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Most teams don’t collapse...



Most teams don’t collapse, they disengage

retros become polite
engineers stop arguing about architecture
people start saying “whatever”
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cynicism
is the strongest predictor of attrition







The Pattern We Miss

declining quality
 fewer improvements 

  passive execution

lack of motivation
poor attitude
skill problems



Albert O. Hirschman (1915–2012) was a German-
born economist,

political thinker, and social scientist
whose work sits between economics, political

science, and sociology.
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THE RAILWAY WAS EXPERIENCING A
DETERIORATION IN SERVICE QUALITY, 

YET THE TYPICAL ECONOMIC RESPONSE OF
"EXIT" (CUSTOMERS SWITCHING TO

COMPETITORS)
WAS NOT OCCURRING 







What do people do when the
organizations they depend on

start to deteriorate?



ignored tech debt 
reversed product decisions
roadmap chaos
constant priority shifts



Voice becomes more important
when Exit is costly



Without loyalty, systems would
simply experience rapid exit
instead of attempts to repair



The
Dangerous

One:
Neglect
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cynicism
is the strongest predictor of attrition



Teams stop speaking up when:

1) previous feedback
changed nothing

 2) leaders punish dissent

Over time:
Voice → Loyalty →

Neglect → Exit



more process
more tracking
more reporting
more alignment meetings

What Leaders Usually Try



What Voice Looks Like in
Engineering Teams

engineers challenge product assumptions
 retros produce real changes

 architecture debates happen openly
 teams propose experiments

Voice is friction that improves the system





what was accepted
what was rejected
why

People speak up when voice produces action.

Visible Response Loops





Google Project Aristotle identified
psychological safety as the #1

predictor of team effectiveness.





1) NORMALIZE
DISAGREEMENT (RITUAL
DISSENT AND FIVE
BEHAVIOURS)

2) SHOW RATIONALE
BEHIND YES OR NO

3) REWARD VOICE NOT
LOYALTY
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Thank you
connect with me if you want this deck
and drop me some feedback please
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