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Abstract
This dissertation is focused on the confidentiality thresholds within the coaching and mentoring industries as a whole and adopted within the police force, to which, there is pressure on the coach to breach confidentiality when there has been some minor indiscretion or major indiscretion that may have been carried out many years before the client/coachee started work as a police officer or police staff e.g. a police officer stole an 8p Mars bar in the early 1980s when they were 12 is expected to be reported as much as one who states they are a domestic abuse perpetrator as an adult serving in the police. This breach is expected and drilled into coaches during their training on behalf of the Professional Standards Department.
Being a Level 2 and Level 3 qualified coach, both training levels were carried out within a police force in which I served. During the training of the Level 3 course, accredited to the CMI (Chartered Management Institute), there was a strong element of confidentiality, followed by ‘you will need to report…’ woven into the training, whereby serious issues should be reported, especially in light of the corruption of police as reported in the press over the last few years (especially in light of the Sarah Everard murder etc.), minor issues from childhood seems a little over the top, eroding the police officer’s right of discretion in relation to using their experience and judgement to take no action and let the matter lay in the past.
Due to coaching having strong links and shared disciplines with counselling, with some coaching professionals unable to determine where the actual line is drawn to distinguish differentials, there is a section on the cross-over and a clear example of a counsellor breaching a confidential element.
This dissertation will take on the critical review of already published texts in relation to coaching and mentoring to support or otherwise, a reflection on the policies of the police service, and comment thereon as it will go to show the overall policies are contradictory to the very ethos and ethics of the coaching processes, and will be expanded upon by opinion and officers rights. 
This dissertation is ethnographic in nature, as I worked for a police just short of twenty years, and have seen the first-hand institutionalisation of staff and officers alike. We know that there is need for professional standards to exist, to be there to ensure that staff and officers behave within their role inside and outside of work, and behave within the highest standards that their employment demands, there appears to be an overkill on this topic, as such, within the conclusion and recommendation of this dissertation is that coaching should be external to the police force (and perhaps counselling for non-urgent psychological support) which would allow the client to be able to freely express themselves and trust the process, whereby the main contracted breach would be on safety of the client and/or a third party e.g. threats of self-harm or to harm a third party, which is important as a practitioner, whether or not a police officer would have a duty of care.


Acronyms

Throughout this dissertation, there will be some acronyms in place:

Professional Standards Department – PSD
CMI – Chartered Institute of Management
GROW –  Goal, Reality, Options, Will
STEPPPA – Subject, Target, Emotion, Perception, Plan, Pace, Action
CLEAR –  Contracting; Listening; Exploring; Action; Review
OSCAR – Outcome; Situation, Choices, Actions, Review
OSKAR – Outcome, Scale, Know-How, Affirm/Action, Review
SPoC – Single Point of Contact
Coachee – Client of the Coach
CBC - Cognitive Behavioural Coaching 
SFC - Solution Focused Coaching 
NC - Narrative Coaching
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Introduction












1.1 Introduction
‘Self-management involves recognising bias, preconceived ideas, initial impressions, opinions, or stereotypes that can influence the ability to be fully focused and present with the client’ (Cox. et al. 2018. Pg. 509). I am aware that whilst compiling this dissertation that I may have some bias towards the policing structure, and this bias will form the opinions which may or may not be positive in nature towards some terms and policies within policing.
Due to having signed the Official Secrets Act 1989, I cannot state which police force is being scrutinised or name individuals, places of work and other details, and as such, I will keep any person/s highlighted as person 1 or person 2 and so on. This will keep the dissertation anonymous and the police force in question ambiguous, in which anonymisation will also fall under ethical requirements of the dissertation, and thus further give credence towards anonymity of any organisation or people involved in the writing, much of which is based on personal experience, supported by published text.
1.2 Research Question:
Confidentiality in the workplace. An investigation into the ethical dilemma of breaching confidentiality within the coaching profession within the workplace of the police and the wider coaching community.
1.3 Aims and Approach:
As a result of many years working within the police and as a coach within the police, there is a disconnect between confidentiality and practice within the police, notwithstanding the breaching of confidences in relation to safety issues, all research into the level of coaching that will be investigated has already been carried out and published by practitioners and researchers alike. 
The published works will be used to support my opinions, for or against policies of coaching within the police service and reasoning of ethical and procedural aspects of coaching as a way of psychological support, though it is to be understood that it is not counselling or psychotherapy, but a process and discipline of psychological support within its own right.
‘The effective coach or mentor is responsible for considering their ethical perspective, agreeing with the client how they will work together’ (Connor & Pokora 2012. Pg. 218) and ‘the coach is in an unusual relationship for the duration of the session, giving attention and support on a strictly one way basis.’ (McLeod. 2009. Pg. 236), coaching is many aspects of its discipline works alongside counselling, sometimes over taking it, other times lagging behind, but either way, both are interchangeable. 
The coaching session is the actual time between coach and coachee (practitioner and client), and can be from 30 minutes to 2 hours or more, depending on the need of the client, some coaches only do half hour sessions.  
Just some areas that will be focused  as a matter of explanation for professional practices in coaching as opposed to a set of actual standards:
1. Coaching within police as an example of work based coaching.
2. Counselling within the police service as a matter of occupational support
3. Known examples of breaching confidentiality
4. Deontological ethical dilemmas in relation to police discretion and set of rules in which they work.
5. Ethnographic background
The coaching process within the police service is as follows:
The client requests coaching by sending an email to the force single point of contact (SPoC) and who then asks for coaches to say they will take the client on. The coach can be any officer of any rank or any civilian staff member of any position. The coach is then selected. The coach and client meet, with supervisory permission, and contract the sessions e.g. confidentiality remits, professionality, aims and goals. The supervisors say yes to the process, though, they are not informed of what is said within the coaching sessions, even when asked, the request must be declined. 
The coaching sessions can have a multitude of reasons as to why they take place, from confidence to promotional needs, coaching can provide guidance and support in developing new skills, such as communication and problem solving, as well as providing support in managing stress and difficult situations.  The police force in question has had coaching for over 14 years and has been highly successful for the organisation. The single point of contact will take on board the needs of the client also e.g. if the client asks for a female coach, a female coach will be matched. Due to the pandemic, the face to face meetings were stopped and all went online via MS Teams or Zoom, and remains so with the increase of working from home.
It can be generally understood that some of reasons of breaching confidentiality is due to the safety of the client or a third party e.g. client threatens self-harm or to harm another, even if the other is not immediately present, however, as will be discussed, police officers have a power of discretion, therefore have a right in law to NOT take action, and through training, this is being eroded in the form of ‘you will arrest, report to Professional Standards etc.’ which can damage the counselling and coaching ethics and everything for which it stands in its core values.
‘And Gallwey had put his finger on essence of coaching. Coaching is unlocking people’s perception to maximise their own performance’ (Whitmore. 2009. Pg. 10), with John Whitmore citing tennis coach Timothy Gallwey, and will go to show that coaching is by far one of the best ways in helping a client in recognising and developing their potential, achieving their aims in life and to be supported by the coach, and therefore, breaching of any confidences can cause a lot of damage to the client, who not only requires total and utter confidentiality and non-judgemental support, the client also needs to know that what is said within the sessions stay within the sessions and not disclosed to a third party unless there is a question of safety to the client or a third party, ‘the confidential nature of the relationship between coach and client for the basis for trust within the relationship’ (Cox. Et al. 2018. Pg. 506)
This investigation will focus on the necessity of confidentiality, the training modules of the coaching which police use is supplied and accredited by the Chartered Management Institute (CMI) and the erosion of the power of discretion of a police officer not to take action for the smallest of indiscretion, even back in time, with a pressure to report matters to the professional standards departments. ‘Our coaches bring with them echoes of our own experiences, issues and emotions’ (McLeod, A. 2006. Pg. 237) the citation of which will support the coach and the need for empathy and the need for discretion, as opposed to the need to breaching the session.
Elaine Cox et al (2018. Pg. 299) stated: ‘The internal coach must always be on their guard. Innocent questions answered around the water-cooler, for example, can lead to serious breaches of confidentiality (Macintosh, 2003)’ (pg. 299), this can lead to the argument that internal, or in this case, police officers trained as coaches can be forced to divulge information due to the nature of their role and to the fact they are forced to do so by the Professional Standards Department, and this can, in opinion lead to the coaching process breaking down and thus not achieving the aims that the police service has set out to attain in the first place, due to the potential breaches, and that the client is not fully giving their all into the process. Even outside of the working environment, the officer, should they be in private practice would be under the same influence of the Professional Standards Department and external clients face the same issues as internal ones.
The issue that will be investigation through reflection of practice, policy and literature will show that police officers will not have the ability to make balanced decisions based on their own personal experiences and intelligence, but would need to submit to the will of policy and thus have their basic fundamental discretionary powers and autonomy taken away from them, which could lead one to think that there may be a bias in policy making issues by the PSD unit.

























