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�Why team burnout is often noticed too late

Individual burnout eventually shows up in obvious ways: disengagement, errors, resignation. At a

team level, the same pattern is harder to see because it is distributed, one person's exhaustion

looks like a bad week, another's cynicism looks like a personality trait, and it is only in hindsight,

often after a resignation or a visible failure, that the pattern becomes clear.

�Structural signals worth tracking

Rising sick leave, declining participation in optional or discretionary activities, an increase in small

errors from previously reliable people, and a shift in team tone toward flatness or cynicism in

meetings are all earlier, more reliable signals than waiting for someone to explicitly say they are

burned out, which many people avoid doing until it is severe.

�What actually prevents it, beyond wellness initiatives

Address workload at the source, not just its symptoms. Wellness programmes and resilience

training have real value, but they cannot offset a workload that is structurally unsustainable.

Leaders need to be honest about whether the team's capacity genuinely matches its commitments,

and willing to push back on scope or deadlines when it does not.

Distribute load deliberately, not by default to the most capable. High performers often absorb

disproportionate load simply because they can be relied upon, which quietly punishes competence

with exhaustion. Deliberately checking whether work is being spread fairly, rather than flowing to

whoever is easiest to hand it to, prevents this pattern from compounding.

Model sustainable behaviour, not just permit it. A team rarely believes that rest and boundaries are

genuinely acceptable if the leader visibly works through evenings and weekends. What a leader

models carries more weight than any stated policy.

Create real, not performative, checks. A generic "how is everyone doing" in a group meeting rarely

surfaces honest answers. Individual, private check-ins, with a genuine willingness to hear and act

on a difficult answer, are far more effective.

�The cost of getting this wrong

Team burnout is expensive well beyond the immediate human cost: recruitment and onboarding

costs when people leave, a decline in institutional knowledge, and a lingering reputational effect

that makes future hiring harder. Leaders who treat prevention as a genuine priority, not an

afterthought, tend to build teams with meaningfully lower turnover and more sustained

performance.
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