. So instead, I am just looking for 
something else.’

Mandy’s experience raises some interesting issues 
regarding the power, or perhaps disempowerment, 
of employees who are the target of bullying in some 
environments:

Given Bullies often hang out in the company of other 
Bullies – who is monitoring the monitors?

Does the benefit of raising the issue of bullying outweigh 
the risk and fear attached? Or is it just easier for 
employees to ignore it and leave?

Is there a fair process to enable employees to feel safe 
and empowered to raise their issues internally?

The other overarching issue is how and why are 
organisations still promoting these people, these Bullies, to 
leadership roles, in the 21st century? 
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Is modern business still of the view that it is only the ‘Alpha’ 
personality – the con!dent, capable, risk-taking, competitive, 
outspoken, yet o%en aggressive individual who can successfully 
lead? Or is it that ‘like attracts like’, so the Bullies are promoting 
other ‘Bullies’, who might produce results, but to the detriment 
of their most important asset in the process? 

What are the other leaders doing – the ones who are witnessing 
this stu& going on? Not leading, that’s for sure. "ey are too weak 
to stand up to the Bully for fear of losing the Bully’s performance, 
not realising that it’s not an either/or situation. 

Organisations can have bully-free workplaces AND have 
high performance. 

Not only can they, modern businesses must! It is simply not 
negotiable! 

Another way that businesses ‘endorse’ bullying behaviour is 
through their rewards and recognition process. Let’s take Mel’s 
case as an example of this:

CASE STUDY

Mel is a leader in the telecommunications industry.

The issue the business was facing was how to balance 
the focus on delivering outcomes (ie, sales/targets) with 
the focus on the process to achieve outcomes (ie, the 
behaviours). Mel had a ‘gun’ sales associate, Matt, who was 
smashing budget and sales targets but to the detriment of 
the entire team and working environment. 

Matt, although bringing in big sales and profit was also 
back-stabbing his team mates, picking on their mistakes 
and stealing clients from them. He was operating on a very 
individual level versus working collaboratively and in the best 
interests of the entire team.

This escalated into a bigger issue when the business 
rewarded Matt for his outcomes. He received high 
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commissions and was labelled the ‘top sales person’ in the 
department (which is regarded as a prestigious accolade in 
sales), endorsing his poor behaviour (at least that was how 
the remainder of the team felt).

Remember, Matt was the top sales person, so there was a 
real temptation from the business to ignore the way he got 
the results (via being a Bully).

The overall culture of the entire business unit suffered. The 
overall sales suffered as the other members of the team 
were not performing to their best, and yet Matt, the Bully, 
appeared to come out on top. 

Mel faced the dilemma of what to do? Did he continue to 
ignore it so he didn’t risk a drop in sales? (His head was 
saying YES to this option). Or did he need to pull Matt up on 
his behaviour, set the expectations and communicate the 
consequences if the behaviour did not stop, risking that his 
performance drops or he quits? (His heart was saying YES 
to this option).

The answer was simple. It was actually right in front of Mel’s 
nose. It was written in the company’s ‘Values’ document. 
The values of the business included ‘Integrity, Teamwork 
and Personal Excellence’. The purpose of Corporate Values 
is to operate like the roadmap for decision-making and to 
guide the behaviours of everyone in the business. 

Matt clearly was not living the values.

Although the answer was simple, simple does not 
necessarily mean easy.

In the end, Mel did the right thing and initiated the hard 
chats with Matt. As expected, Matt threw a tantrum. Have 
you ever noticed how grown adults can regress back to their 
childhood behaviour when they don’t get what they want? 
To Mel’s credit, he listened and then explained to Matt how 
his bullying behaviour was not only illegal but against the 
values of the company. He outlined the impact his behaviour 
was having on the entire team and clearly communicated 



16

BULLIES, BLAMERS, BLUDGERS

his expectations regarding future acceptable behaviour. He 
reissued the values statement to Matt and explained the 
consequences if Matt continued to choose to behave like a 
Bully.

Stunned, Matt went into retreat. No one had ever confronted 
him before.

After a few weeks of lower sales and performance, Matt 
eventually pulled his head in and much to Mel’s surprise 
and delight, maintained good sales. More importantly, there 
was a real shift in the entire department’s morale and overall 
performance.

Here are some lessons from Mel’s example:

Be very careful and strategic about what you reward in 
the workplace.

The answer may be simple but not necessarily easy. 

Don’t be scared to challenge the norm, that is a leader’s 
role.

Have the guts to put an end to a culture of bullying. 

Myth #   3
‘If I try harder, or be nicer, I can get the Bully to change.’

Reality #   3
Anyone who has even been the target of a Bully has to recognise 
the bullying for what they are. The Bully is nothing but an 
insecure, insigni!cant, nasty piece of work. It has nothing to do 
with anyone else!

Understanding this fact and refusing to take the behaviour 
personally isn’t easy. But once you accept this, you can move to 
bully-proo!ng yourself.