Chapter 2
Methodology














2.1 Methodology
In many cases involving coaching, a lot of research has already been completed by those who are either academic in the field or have been professional coaches for many years.
‘Critical theory links the conduct of educational research with politics and policy making, and this is reflected in the discussions here of research and evaluation, noting how some educational research has become evaluative in nature’ (Cohen et al. 2013. Pg. 26) 
I had considered social research, however, interviewing personnel or clients may in essence breach confidentiality, as in, they may not want people external to the organisations or practices to know that they have been to see a coach, though, measures would have been put into place to anonymise them totally, they would only be asked if they would agree to professional standards being notified on minor issues (as opposed to more safety matters e.g. self-harm or threats to harm another or more major issues such as blatant corruption), I would only achieve a yes or no answer. Potentially I could ask them to explain their reasoning, however, I am looking at the conflict of interest that operational officers would face a deontological basis, that being faced with a moral dilemmas which are imposed by the professional standards department, against the right of discretion and the confidentiality of the coaching sessions ‘ethnography; (a portrayal and explanation of social groups and situations in their real-life contexts’ (Cohen et al. 2013 Pg. 233) 
The research question: ‘Confidentiality in the workplace. An investigation into the ethical dilemma of breaching confidentiality within the coaching profession within the workplace of the police and the wider coaching community,’ will give purpose of this literature review is to ascertain if, through the opinion of authors who are practicing coaches or through their research, should policing policy be changed to allow discretion in order that the client can fully be themselves in a coaching session or would the current mentality of ‘report at all costs’ be the correct way forward, even if the officer is in private practice outside of work, as a police officer and indeed those employed by police can be subject of scrutiny by professional standards, which could have the potential of conflict of interests within their personal practice. Through the published texts, conflicts of interest will be explored and thus, come to a conclusion that may be of betterment for the client as opposed to the organisation in a wider context.
The research has taken place between September 2022 and March 2023, through books on coaching for performance within the workplace and the wider coaching criterion, policies, online sites in relation to police policies and journals, again, will be used to support the investigation and support or not as the case may be, the policies of coaching within the police service via interference by the professional standards department.






















Chapter 3
Review and Discussion










Review
3.1 Organisational Information:
All police forces have a set structure, with larger forces having a potential of more chief officers.
Police Forces of England and Wales are set up with a Chief Constable, employed mainly by the Home Secretary of the UK Parliament, and generally the organisation is set up along the following lines:
Chief Constable
Deputy and Assistant Chief Constables
Chief Superintendent (Of the Basic Command Unit – BCU. This is the division in which officers work or as heads of departments)
Superintendent
Chief Inspectors
Inspectors
Sergeants
Police officers
Police Community Support Officers (they do not have the same authority as Police Officers but are still subject to similar regulations)
There are also staff equivalents, and they can have their own structure e.g. head of finance. This investigation will focus mainly on policing, though officers who are coaches will have the same moral standing towards non-police staff as they would to officers
Within the police forces of England and Wales, there would be several departments in which officers of varying ranks hold position with new departments being formed all the time, especially as new technology comes into fruition with the right investment e.g. work related mobile phones have access to internal computer programmes via password protected disciplines in case the mobile devices are lost.
Coaching has been used within the police forces for some time now, and it’s usage has been of great benefit to many officers and staff members.
The officers in particular are subject to the code of ethics, brought in by the then Home Secretary Theresa May, to replace the code of conduct, however, in essence, there was no difference from previous code of conduct criterion:
Figure 1.1:
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3.2 Coaching Models
There are many coaching models that the coach can use to aid their practice, from OSCAR, GROW, STEPPPA and OSKAR, plus many, many more models. As a practitioner myself, through experience, I tend to focus on GROW and STEPPPA:

Table 1.1:
	G
	Goal, where do we want to end up

	R
	Reality, what is happening now

	O
	Options/Obstacles, what can we do to make it happen or need to overcome to make it happen

	W
	Will/Way forward, will allow determination of the client to get to their goal/s.



The GROW model has been ideal for previous clients in relation to job applications within the police force, some for promotion, some for same line transfer to another role. The model is from John Whitmore (1992) who developed it, and has since been adapted and improved upon by other coaches over the years, but all have the basic elements that Whitmore devised, and despite the very straightforward concept, it can delve deeply into the areas of the client’s psyche that will enable the client to achieve confidence within performance of their role or with promotional needs as ‘individuals often have inner conflict about wanting something but not taking action to accomplish what they want’ (McLeod, A. 2003. Pg 128), this citation will add weight to the GROW model, especially in relation to the W – determination of the client to get their goals, and this can be achieved via action planning or practice sessions within the coaching sessions. 
The other model I use is STEPPPA, devised by Dr Angus McLeod (2003):
Table 1.2:
	S
	Subject, what do we want to talk about within the coaching appointment

	T
	Target Identification, similar to G in Grow, this is the goal setting element

	E
	Emotional aspects, are we nervous, brave, held back etc.

	P
	Perception, what is the view of the client, what are their thoughts?

	P
	Plan, setting a way forward

	P
	Pace, giving a time frame to the action plan

	A
	Action/Amend, time to take action and amend plan as time progresses



This can be used when there is a need for a deeper client based programme, e.g. someone may wish to change jobs, and is nervous about doing so and will need better support than the GROW model could use:
‘it enables a systematic means for coaching with a process that makes absolutely sure that motivated plans lead to successful targets’ (McLeod, A. 2006. Pg. 192)
Whilst looking further into this model, it is clear that should there be little to no emotional alignment to a topic that may be a topic area, it would be prudent to move onto a topic that inspires and thus leads to a positive outcome for the client. There are elements of which involve deep rooted responses to the coach, especially on the emotion and perception areas, that the client will need total trust in the coach that the sessions are confidential, however, it would be prudent to contract the client to make them aware of times whereby the coach may need to breach the session. The contract can be given both in writing and verbally, so that all parties are fully aware of how the sessions can be carried out effectively and safely. This is a  clear way around the ethical dilemma we face whilst coaching and by doing so, would potentially exonerate the practitioner from the confidential responsibility. 
The training to Level 3 may not cover all types of coaching models, which are many and may crossover from one to another or even be poles apart, and as a matter of furtherance, there could be potential for teaching further models so that the coaches have a wider toolkit: 
Table 1.3:
	CBC
	Cognitive Behavioural Coaching model, which helps to identify and change unhelpful thinking and behaviour patterns

	SFC
	the Solution Focused Coaching model, which focuses on the desired outcome and solution-oriented approach

	NC
	the Narrative Coaching (NC) model, which helps to identify and reshape the stories we tell ourselves. Ultimately, the best coaching model for police officers will depend on the individual and their specific needs and goals.



These are just a few of some other models that are out there which could help, but are not taught, and one could question if the training, though sufficiently delivered, is it enough?

