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Recognition is only effective when it is specific, grounded, and culturally honest. Generic praise feels
performative. Over-the-top praise feels insincere. Real recognition acknowledges effort, impact, and
behaviour in a way that strengthens trust and reinforces team culture. In policing, where emotional
labour and invisible work often go unnoticed, leaders must recognise the full spectrum of contribution
— not just outcomes.

Why This Matters
When recognition lands:

trust increases

morale stabilises

high performers feel protected

teams understand what “good” looks like
culture becomes more honest and aligned

When recognition is performative, vague, or inconsistent, it creates cynicism and fractures culture.
Who This Is For

Supervisors and team leaders

Senior leaders and executives

Wellbeing and HR teams

Anyone responsible for culture, morale, or performance

What You'll Learn

What makes recognition land (and what makes it fall flat)
How to deliver culturally honest acknowledgement
How to recognise invisible labour and emotional load
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e Practical scripts for real, grounded recognition

Why Recognition Fails in Policing

Recognition often falls flat in policing because leaders fear over-praising, worry about perceptions of
favouritism, or assume people “already know” they’re valued. High tempo environments push
acknowledgement to the background, making it reactive instead of intentional. These patterns create
gaps between effort and recognition, which erodes trust and leaves high performers feeling unseen.
When leaders avoid recognition altogether, teams lose clarity about what “good” looks like and culture
becomes harder to stabilise.



What Makes Recognition Effective

Recognition that lands is:

specific

grounded in observable behaviour
culturally honest

timely

connected to impact

delivered in a steady, leaderly tone

Recognition that falls flat is:

vague (“good job”)

performative

inconsistent

overly emotional

disconnected from actual effort

delivered only during crises or high-visibility moments

Recognition strengthens:

morale

trust

retention
psychological safety
team alignment

The Risks of Poor Recognition

When recognition is inconsistent, vague, or absent, teams experience:
e resentment and quiet disengagement

« burnout in high performers

e increased relational aggression

 reduced trust in leadership

« confusion about expectations and standards

« a culture where effort feels invisible

These risks accumulate quietly, often becoming visible only when morale drops or high performers
withdraw. Early, grounded recognition prevents these patterns from taking hold.



How Recognition Shows Up

A. Behaviour-Based Recognition

Acknowledging specific actions rather than personality traits.

B. Impact-Focused Recognition

Highlighting how someone’s behaviour improved the team, task, or outcome.
C.Invisible Labour Recognition

Naming the unseen work that keeps teams functioning.

D. Steady-Tone Recognition

Delivering acknowledgement calmly, without over-inflation.

E. Consistent Recognition

Making recognition a normal part of leadership, not a rare event.

Leadership Behaviours That Strengthen Recognition

Leaders shape the impact of recognition through their tone, timing, and consistency. Recognition lands
when leaders:

« notice effort early, not only after major events

* name behaviour, not personality

« link actions to impact and team rhythm

» keep the tone steady and culturally honest

e recognise invisible labour, not just visible outcomes

These behaviours create a predictable environment where people feel seen, valued, and aligned with
the team’s purpose.

Practical Tools

Tool 1: The Specific-Impact Tool 2: The Invisible Labour Tool 3: The Consistency Anchor
Script Acknowledgement



A simple structure for
recognition that lands:

“l want to acknowledge the
way you handled .It made
areal differenceto __"

This is grounded, specific, and
culturally honest.

A leader script for naming
unseen work:

“I see the background work
you’ve been holding. It's had
areal impact on the team’s
stability.”

This protects high performers
and validates emotional
labour.

A weekly or fortnightly rhythm
for recognition:

1. ldentify one behaviour

worth reinforcing.

Acknowledge it directly.

3. Link it to team values or
outcomes.

I

This builds a culture of steady,
grounded recognition.

The Specific-Impact Script

Recognition lands when it is grounded in observable behaviour and clear impact. The Specific-lmpact
Script helps leaders avoid vague praise and instead acknowledge what was done, how it was done, and

why it mattered.

Structure of a Specific-Impact Script

e Name the behaviour.
e Name the impact.

e Keep the tone steady and grounded.

This reinforces clarity and strengthens trust.

Operational Examples

e “I want to acknowledge the way you handled that briefing. It brought clarity to the whole team.”
e “The way you prepared that handover reduced confusion and protected the next shift.”

Why It Works in Policing

e It reinforces operational behaviours that matter.
e |t strengthens psychological safety.
e It builds a culture of clarity and steadiness.

The Invisible Labour Acknowledgement

High performers and steady operators often carry invisible labour — emotional load, background tasks,

quiet stabilising behaviours. Naming this work protects morale and prevents burnout.

Structure of an Invisible Labour Acknowledgement

e Name the unseen work.
e Name the impact.
e Reinforce its value.



This validates effort that often goes unnoticed.
Operational Examples

e ‘| see the way you've been holding the team steady this week.”
e “The emotional load you've been carrying hasn’t gone unnoticed.”

Why It Works in Policing

It protects high performers.

It reduces resentment and burnout.
It reinforces fairness and recognition.
It strengthens team cohesion.

The Consistency Anchor

Recognition becomes meaningful when it is consistent, not occasional. The Consistency Anchor helps
leaders build a steady rhythm of acknowledgement that reinforces culture and stabilises morale.

Structure of a Consistency Anchor

e Identify one behaviour worth reinforcing.
e Acknowledge it directly.
e Link it to team values or outcomes.

This creates a predictable pattern of grounded recognition.
Operational Examples

e “One thing | want to acknowledge this week is your clarity during handovers.”
e “The way you supported the new team member aligned perfectly with our values.”

Why It Works in Policing

It normalises recognition.
It strengthens morale and trust.
It reinforces desired behaviours.
It stabilises team rhythm.

Recognition that lands is a leadership standard. When leaders acknowledge effort with honesty,
clarity, and steadiness, they strengthen trust, protect high performers, and build aligned, resilient
teams. Real recognition shapes culture through consistent, grounded leadership that sees the full
spectrum of contribution.
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