Bottom line, workplace Bullies need to control others. Where the 
average person !nds satisfaction in getting a job done, Bullies try 
to seek power to make themselves feel better!
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"e 2006 box o$ce smash hit, !e Devil Wears Prada, is a great 
depiction of workplace bullying in the fashion world.
Who could forget Meryl Streep’s outstanding portrayal of 
Miranda Priestly, the haughty editor of a fashion magazine, and 
Anne Hathaway as Andy Sachs, her obedient and ever too eager 
assistant?
Sachs is competent and con!dent in the !lm’s early scenes, but 
she quickly dissolves into a ‘lap dog’ when confronted with the 
magisterial bullying demands of her boss Bully and the !rst 
assistant. She fetches the co&ee, only to be told: ‘Pour it out. I 
don’t want it.’
She works late, because Priestly expects her to, and she accedes to 
everything asked of her, including giving up her entire personal 
life. Priestly sets expectations that are nearly unattainable 
(including demanding Sachs get two bound copies of the ‘yet 
to be released’ Harry Potter manuscripts for her twin children), 
she plays off her target (Sachs) with other employees and 
deliberately and knowingly criticises her assistant’s appearance 
and performance at every turn. Priestly never thanks Sachs for 
her e&ort or recognises her ability. 
Like many targets, Sachs possesses two characteristics:

she has a desire to cooperate, and
she has a non-confronting interpersonal style.

While these characteristics may signal a quiet con!dence, the 
Bully sees these as evidence that the target will be easy to control 
and unlikely to !ght back.
If targets !nd themselves in this position, they have to learn how 
they can take control. "e sincerely self-con!dent person sheds 
his or her reticence, hopefully early on, and stands up to the 
Bully.
"e Bully’s biggest weapon is the target’s denial, the person who 
says, ‘I should be better. I have to try harder. "ey will change.’
Once the target identi!es the Bully for what he or she is, however, 
the target can begin to assert his or her own power. Sometimes, 
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the Bully will back away and move on to an easier target. And 
that’s true whether you are acting in a Hollywood movie or 
working in an o$ce.

"e problem with workplace bullying is that it is insidious and 
sometimes difficult to complain about. For instance, if one 
employee consistently ignores the requests of another team 
member, it can make it di$cult to do the job. But employees are 
o%en reluctant to raise such an issue with their boss, because 
saying ‘He’s ignoring me,’ makes the target sound petty, so they 
ignore it, and the bullying continues.

Pressure tested
"e post Global Financial Crisis (GFC) era seems to have brought 
out the worst in some people in the workplace. When sales are 
good, pro!ts are strong – life is good. It is so much easier to 
perform and lead when life is good. "en, when the economy 
crashes, head counts are slashed, resources tighten, less people 
equals more work, and what happens? Business is pressure tested, 
people are pressure tested.

"is is o%en when we witness a rise of the Bullies.

The test of great leadership is not about what you do when 
times are good; it’s about who you choose to be and how you 
choose to respond when times are tough. Even if you don’t have 
a leadership role as such, everyone has the responsibility to 
lead himself or herself, to take personal responsibility for their 
behaviour, actions and results, especially when times are tough.

CASE STUDY 

Sally was a Marketing Director of one of the world’s most 
prestigious fashion brands. Her experience is an example of 
the impact on the ‘best and brightest talent’ when leaders 
are ‘pressure tested’. 

Prior to GFC the company sales were strong. Profits were 
good. Behaviours were good. Results were awesome. Then 
GFC hit.
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As soon as the company felt the pressure building, the 
CEO exploded. She resorted to very harsh, unreasonable 
demands of her direct reports. She started nit-picking 
on every decision they would make, making them feel 
undervalued and worthless. They were expected to be at 
regular meetings at 7am in the office, as well as work very 
long hours consistently. They were constantly travelling 
overseas yet were given limited flexibility as to the way they 
worked. The budgets were slashed and resources tightened 
but the expectations and performance indicators were 
increased to an unachievable extent. There was no focus 
on family. If ever Sally, or another Senior Leader, would 
question or challenge the norm, the CEO labelled them 
a ‘troublemaker’. The final straw was that the autonomy 
and freedom that Sally once experienced in her position 
was taken away – she was questioned on every detail and 
decision she made (big or small) and often sworn at or 
abused if the outcome did not go as planned.

In the end, Sally, was miserable. As the mother of three 
young children, she was feeling mother guilt as she was 
working excessive hours and travelling extensively for a job 
that she wasn’t even enjoying. What was the point?

Sally had to make a huge decision. 

She prioritised her family. She aligned with her values and 
decided to quit, but not just that company, she exited the 
corporate world altogether. Leaving behind 18 years of 
international, senior marketing experience to go solo and 
start up her own business.

Sally could not be happier with her decision and now admits 
that ‘I am no longer employable!’ as she simply refuses to 
tolerate the bullying behaviour that still exists in modern 
business.

Here are the lessons to be learnt from Sally’s experience:

Leadership is not what you do when times are good, it’s 
how you respond when times are tough.
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The reality of business is that circumstances are 
challenging, and individuals need to learn how to succeed 
in spite of them.

Your best and brightest will not tolerate BBB behaviours.

Organisations cannot afford to lose talented resources for 
the wrong reasons.

Something has to change, culturally and structurally, in the 
corporate world in order to retain your best and brightest 
into the future.

Time and time again, businesses are losing their best and 
brightest talent due to the crappy behaviours of others in the 
business. 

"is is just the tip of the iceberg in terms of the damage the 
poisonous BBB Bug has on workplaces. It is enormous. In 
Chapter 4 the full extent of the collateral damage is explored.
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