3.3 Ethics and Values Within Coaching
The police service as a whole deals with a number of ethical issues and dilemmas that arise through its very nature and often, situations that are reported to the police seldom need policing or may be fairly complex in essence, and therefore, the matter may need to be discussed and debated between the officers (data protection issues adhered to), or with the Crown Prosecution Service, who will be able to fall back on case law and statutes of parliament. 
The issues within such may undermine the confidence of the officer or member of staff, or there may need to be a coaching requirement for other aspects of service e.g. promotion, applying for another role, leaving the organisation and so on, but here can lay a value that the coach may be at odds with themselves, let us take the example of a member of staff wanting to leave the organisation, does the coach therefore have the right to inform the supervisor or the human resources department? This ethical dilemma is one in which the coach should fall back on and keep the matter confidential, in my opinion, especially if it was only a consideration, the coach will never be able to know the true intentions of the coachee, if the coachee has not been all that forthcoming, therefore, why breach the confidentiality for the sake of it?
Let us look at how the ethics of coaching generally, before looking at it within the policing context, which can be breached by officers may be a case of being duty bound once the client has confessed to a crime as this is an important consideration, with Professional Standards not allowing the confidentiality of the coaching system to taking away the police officer’s right to take no action and to utilise their power of discretion, however, ethics and values within any professional field is an important part of the production output, whether as a student, a lecturer, coach, police officer (or others working within the civil service), counsellor and so on. Without professionalism and acting in an ethical manner could lead to a lot of damage being done to the client and the coaching process, especially in relation to coaching being a form of psychological support to the client, who may not need the in-depth levels of counselling and psychotherapy, though, this should be in the mind of the coach: does the client require further support? With the coach acting as a sign-post, ‘knowing when to refer a client on can be a difficult decision’ (Megginson & Clutterbuck. 2009. Pg. 225)
There are a number of correct standards of behaviour and disciplines, as well as the potential outcomes as such, should any be breached.
‘Contracts and agreements should make explicit the focus and allowable content of coaching, and what should occur if mental health issues arise’ (Cox  et al. 2018. Pg 459), you could, as a professional coach, reflect upon questions that lead to moral dilemmas and your duty as a professional person, knowing when to breach confidentiality in the wider context, though, this should really be discussed in the first meeting and thus contracted to the client e.g. the coach telling the client that if they threaten self-harm or to harm another, the coach, like a counsellor, is duty bound to seek help from another professional organisation – police or ambulance – who can then take the matter further and give the correct support to the client: ‘working within agreed limits and boundaries helps the client to feel secure, for example in relation to confidentiality or conflicts of interest’ (Connor and Pokora. 2011. Pg 13)
There is also a wide issue on reporting to a third party, in which Cox et al. 2018 states that it could have a reputational issue for the coachee, and as such, by having the contract firmly in place, the coach, as a practitioner would be able to fall back on as a matter of health, safety and wellbeing. 
‘The Oxford English Dictionary defines ‘values’ as: ‘principles or standards of behaviour; one’s judgement of what is important in life’. (Iordanour, J. et al. pg. 3. 2017), therefore, the standard of values – what is deemed as important within professional coaching – is individually biased, as one coach may hold certain values compared to a different coaches set of values. There is no clear way of determining which coach or which counsellor’s practice is the correct way of conducting themselves, ‘the client is safeguarded if ethical principles inform and guide practice’ (Connor & Pokora. 2011. Pg 13). 
One question that can arise from values is who sets the values and thus is this the benchmark or a personal issue, whether positive or negative, where is the line drawn. 
As an example of a moral dilemma:  should the client falls sexually for the practitioner, the practitioner declines invites for a coffee, a meal or any form of sexual behaviour, yet, if the client then ‘dismisses’ the coach, where then does the barrier thereafter stand, as technically, the relationship is no longer coach and client, but two human beings discussing the potential next stage of the their now non-professional relationship should both feel the same way? ‘Nevertheless, ethical practice pervades all aspects of coaching and mentoring’ (Connor & Pokora, 2011. Pg 237)
Should anything become more forthcoming as they move forward, it would be very foolish of the coach to form any form of relationship with the client after sessions have finished, so that the coach maintains their moral compass and will therefore not be spoken about in a negative form on a general basis. According to the Oxford English Dictionary, ‘ethics’ are: ‘moral principles that govern a person’s behaviour or the conducting of an activity’ (Iordanour, J. et al. 2017. Pg. 6)
‘Professional ethics is a rapidly growing discipline, which is informed by several strands of social sciences and the law.’ (Iordanour, J. et al. 2017. Pg. 8), although this citation can support the initial text, the citation is one that can be brought into question as to whether is it as stated…is it really rapidly growing, or forming part of the social sciences; whereby it could be stated that there is a potential that people are just more aware of their responsibilities within their practice, especially now with the sue culture or the often cited  ‘woke’ population: ‘in the United States there are some early signs that it may be possible to sue a coach for giving wrong advice, but this would be very rare’ (Parsloe & Leedham. 2009. Pg. 196).
‘Remind your coachee that anything they say is confidential, unless it is something unsafe or illegal’ (Cooper & Castellino. 2012. Pg. 32),doctors, and the wider medical profession, counsellors and so on have held their office to high standards, with very few having been brought into account for their behaviour based on the generalisation reports in the UK press, however, to further that opinion, the second potential is that due to the availability of social media, practitioners are more likely to behave appropriately so that they do not get bad press, which in turn, could lead to them losing their business and therefore, their livelihood, as reviews can be put on platforms like Google or comments made on one of the many platforms like Facebook, which, if the client has many followers, the negativity would be widespread and catastrophic.
Furthermore, Cooper and Castellino (Year) stated that breaching of confidentiality in relation to something unsafe or illegal, as per the above citation, what elements of unsafe and illegal are there, as neither have stated what these areas are! 
If we assume a hypothetical practice, whereby the coach is not employed by the police; we can assume that unsafe would possibly be issues of self-harm or threats to a third party, the concepts of illegal is an element of further discussion, as some crimes have a limited statute of liable power e.g. if someone went through a red light 7 months ago, but did not cause any accidents, they cannot be prosecuted, and even if they did, the driver should ideally be reported for the offences within 14 days, or reported for summons outside of the 14 days and within 6 months of the offence.
Secondly to that, should the client confess a crime, and the coach feels they are duty bound to report it, it can have a wider ranging issue should the client deny ever saying it, and thus, we have one word against the other and for the police may have little to no evidence to deal with this matter. 
Cooper and Castellino (2012. Pg. 214) further explains that such breaches could be made on concern of illegality or harm. Further to this, although there is mention of children that may need to be coached and arrangements in relation to the confidentiality to be contracted. 
‘Confidentiality: A wide ranging duty of managing information in ways to keep it secure and control its disclosure’ (Bond & Mitchels. 2010. Pg.142) Most books based on business coaching seem to lack the element of confidentiality, and is just highlighted here and there, however, the European Mentoring and Coaching Council (EMCC) have stated that: 
‘The EMCC places strong emphasis on maintaining professional responsibility, especially towards confidentiality and provision of follow-up coaching, after the termination of the coaching relationship.’ (Iordanour, J. et al. 2017. Pg. 10). 
This will lead onto the training of coaches within the police service, and hereby leads to the ethical dilemmas of any coach working within the police, or indeed police officers with a coaching practice outside of the police service, in that, the training issued by the Chartered Management Institute states ‘that confidentiality  is a must, and breaching it can damage the client’s trust in the process’ (Author Unknown: 10.00 7/11/22 (managers.org.uk)), this is also highlighted in many books where there is a mention of confidentiality. However, police officers have a level of authority and power in society, as opposed to police staff who have less power; this power can lead to arresting people who have broken the law in some capacity or for their safety under s136 Mental Health Act 1986, police staff have the same power of arrest as civilians, a citizen’s arrest, the main difference being that the public must see an offence with their own eyes, however, police have the power to arrest based on suspicion alone, hence the speech ‘I am arresting you on suspicion of…’
To continue on this strand, police and police staff have a duty of care when it comes to confidentiality and not breach any data involving police practices or to mention that a person has been arrested and not disclose any other personal. In many aspects, the same as medical professionals and counsellors from which the ethics have been adopted. Police also have the power and right of discretion e.g. not taking any action at all, and this will fall mainly on the situation, the values and ethics of the officer as one officer may well arrest whilst another may not take any action. 
Is the crime strong enough to report when there are boundaries of confidentiality? Considering there is a power of discretion afforded to police officers, coupled with the trust in the process of the ethics within coaching. This can be supported as such: 
‘Consider, for instance, potential contradictions in the following: Values and Ethics in Coaching conflicting values – loyalty vs honesty, competition vs cooperation, freedom of information vs national security, confidentiality vs safety, equality vs individuality, and tradition vs novelty.’ (Iordanour, J. et al. 2017. Pg. 5).
However, ‘the categorical imperative is Kant’s fundamental principle of morality’ (Stewart. 2011. pg.36), Stewart explains the background of Immanuel Kant (1724 – 1804) from East Prussia, had a rigid stance of self-discipline to highlight his life, however, we could question as to whose morality is the correct morality, on a wider context and away from policing, we could, as an example, potentially open the argument as to whose morality is correct, the atheist or the theist? The principle is the same, both are correct to their understanding and beliefs of the individual’s world view, yet are opposing mentalities; ‘the categorical imperative is Kant’s fundamental principle of morality. It acts as the criterion or standard for judging which actions are right and which are wrong. (Stewart. 2011. Pg. 36), which adds to the way of thinking that each person will act on their own recognisance as to what is right or wrong, and in the case of coaching, what should be and shouldn’t be disclosed to a third party outside of the coaching situation.
Cox et al (2018. Pg.298) cited ‘Frisch (2001) highlights confidentiality, contradicting and potential tole conflict as being challenging areas for internal coaches’ this shows how difficult it can be being an internal coach within an organisation, and will better show that external coaching can be more robust and whilst agreeing with the citation, within the police force, still struggling to recover from the austerity measures of the early 2010s, internal coaching is also a money saving exercise.
However, something in which PSD could fall back on is the following citation: ‘They should be aware of obligations and constraints imposed by them by the law and by their profession or organization,’ (Connor & Pokora. 2012. Pg. 222), this would add weight to the argument that disclosure may be necessary as part of the coaching processes, and that where issues need to be reported, they will be, however, as much as this is right per se, the argument of report at all costs to the department is the basis of this dissertation, as opposed to breaching for the sake of safety or further psychological support that nearly all police officer would not be qualified in, and thus, either sign posting or seeking immediate additional support e.g. an ambulance is required.
In the peer reviewed article by Greenfield et al. (2004) called Confidentiality in Coaching, his opening line in the abstract states the following: 
‘In counselling and advisory relationships, the concept of confidentiality conveys a sense of security that a conversation will be private and operate within defined boundaries.’ (2004. Washington)
Again, this raises further questions into the police policies of reporting and taking action at all costs, yet, the process again highlights the utter importance of being confidential, the citation also leads onto the counselling crossover in ethics and standards of practice.
‘I provide counselling in two places. My employer’s policy on confidentiality is so different from what I do in private practice that I cannot see how they can both be right’ (Mitchels & Bond. 2021. pg 7)
Furthermore, when does the practitioner know the line as to when police intervention is needed. Again using the example of stealing a chocolate bar at aged 11 to being a domestic violence aggressor as an adult? when we are considering the safety and wellbeing of third parties or wider family contexts. 
‘When pressed hard, some therapists will argue that they are very uneasy about releasing information gained in the privacy of therapy into a potentially public contest between opposing parties in the courtroom’ (Bond & Mitchels. 2010. Pg. 69), the other consideration of breaching this confidence is that the officer or police staff will become a witness to what is said and would also be disclosable in court, magistrates or crown depending what is said and the need of attendance to confirm the statement made in relation to the prosecution of the client. As an experienced coach within the police, I can state that the coaching training emphasised the need for confidentiality at all times, yet, there was also a need to explain to the client that should they admit to a crime, as a police officer, I would need to take the necessary action e.g. arrest the client, mainly due to the fact that we were told that if we did not, we would be complicate in the crime.
McLeod (2006, Pg. 269)states
‘Values, like empowering beliefs, also contribute to the coachee mindset. Some appropriate ones are: 
· I value risk taking
· I value challenge and learning
· I value openness and flexibility’
The importance of the last point to highlight the permission of the both the coach and client to allow openness, to allow the session to have the value of flexibility, and this can be interpreted in a way that what is disclosed need not be actioned upon as ‘the notion of confidentiality lies in the heart of all coaching relationships’ (Cox. E. 2003. Pg 299). 
We must further ask ourselves as a coach within the police service – would not disclosing it make us complicate within the crime, as the PSD would have us believe? Or would we allow the potential crime to continue, in essence, for every answer and critical response to the ethics of coaching as a police officer, could lead to a line being drawn past the point of professional actual non-involvement to being involved in some aspect of the client’s life and drawn in as a witness, albeit, unwillingly.
Greenfield et al. (2004. Pg. 1006) further states in his article: ‘The relationship which occurs when an individual (usually external to the client organization) contracts initially with that organization, and ultimately with an individual in that organization,’ 
If we can take Greenfield and his colleagues as experts within the coaching field, it can be stated that it would be better for coaches to be external to policing, as supported by the citation, however, within the mentality of the police service, a contracted out service would still fall under the realms of police staff and thus, the potential for breaching the confidentiality is still prevalent in essence. 
The question arises with this mentality is that: can the client really be themselves and will they hide a part of them away for fear of being ‘caught out’ by processes? Again, where is the line drawn of what should be actioned and what isn’t, and it will come down to a) the values of the coach and/or b) what is ethical for the coach to act upon, both of which are individual. 

3.4 Counselling and Coaching Crossover Protocols
‘In counselling you may be subject to value conflicts within your own values between you and your clients values’ (Nelson-Jones, R. 1997. pg. 73) this is an important aspect of having a mentality of “their values are not my values” approach towards development and building a solid foundation with your client, though the citation is aimed at counsellors, the theory can therefore be transferable towards coaching, yet, there seems to be little written within coaching models on conflicting values when it comes to performance, which is what the majority of coaching is used for within policing. 
Within coaching, and indeed counselling, there is a viewpoint of many practitioners that there are crossovers or that they run parallel to one another, sometimes, one would be better than the other and vice versa, however to focus back onto the question of confidentiality, especially in the workplace, whereby the police service do not only have coaches, they have counsellors as well. 
‘I will start by trying to distinguish between counselling and coaching. After many years of trying and many conversations, I have failed to come up with a complete and watertight distinction’ (Downey, M. 2017. Pg 234)
A generalisation of coaching and counselling is that counselling will take you from non-functional to functional, however that is manifest with the client, and coaching will take you from functional to excelling, there is little if any difference between the ethics of counselling and the ethics of coaching, with elements of support, client safe space and that of confidentiality being some of the main areas within the disciplines. 
The counsellors that work within the police service are under the same remit to report at all costs to the correct department: Professional Standards, or, like the coaches, they will be held as being complicit in anything related to standards of practice or behaviour that falls short of the police code of ethics (see page:  11) e.g. a third party officer states that they had a one off argument with his or her other wife/husband, then the counsellor will need to report it, despite the fact a one off is not necessarily included within the practices of domestic violence response training per se, though still recorded on the system should there start to be an escalation of issues.
There is also the potential for the coach to borrow upon the counselling disciplines should the client have an emotional session, and must be equipped for such a possibility:
‘The problem arises when a coach, unaccustomed to and therefore alarmed by extreme outbursts and sudden swings of emotions, panics and intervenes to try to help the person control their feelings’ (Whitmore. 2009. Pg 209)
Whereby a fully trained and experienced counsellor would be able to support the client in a professional manner, the coach may well want to be more involved and share in said emotion, instead of dealing with the client in the same way a counsellor would and therefore, may automatically breach a confidence either in order to know what to do with the client or future clients or to seek further clarity if they, themselves were doing right or wrong in their sessions, ideally the coach should signpost to counselling if this level of client input requires it.
‘Wrongful disclosure of therapeutic confidences would be a serious punishable offence regardless of the intentions of the person making the disclosure’ (Bond & Mitchels. 2010. Pg. 9) there is also a known internal case when a member of staff of a police force had been to see an occupational health counsellor after a period of sickness and stated something to the counsellor that was of a personal nature and phrased in a certain way. This topic was not of any issue to the organisation in question, however, the member of staff’s supervisor repeated the exact wording/phrase back to themselves upon a meeting, indicating that the supposed counselling session was indeed not held confidential and has stopped many officers and staff members from attending them, which they may be in need of psychological support and are going without. It is unknown if the member of staff has taken this matter further, however, ‘the current law provides a considerable degree of protection for confidences disclosed in therapy’ (Bond & Mitchels. 2010. Pg 31)
Many organisations have a counselling outlet within their occupational health departments (NHS, Police, Local Authorities) which are open to all staff of all levels, with some of these organisations, whether government owned or private businesses also have coaching systems in place, either way, it could be argued that for the betterment of the client to have external sources of psychological support, just because one works for the police, they do not necessarily know what it is like to be a police officer
One similarity that crosses over between counselling and coaching is the use of questions, McLeod (2006) states that: ‘Counselling: the use of questions and silence to assist the individual to manage or redefine personal issues’ (pg. 9); this is an important element of both disciplines, allowing the client thinking time to aid their development is necessary. Furthermore ‘silence enables the coachee to think and feel (experience) without being side-tracked by a coach’s agenda (McLeod, A. 2006. Pg. 5). 
It can also help the client to settle any emotions that they don’t want to exhibit in front of their coach/counsellor or for them to gather other ideas and thoughts for their well-being and personal development. In essence ‘the core skills involved in counselling and coaching – and indeed mentoring – are very similar, if not the same’ (Downey, M. 2017. pg. 214).
3.5 Legal Responsibilities
‘Keep it simple, I offer absolute confidentiality and would be prepared to go to prison to protect this’ (Mitchels, B & Bond, T. 2021. pg25.), though the authors may very well protect their clients etc. by this citation, the life of a police officer in prison would be subject to the harshest of protection protocols that the prison service can afford them, for their own safety and good of the prison, considering that every prisoner has been arrested by an officer or they would not be there.
However, this citation may be based on counselling and psychotherapy, the principles are the same, and the coach must uphold the confidentiality values to the nth degree to make sure that it is adhered too to the letter, safety aspects aside, ‘we want and need to offer our clients an assurance of confidentiality (Connor & Pokora. 2012. Pg. 239), so, away from the police service, there may be a breach of confidentiality at the behest of the court system: ‘orders of the court must be obeyed and the penalty for disobedience is punishment for contempt of court’ (Mitchels, B. & Bond, T. 2021. Pg 27), however, having a criminal conviction may endanger the right to practice, especially in the United Kingdom where there is the Disclosure and Barring Service (DBS) and could prevent someone from working with members of the public, especially if they are somewhat vulnerable,  overall, a one glove fits all approach in relation to confidentiality and the legality of breaching it is not a simple process and may take hours of think and even debating within one’s own consciousness and if need be, ethically discussing with a supervisor e.g. ‘if a client were to say…’ to anonymise the client and even turning the actual situation raised into the hypothetical, therefore, ‘having only one principle of morality distorts and oversimplifies an amazing complex and puzzling phenomenon’ (Stewart. 2009. Pg 67.),.
‘In ideal circumstances, the coach or mentor has time and space to consider without undue pressure the best ethical decision to make’ (Connor & Pokora. 2012. Pg. 232)
There now lies a process whereby information may be given to the courts, for either defence or prosecution purposes, however, either way, the evidence given, especially on the prosecution side will be scrutinised in a way that a potential redacted report would be given to the defence team or the whole report given, dependant on the disclosure rules, as some evidence is non-disclosable, therefore, the citation is a lot more complicated than it reads and although during coaching sessions with the client, it may be prudent to make accurate notes, not only as a reminder, but also as part of a legal requirement for the potential of court, if this is a necessity ‘therapists understandably might want to minimise the possibility of being caught up in legal proceedings’ (Bond & Mitchels. 2010. Pg 139) to tie this in with the police officers being a coach and receiving private information, is there a real need to breach anything said that doesn’t involve the safety of the client or wider safety issues, however, as an operational officer, the professional standards department would expect positive action be taken or they would deem the coach (or counsellor) to somehow be complicate in the crime, so by what bias are they therefore operating by? 
‘By definition, the full expression of one’s potential demands taking total responsibility or ownership’ (Whitmore. 2009. Pg 95), this citation will show that police officers need to take ownership of their work, but not only that, their own actions and deeds. Whilst it is in the public interest to deal with corruption and such behaviour, the fact that there is a constant looming threat of PSD hanging over everybody’s head will in essence make staff and officers toe the line, rightly so, however, within the coaching practice, the mere mention of something so minor that it would get reported to PSD will, again, not allow the full functioning of the coaching processes to take place. 
The police service has Key Performance Indicators that are enforced frequently, and this could provide one (of potentially many) reasons for the PSD to function and though the Chief Inspector of Constabulary states that the number of arrests are not monitored during their inspection of the police service, management use the KPIs to measure success and business of the officers, ‘compelling targets should be in the first rank of motivational factors’ (McLeod. 2006. Pg. 156), and though this can be a reason, it again falls back onto who is motivated by targets within the police. For example, one shift sergeant used to tell their officers that they are to make at least one arrest per week and get at least one person charged for court (or lesser outcomes e.g. cautioned) per week, whereby other sergeants didn’t really care about this target, therefore, from the outside, which shift would look the busiest? We can assume that, rightly or wrongly that PSD may have the same or similar targeted approach to their work, is this approach also a biased approached to their mentality in working within the police?
The PSD work load is mainly based on the reports from colleagues or that of reports from the public involving police corruption and therefore, do not respond to calls as would a response officer, so to generate their work, they would naturally lean towards inner reporting, as well as reports of corruption by members of the public, but we must look at the nature of the sanctity of safe coaching spaces for the client or the need to breach it, the legal arguments for both are many, and on times, maybe totally justified and could lead to ultimately saving a life, however, one thing is known, PSD are not necessarily answerable to a corruption department within the police force and should there be a need of investigation, it would potentially be another force investigating.
Though currently, coaching is not a regulated industry, it may be prudent to keep up to date with laws and the need to have accurate note-keeping ‘breaches of confidence and poor record keeping can incur legal liabilities or penalties’ (Bond & Mitchels. 2010. Pg 3), therefore, we can state by this citation, it would be prudent for the coach to keep accurate notes of the sessions (some online coaches record the sessions), this would then tie in well to the professionalism of counsellors and psychotherapists, with the knowledge of the coach that they are a coach not a counsellor etc. as previously stated, coaching borrows a lot from counselling in relation to disciplines. 
Here we will see how damaging the betrayal of trust can be, especially when, if the client doesn’t require counselling, only coaching, they wish to discuss something further in-depth, emotive subjects, confidence issues and so on, they will always be on guard in case of further breaches of trust, again, notwithstanding the need to breach in cases of safety etc. 
Furthermore, to look at how a trained coach or counsellor, employed by the police going into private practice and a member of public discloses some form of incident, as a perpetrator, victim or witness, the practitioner would need to take some form of action, which will be discussed further in the conclusion. ‘Whether we coach, advise, counsel, facilitate or mentor, the effectiveness of what we do depends in large measure on the beliefs of human potential’ (Whitmore.  2009. Pg. 14), the citation itself does not separate coaching as a process in its own right, but rather gathers coaching in alongside, yet somewhat related disciplines to counselling. 
‘Carter (2005: 12) observed that ‘the internal coach must always be on their guard, (Cox. Et al. 2018. Pg. 299), this citation, brief though it be, will show that internal coaches have an additional need to stay confidential, even with many clients, they cannot state what has been said in coaching sessions towards differing clients e.g. ‘my client (name) said this in relation to…’ 
‘Maintaining confidentiality can be particularly tested because of internal coaches’ interaction with co-workers and they may experience pressure from senior people to divulge information’ (Cox et al. 2012. Pg 299)
Do the related disciplines have strong or superficial cross overs? This would be dependent on the needs of the client and the professionalism of the practitioner, though, unless qualified, a coach is not a counsellor and must signpost the client should counselling be required, the elements of confidentiality remain the same between the disciplines and practices.

3.6 Internal Coaching and Client Compatibility
There is a generalisation that coaching can also be a learning tool for the client, this doesn’t mean in classroom based lessons, but that on reflection of life-based events e.g. ‘what did you learn from that experience?’ ‘helping people to learn how to learn is the main aim of the coach-mentor (Parloe & Leedham. 2009. Pg. 86)
‘A method of first matching and then mismatching the coachee is used to create such a transformational shift and use is made of the CLEAR model to achieve this’ (Cox et al. 2009. Pg. 233) the compatibility of the coach/coachee  professional relationship would naturally develop a stronger bond by the coach stating how supportive they are going to be. Coaches within the police will often send the Honey and Mumford (1984) learning style evaluation to the client to ascertain how the client thinks as the coach may need to adapt their sessions accordingly, this adaptation is necessary to meet the clients needs, and again build on the level of trust that what is said goes no further per se. 
As a background to the police training mentality, each new training cohort within the police will also receive the Honey and Mumford learning style evaluation, though, there is generally a wider criticism of this process, it hasn’t changed in over twenty years. To be critical of this, a question could be posed asking whether this traits are static and stay with the client/coach or do we all cross over between all four of their traits depending on personal experience and person circumstances e.g. we need to think (reflect) a lot over an issue, yet at the same time, we need to act upon something else (activist). 
This is important, as should one believe that having completed their questionnaire, they believe they are and always will be one of the four traits, coaches must not be surprised if their clients starts to exhibit some more dominant traits of another, even opposite trait. 
The website www.ukessays.com cited the following: 
‘Caple and Martin (1994) stated that even though Honey & Mumford learning styles focused on learning from experience and it did not guarantee whether the experience was effective learning. And they also mentioned that the meaning of learning from experience by Honey & Mumford learning styles was ambiguous. For example, what can exactly been learned from experience.’ (Caple and Martin. 12.00 28/09/2022)
Moving from this criticism, one study that can negate the Caple and Martin critique is that of the Experiential Learning Cycle by Kolb (1984), which in essence can support the Honey and Mumford style:
Figure 1.2
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www.simplypsychology.org (Kolb. 12.27 28/09/2022)
Another critique of the Caple and Martin criticism is that the basis of the Honey and Mumford questionnaire is regarding the styles and personal attributes of the learner, it does not state how learning is to be achieved, as there is no need of assessment it its core values, and within coaching, what assessment, if any can be given, as the coach isn’t going to examine the coachee and grade them, therefore, does the criticism matter all that much when the process is used for the betterment of the coach/coachee professional relationship, subsequently ‘Honey and Mumford (1982) have identified individual preferences (activist/experience, reflector/reflection, theorist/conceptualise and pragmatist/test) for each stage of Kolb’s model’ (Reece & Walker. 2007. Pg. 94)
To further this, and the reasoning for the inclusion of learning styles, in relation to coaching, regardless of trait (Honey and Mumford) or experiential (Kolb), if the client has attended a coaching session, and perhaps for the second or third time, and through their experience, they have had a confidence broken by a previous coach, how open would they be in this new session, how trusting of the coach would they be, especially by their disclosure, they have been investigated by professional standards officers, even for the minutest of issues. 
Therefore, should the client state their experiences, both present and in the past, the coach can ask the client for their thoughts and progress from such an experience in order to allow the sense of ownership and self-development moving forward as much as reflection on the past can bolster the now and move to the excelling stage of their need, ‘learning has no end point and is never finished – moving instead to different levels of performance, understanding and awareness (Parloe and Leedham. 2009. Pg. 92)
Dependant on the experience of the practitioner, and the background of the client, they can form a professional relationship along any aspect of the cross over disciplines e.g. confidentiality within counselling is the same within coaching; mentoring within the work environment may require feedback to be given to the client, but feedback in relation to the other disciplines could potentially be minimal and not an essential part of the process, again, depending on the practitioner/client relationship and the context of the sessions. 
This is a generic observation, as often, coaches are not qualified to deal with certain personal issues that could be raised and formal counselling or psychotherapy may be required, and this is hardly mentioned in any published texts of published coaching material, though, Dr Angus McLeod (2006 Pg. 174) stated: ‘a coach without training and experience in counselling is best leave (these) interventions to specialists’, which will highlight that coaches, once reaching a certain level of client input, should be strong enough and wise enough to signpost the client to a counsellor of their choice, this would be supported by Downey (2017. Pg. 235) states: ‘I know as a coach, I have had conversations, appropriately, with players that a counsellor could have handled just as well. He also states on the same page that if as a coach you may feel out of your depth, it would be best to signpost to a professionally trained person or organisation.

3.7 Empowering
‘Organisational benefits can include attracting and retaining staff, reduced stress levels, improved performance of staff, development of a more supportive culture, improved equal opportunities and reduced training costs’ (Connor & Pokora, 2012. Pg. 34)
Coaching is a great tool for empowering individuals to achieve in the near future, but also, as stated for employment retention, opportunities and promotion, this is essence can lead to less benefits being claimed, thus individuals not so tied to the public purse, giving a sense of worth and input into their homes and society (via spending and economic welfare).
Coaching as a profession can be implemented by self-employed individuals, who may or may not be trained, as it is currently a non-regulated industry, and with the Welsh Government’s initiative on increasing self-employment etc. the combination of someone being employed and maybe even self-employed within their practice is tremendous (https://gov.wales/business-and-economy. Unknown author.  12.12 07/04/2023)
‘On most people’s list of empowering beliefs to live by, “we’re all going to die” doesn’t make the top ten, or even the top fifty’ (Neil, M. 2006. Pg. 223); a good citation in which a coach can keep in mind whilst coaching and iterate it to clients as and when appropriate, however, if every client acted upon this citation, would they therefore need to be coached in the first place? Empowering beliefs is an important side to coaching, often with limiting beliefs of the client causing issues in the first place; McLeod in 2006 cited Bandier and Grinder: ‘Limiting beliefs arise from mental filtering of information that Bandier and Grinder (1975) called generalisations, deletions and distortions.’ (pg. 31)
Human potential should be the main focus of coaching. If a coach can state initially that some aspects of coaching run alongside counselling, ‘Coaching is the art of facilitating the performance, learning and development of another’ (Downey, M. 2017. pg39.). 
This can take into account professional or personal development. John Whitmore in 2002 formed the GROW model of coaching, in which the client will go through the following processes: Goal setting; Reality checking; Options; Who/What/Why/Where; however, there  is little room for emotional support within this model in comparison to the STEPPPA model, which will be discussed further along in this dissertation, however, just to focus on E within the STEPPPA model, it focuses on the Emotional support of the client; Angus McLeod (2006 Pg. 205), pg. 205 by stating ‘values and beliefs, underpinned by one’s sense of identity make a mindset and provide the “attitude” for coaching (McLeod 2002); furthermore, ‘emotions come into even judging facts…’ (Rogers, J. 2001. Pg. 150), which will show that emotions play a big part in human functioning, though the last citation is an excerpt from a wide text involving scientific methods, coaching is a process of psychological support and the client may need to therefore show a level of emotion not given to anyone else.
One value could easily be the topic of abortion – is a coach really qualified to offer appropriate support, especially if the coach has an anti-abortion mindset, yet the client be pro-abortion. Therefore ‘make sure you both agree you are well placed to coach this individual. Check first if there are any potential conflicts of interest or issues around confidentiality.’ (Cooper, L & Castellino, M. 2012.pg. 30) though this citation will give prudence to client/practitioner relationships, it could be difficult to coach the client who would be the total opposite to the practitioner, there may be need for more than just one meeting to ascertain if this is the case. 
‘When a coach encounters resistance to one particular tool, it could be that the coachee is not attracted to a particular way of working (McLeod, A. 2006. pg. 243)
As such, it would be prudent to have an awareness of one’s own personality trait through one of the many processes that are available, e.g. Myers Biggs or Honey and Mumford; though the Honey and Mumford may very well be the easiest for the client to go through and cheap enough for the coach to give. This would therefore help the coach to have an understanding of what can make the client tick and therefore can adapt the sessions to better support said client, as it would be difficult for a reflective coach and activist client or vice versa to have some form of collaboration, but not impossible, if each will know what personality the other is. 
Most text in coaching involves work placed development, ‘coaching differs from this (counselling) because it also takes into consideration the task or work that the individual is engaged with’, (Downey, M. 2017. Pg 234). Most text then has an aspect of personal development therein. This in many aspects can be disturbing, mainly due to the two being intrinsically linked, and therefore, where does the need and focus need to be? On the person as a whole or as part of what  they are involved in – their work. 
A simple solution to this problem is for the client to seek a coach external to the workplace, should the individual have the funding to employ a coach, mainly due to costs coaches can charge, from £100 per hour to £350 per half hour and more. Texts do not give any credence to the overall costs of how much coaches are per half hour or hour, and should the client not have the funds, they are either stuck with work placed coaches or go without, providing this is given on a professional basis and not on a friendship chit chat scenario, which, although important, the follow up and actual support methods may not be there, and thus, the client can be left adrift in finding their way forward.
‘The effective coach  or mentor values the client as a whole person within their work context’ (Connor & Pokora. 2012. Pg. 11), whilst setting goals under the GROW model, the client will state what they wish to talk about. This could be anything within or outside of the work place, but would work placed coaching set ups only want to focus on work and not the wider client needs e.g. once in work, you work and you work well as opposed to ‘what is happening in your life that is affecting you?’ which can have an effect on working performance, therefore, can we then state that all management is concerned with is performance driven staff and leave the support to coaches and/or occupational health; ‘some organisations encourage coaching and mentoring as part of learning and development for all; some embed it in the everyday processes and activities of the organisation’ (Connor & Pokora 2012. Pg. 11). 
Though this may  can be explained within a particular police force in which coaching in available, yet, most staff and officers only utilise the sessions for promotional ideals, which is fine, but for the rest of the development that is needed, coaching is often overlooked and not taken advantage of, and with the lack of training, the organisation will not keep up with the management style of other corporations and businesses ‘successful leaders of the future will have to lead in a coaching style rather than command and control’ (Whitmore. 2009. pg. 176), this citation is in itself both accurate and contradictory, additionally, coaching can also help police officers to gain clarity on their career goals and aspirations, as well as helping them to develop a more positive attitude and outlook, one could argue that coaches and counsellors would be better being an external provider as discussed, but they may not know of the issues that lay within the organisation as well as the internal one.

The way officers are given orders may very well be in a coaching style, yet, not all supervisors and managers would not have a coaching qualification, there is need for a command and control structure for the organisation to function as ‘real performance is going above and beyond what is expected’ (Whitmore. 2009. pg. 76) which will explain policing, as the general phrase ‘they rush into danger when other run away’ will be an example of how coaching – giving orders – works in two ways, one making tasks sound like a favour to the supervising officer or a direct order which will involve the safety of the public and the police officers; ‘Effective structuring leads to positive outcomes and prevent or minimises the chances of negative outcomes’ (Nelson-Jones. 1997. pg. 154)
‘The confidential nature of the relationship between coach and client forms the basis for trust within the relationship’ (Cox. Et al. 2018. Pg. 506), the police officers who are trained as coaches have training that emphasises on confidentiality are also verbally instructed that should a client confess to a crime, they must carry out an arrest and also inform professional standards, which, in reality, breaches everything that remains sacred within the coaching process and eliminates the right of the officer to exercise their power of discretion in that, they do not have to take action under common law, however, the mentality that should the officer not report it, they are complicit in the crime. Externally to the police, coaching is confidential and unless something very serious is disclosed, there is little point in breaching the element of confidentiality, ‘
Ethical elements crossover between counsellors and coaches, in that they are the same, however, counsellors within the police are also told to report matters to professional standards should there be an admission of crime, again, this breaches the very nature and governance of counselling, again, as the counsellors have been told they would be complicate in the admitted crime, whereby, counsellors outside of the police have strict guidelines and may have the opportunity to state to their clients that there is an option of telling the police, as opposed to breaching a confidence whereby a clear threat to the safety of a third party or indeed the client themselves. 
 
3.8 Critique of policing practice
One critical area of coaching practice is that one can set up as an independent coach with no training, and have no supervision or support role unless the practitioner purposefully goes out of their way to find one, as some topics that the clients can talk about can be very emotional; 
‘like clients counsellors need to learn to acknowledge, accept, manage, appropriately express and not be overwhelmed by the strength of their feelings’ (Nelson-Jones, R. 1997. Pg451)
The citation itself can apply to both disciplines of coaching and counselling, and shows the need for support. Officers and staff should be able to be as open as they can be with coaches, and if  they cannot speak truthfully and deeply should a police officer be their coach for fear of the officer reporting to PSD; ‘one very good reason don’t trust themselves is that not really honest with themselves’ (Neil, M. 2006. Pg.80).

3.7 Work based coaching (other)
‘A manager who manages by coaching gains real respect, as well as self-respect, which is far more gratifying that the illusion of power that props up autocrats until they fade or fail’ (Whitemore, J. 2009. Pg. 153).
This is a citation in relation to management style, which by the most part can be broken down into smaller meanings:
01. It shows how a team will respect the manager
02. It shows how the manager has some respect for him/herself
03. It shows that the traditional ‘I say…you  do’ approach of management is becoming a thing of the past.
In relation to point number three, this is only as true as companies adopting a coaching approach as its management style. There are some occupations whereby this approach cannot take place e.g. the army, whereby orders are given to prevent a breach of security etc. 
One element of work based coaching is still on the level of production from the workforce, whether financially or productivity based work, as opposed to gaining freedom of time, which sadly, none of us can buy. ‘Coaches can become so focused on performance, leadership, and success that their humility begins to be corrupted’ (McLeod. 2006. Pg. 233). 
Personal coaching
Subsequently, though we have looked at coaching, mainly for performance, the coaching is also open to officers and staff for personal reasons. The coach can use another model: CLEAR is a good model to use for a personal issue:
Table 1.4:
	C
	Contracting

	L
	Listening

	E
	Exploring

	A
	Action

	R
	Review



Peter Hawkins developed the CLEAR model in the early 1980s and wider reading indicated that the model is not to dissimilar to the GROW model, however, as a coach, I would look at the element of exploring varying levels of personal reflections and emotional support issues, as well as asking questions that can guide the client to give themselves the support they need.























Chapter 4
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4.1 Conclusion and Recommendations
Figure 1.3
	 “Use of discretion 5.5 Police discretion is necessary, but must be used wisely. When making decisions about using your discretion you must: 
• use your training, skills and knowledge about policing 
• consider what you are trying to achieve and the potential effects of your decisions 
• take any relevant policing codes, guidance, policies and procedures into consideration 
• ensure you are acting consistently with the principles and standards in this Code.”


( © College of Policing, Anon. Pg 14. 2014: 02/01/2023)
The above are standards in which officers are duty bound to act within, and additionally to following orders is to take no action and to use their discretion. Ultimately whatever is disclosed within the coaching sessions would come down to one word against another should the matter be disclosed to PSD and go further to court.
The followings are some cross disciplines of psychological support:
Table 1.5
	Discipline
	Areas of confidentiality
	Accepted breaches 

	Psychotherapy
	All things discussed and generally topics spoken about are not disclosed any further.
	Threats of harm or third party harm

	Counselling
	All things discussed, admission to crime to be disclosed to PSD should coach be internal
	Threats of harm or third party harm

	Coaching
	All things discussed, admission to crime to be disclosed to PSD should coach be internal
	Threats of harm or third party harm

	Police Work
	All things discussed unless a crime has been admitted or breaches within the code of ethics and PSD orders, the client will need to be reported, no matter how minor or how far back the incident occurred. 
	Disclosure rules on file preparation and related paperwork or other evidence
CPS
Court process – which can lead to the press being informed
Investigation Procedures
Reporting corruption – where necessary



‘The law offers protection to someone who is legally required to disclose confidences, for example, in response to a court order’ (Bond & Mitchels. 2010. Pg. 23), looking at the power of discretion, with regards to the ‘policies’ in place, it can be stated that raising the opinion of the fact PSD have placed a ‘report all at all costs’ in place, it may not be prudent for a serving police officer to be a coach, especially in the work place, as the client may always be guarded and feel that they are therefore in the safe zone that coaching allows. 
‘Self-management is not only skilful coaching but also an important ethical consideration’ (Cox et al. 2012. Pg. 509). The needs of the client far out-way the policies of internal departments may give in other organisations other than law enforcement, and looking at that in further detail can lead one to believe that an officer, even in private practice would be required to take some action towards disclosure of a minor crime, or even if something more serious is disclosed, the fact the officer may take action could lead to the client telling people: ‘don’t go to him, you will be arrested’ and can be very damaging to the practice and indeed the coaching industry as a whole, as much as word of mouth can acquire custom, it can also damage the reputation of the coach. 
Even if in the initial meeting and contract given to the client that breaches of confidentiality may take place, for reasons on main employment, the client, if not working within the police may not be fully comfortable within policing presence and thus, once again the issues of being on-guard and not being fully comfortable in disclosing some of the deeper issues that has led them to coaching in the first place. Even in counselling, the counsellor would potentially face the same dilemmas that the coach would face if they are a working police officer. 
Elaine Cox et al (2018. Pg. 507) stated the following from the International Coach Federation (ICF) 2008: 
‘not knowingly exploit any aspect of the coach-client relationship for personal, professional or monetary advantage or benefit’; which will add weight to the opinion that serving officers should not be coaches, as so much as they may be brilliant, there is a risk of them being compromised by disclosure, and thus would need to act upon anything said. Unfortunately, once a police officer is sworn in, they are technically on duty twenty-four hours a day and have indefinite powers of arrest until they leave the force, then reverting back to common law citizen arrest powers. 
The fact that the ICF has highlighted the ‘professional’ side of the coach, policing is classed as being a professional career, and will bring in many conflicts of interest to the officer. Cox et al (2018. Pg 508) stated the following citation of Zur and Anderson (2006): ‘this may also include unanticipated conflicts of interest in multiple organizational roles the coach may hold’, which once again adds weight to the opinion that officers can easily compromise the coaching role, even if contracted at the very start of the sessions, the officer will instantly put the client in a mindset that could disadvantage the coaching processes that they have signed up for.
Though this is an opinion, in my experience, people are often distant to police officers for the very reason they do not wish to be dealt with by police on criminal matters and will close down on officers due to distrust; ‘trust and confidentiality are important cornerstones of successful peer coaching interaction’ (Cox, E. et al. 2018. Pg. 316), therefore this citation once again adds weight to the opinion that the client must at all times be free to completely trust the coach in a safe space, without any background worry; ‘virtue ethics holds life to be far too complex for rules to be of any use in guiding our actions and lives’ (Stewart. N. 2011. Pg. 55), with virtue ethics being dissatisfied of deontological theory, but in  itself bringing a statement of known fact e.g. is it wrong to steal to opinionated fact and that ‘…virtue ethics offers virtues, ideal character traits, that lead to and are part of the good life…’ (Stewart, N. 2011. Pg. 55).
Connor and Pokora (2012. Pg. 123) discussed the ethical and moral dilemmas that an internal coach/client process could ultimately rise; that stated, would it be better to outsource the coaching and give a contracted coach/coaching organisation/contractor free reign to allow the client to get the very best out of the sessions, and get on the pathway they truly wish to go on in life.
Looking at the potential issues within internal coaching, it is seems that it would not prudent to have serving police officers or police staff as coaches (within or outside of the service) due to the fact that the level of breaching confidentiality is higher than should the client disclose anything, though, one could argue is there a limit to the line made by the ethics of the officer, which is on an individual basis, even if the right of discretion has been eroded away by professional standards department. 
Within the basis of a moral dilemma as in: client states something that the police coach will hear and does not know how to deal with it efficiently e.g. breach the confidentiality element of coaching, the Gibbs Reflective Cycle could be used to assist the coach, this is an area which was within the training given to help both the client and the coach. 
Figure 1.4:
[image: ]
(Gibbs: 09.50 03/01/2023)
To break this down in a format for the area being discussed, the following has been devised with the third column being an example of a client based incident:
Table 1.6
	Description
	What’s happened
	Client states something that the practitioner would need to take action

	Feeling
	What were you thinking/feeling
	The practitioner is now in the position to contemplate what has been said and what, if any, action to take

	Evaluation
	What was good/bad
	Good: the client was able to speak freely and openly
Bad: The practitioner is now in a dilemma as to what to do

	Description
	What sense can you make out of it
	It is as it is, the client has spoken, the practitioner must see it as a truth, as this wouldn’t be challenged in the same way as challenging a lie

	Conclusion
	What else can you have done
	The practitioner may have stated that there may need to be some breaching of confidentiality at the start of the coaching process

	Action Plan
	If it arose again, what would you do
	Ensure there is a contracted clause, in writing, explaining this, though, it is still in breach of coaching ethics



Overall, the balance of evidence is threefold with a conclusion of what it should be:
01. Doing your role appropriately, and in any case, it is one word against another, but action must be taken if the practitioner does not want to be held to account in any way, and that the power of discretion has been removed. The power of discretion is within the operational values of a police officer, yet it is removed, suffice to say, if in doubt, go by the book. 
02. Keep the element of confidentiality between the practitioner and the client, with the exemption of self-harm or third party harm etc. as along with counselling, the same protocols have been adopted. 
03. Even if the matter of where breaching may occur is contracted verbally or in writing, the outcome and potential damage to the full coaching process within the police force could stop the client in achieving their ultimate goal in which they seek, and given that officers have the right of discretion, which has been eroded by a potentially biased policy, which are rightly in existence to deal with corruption of the officers/staff, minor issues are on the other hand, which could be disregarded by power of discretion, which has been taken away from the officers who are coaches.
Following on from the opinion that police officers and staff should not be coaches or counsellors within the police service or in private practice, as this could have the same issue, as technically, especially the warranted officers would technically never be off duty.
It would be more beneficial that external coaches are just that, external, and the best practice would be the coach has a contract in place to the police force that they are independent and not subject to the same rules and regulations of employees. This would allow trust..
Furthermore, it is very important to state that although mentioned about PSD eroding the right of discretion of the police officer, they are also an important part of the policing structure as they will also monitor the behaviour and actions of the police officers and staff in their force area. Internally, they are often seen in a negative way, their investigations has led to the prosecution of corrupt officers, many of which have been reported in the press (this is country wide and not a reflection on any specific police force/authority). 
One new concept that PSD have initiated is the process of educating officers that carry out very minor breaches of behaviour e.g. made a bad-taste joke that was insensitive to the audience etc. this is not the same as needing to know about issues of long ago that play no importance to the force now, taking into account the aforementioned examples earlier in the paper.
As such, the PSD erodes the right of discretion and autonomy of police constables, which can have a significant impact on the coaching profession. The coaching profession relies heavily on the ability of coaches to use their own expertise to make decisions and provide guidance to their clients. When the discretion of police constables is eroded by the PSD, this can prevent coaches from being able to do their job effectively, as they may be required to follow the rules and regulations set by the PSD rather than their own judgement, this could create an atmosphere of mistrust and suspicion, as the coach may feel that they are being monitored and judged by the PSD or indeed, be reported to them for the minutest of issues. This can lead to a reluctance on the part of police constables to open up and be honest with their coaches, however, this could be remedied by utilising an external coaching provider. 
By using an external coaching provider, police constables can be assured that their coaching sessions will remain confidential and that they will not be judged or monitored by the PSD. An external provider can also provide the opportunity for police constables to be open and honest with their coaches, as they will be assured that their sessions will remain private. Additionally, an external provider can provide a safe space for police constables to ask questions and seek guidance, free from the scrutiny of the PSD or their non PSD colleagues.
Whether or not if it is acceptable for the coach to tell the PSD in relation to more serious crimes as opposed to something very minor that occurred decades ago will depend on the context and situation. The coach will have a professional duty of care to their client, and as employed by the police service, fall under their employment regulations. Ongoing criminal activity shouldn’t be ignored, but where is the line actually going to be drawn as to the coach's experience, governing body and so on
The health and safety of police officers and members of the public is an important part of policing, it is very important that any breach of confidentiality within coaching be taken seriously. Generally, coaches should not disclose any information about their clients unless required to do so by law. However, in certain circumstances, such as when the client is suspected of criminal activity or poses a risk to themselves or others, the coach may have a duty to disclose this information to the relevant authorities. 
In such cases, the coach must take into account the potential impact of breaching confidentiality, both on the safety of the client and on their professional reputation, sometimes, the coach will need to breach and weigh up the information compared to the breach, as ultimately, they may save a life. The coach could always seek clarity from their supervisor or governing body in which would be prudent that they are aligned against. 
Therefore, it is important for coaches to seek assistance when considering whether or not to breach confidentiality, again, using the examples that has previously been given, would it be acceptable that a 45 year old police officer states in a coaching sessions that they stole a 9p mars bar when they were 14, that this is disclosed to PSD, it would depend on the context and the individual circumstances. Generally, the coach should always be guided by their professional duty of confidentiality and should not disclose any information about their clients unless required to do so by law. 
However, if the police officer is being investigated for a serious crime, then it may be necessary for the coach to disclose this information to the relevant authorities and in such cases, the coach should always seek advice from their professional body before making any decisions. 
The professional body for coaches will vary depending on the specific area of coaching. In the UK, the Chartered Institute of Professional Coaches and Mentors (CIPCM) is the main professional body for coaching and mentoring professionals. The CIPCM provides support and guidance to coaches, as well as setting and maintaining professional standards for the profession. The CIPCM also offers a range of qualifications and courses for coaches, which are designed to ensure that coaches are appropriately qualified and experienced to deliver coaching services. are there any other professional bodies in relation to coaching Yes, there are a number of other professional bodies that provide support and guidance to coaches.
As another example the International Coaching Federation (ICF) is a global organisation that sets professional standards and provides resources for coaches. Additionally, the British Association for Counselling and Psychotherapy (BACP) also provides support and guidance to coaches, as well as offering qualifications and courses, which would also support the Coaching and Counselling crossovers in the previous section. 
Information about these professional bodies can be found on their websites and how a coach could align themselves to them, sometimes free, other times with cost. The websites of the Chartered Institute of Professional Coaches and Mentors (CIPCM), the International Coaching Federation (ICF), the Association for Coaching and the British Association for Counselling and Psychotherapy (BACP) all contain information about their specific organisations and the services they provide.
Additionally, there are a number of websites and blogs dedicated to the coaching profession, which can provide further information about the different professional bodies. coaching is not yet a regulated profession, upon it becoming regulated, would the standard of coaching rise? it is highly likely that the standard of coaching would rise. 
Regulation of the profession would ensure that coaches adhere to a certain set of standards, which would help to ensure that coaches are appropriately qualified and experienced to deliver coaching services. Additionally, regulation would also help to ensure that clients are receiving a high quality of service, as coaches would be required to meet certain standards of practice. Ultimately, this could lead to an overall increase in the quality of coaching services provided. would this reduce the number of rogue coaches; currently, the profession is unregulated. 
Regulation would ensure that coaches are properly qualified and experienced, and that they adhere to a certain set of standards and practices. This could help to protect clients from rogue coaches who may not have the appropriate qualifications or experience to deliver a good quality of service. Additionally, regulation would also ensure that any complaints made against coaches are addressed in a timely and appropriate manner, helping to protect clients from unscrupulous or unethical practices.
‘While cost considerations can be an important driver for organisations’ decisions to train internal coaches, there are dangers in doing it on the cheap’ (Cox et al. 2012. Pg 302)
External coaching companies or practitioners can provide a number of advantages, from impartiality, independence and potentially have a higher degree of reference points in which the coach can support their client. Internal coaches are cheaper, as they will be paid their hourly rate or salary, regardless of how many clients they have, and this is very apparent within the police service, however, they can provide a better, empathic model to meet the client’s and organisational needs, though internal based coaching may not be in the clients best interest based on my personal opinion, which, I may be biased against the police service ethics in relation to this matter, as having been an internal coach, I was weary about what the client may say.
‘A number of coaching approaches, including basic life coaching and ontological coaching, aim to help people work out what they want from their lives and why, then how they will get what they want’ (Megginson & Clutterbuck. 2009. Pg. 139)
‘Intuition is not the opposite of rational thinking; the two are better described as closely connected twins’ (Megginson & Clutterbuck. 2009. Pg. 73), in overall consideration, a mindset reset via ontological (study of the self or being) coaching, brining both rational thinking and intuition as part of the sessions would be advantageous for police officers who are looking to leave the profession, and though may seek internal coaching. This could be very detrimental, as the client may only need to discuss these feelings and not really want to leave, yet the management would be aware, when in essence, they need not be. 
‘The extent of the changes required should not be underestimated’ (Parsloe & Leedham. 2009. Pg. 64), in balance, it would be prudent to also have the ability for the officers and staff to access external coaches, for various reasons and not being tied to or forced to disclose information to professional standards for the minutest of things. Having options like this would serve better e.g. internal coaching for issues such as promotion and external for other issues such as confidence or more personal support mechanisms that don’t require counselling. Ideally, though not so much in practical terms, ex police officers and staff who set up their own practice would be the perfect coach, however, real life will dictate that this is going to be few and far between, and coaching in the generic sense will work perfectly well.
4.2 Summary
Throughout this dissertation, we have looked at the question of confidentiality within the coaching industry, in relation to police officers who are trained as coaches being in the position to breach the confidentiality as the behest of PSD or to take action themselves, even if the incident was so minor and far in the past. 
It has been stated by Mitchels and Bond (2021. Pg. 7) (see page 30) that both cannot be right, and as such, the overall conclusion based on the evidence supplied in relation to the trust and support a client needs from a coach is that the trust should never ever be compromised or breached with the exception of a few caveats which will allow the practitioner the need to breach it e.g. a matter of immediate concern for the safety of the client or a third party in the case of self-harm or threats.
Though some protocols have been borrowed from counselling and other psychological support disciplines, coaching within its own right carries the same level of responsibility and even then, the coach may have a legal obligation to disclose information, at a court, the legal obligations of which could have a detrimental impact on the right to practice without a criminal conviction in the UK. 
‘Ontological distinctions are only useful if they ‘hit the mark’ and speak to something significant for the coachee’ (Cox et al. 2012. Pg. 97) the attitude of PSD that the coach would be complicate in the crime, as discussed, erodes the right of discretion and where the line is drawn between where is it crossed to the opinion of coach remains an individual based opinion, and as such, it seems that for the coaching process to work properly, it will appear that coaches be best out-sourced from the organisation.
Connor and Pokora (2012. Pg. 234) stated within their sub-chapter: Making Ethical Decisions: ‘Listening and not necessarily colluding. It is accepting  the story of the other person and trying to understand it’- it doesn’t does not state that you would be complicit or to report it, other than what has been described as acceptable.
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	If Yes, please provide details here of how you will gain access to specific documentation that is not in the public domain and that this is in accordance with the current data protection law of the country in question and that of England and Wales.

NA

(this box should expand as you type)



	
	Does your research relate to one or more of the seven aims of the Well-being of Future Generations (Wales) Act 2015?
	
YES
	
NO

	12
	A prosperous Wales
	☐
	☐

	13
	A resilient Wales
	☒
	☐

	14
	A healthier Wales
	☒
	☐

	15
	A more equal Wales
	☒
	☐

	16
	A Wales of cohesive communities
	☒
	☐

	17
	A Wales of vibrant culture and thriving Welsh language
	☐
	☐

	18
	A globally responsible Wales
	☐
	☐

	19
	If YES to any of the above, please give details:

	
	
A literature review on coaching and mentoring by means of helping the individual to become resilient, goal setting and excelling in life, both personally and within the work place.
This would tie in with the Well Being of Future Generations (Wales) Act 2015, which is a broad Act of Welsh Parliament, and takes in a variety of multi-disciplinary organisations from the NHS, Environment, Museums and so on for a better Wales.
As the police force I will fall back on will be UK based, the wellbeing of its staff and officers is tantamount to the study, as they also represent the wider community in which they serve.
Members of the public expect a level of confidentiality when engaging with the police, whether as a victim/witness or suspect, yet, may not hold such issues in disclosure in a wider context within the service.
This is important for community cohesion, equality (within the context of staff/officer roles) and a better Wales in relation to employability and worker retention.

(this box should expand as you type)



SECTION F: Scope of Research Activity
	
	Will the research activity include:
	YES
	NO

	1
	Use of a questionnaire or similar research instrument?
	☐
	☒

	2
	Use of interviews?
	☐
	☒

	3
	Use of focus groups?
	☐
	☒

	4
	Use of participant diaries? 
	☐
	☒

	5
	Use of video or audio recording?
	☐
	☒

	6
	Use of computer-generated log files?
	☐
	☒

	7
	Participant observation with their knowledge?
	☐
	☒

	8
	Participant observation without their knowledge?
	☐
	☒

	9
	Access to personal or confidential information without the participants’ specific consent?
	☐
	☒

	10
	Administration of any questions, test stimuli, presentation that may be experienced as physically, mentally or emotionally harmful / offensive?
	☐
	☒

	11
	Performance of any acts which may cause embarrassment or affect self-esteem?
	☐
	☒

	12
	Investigation of participants involved in illegal activities?
	☐
	☒

	13
	Use of procedures that involve deception?
	☐
	☒

	14
	Administration of any substance, agent or placebo?
	☐
	☒

	15
	Working with live vertebrate animals?
	☐
	☒

	16
	Procedures that may have a negative impact on the environment?
	☐
	☒

	17
	Other primary data collection methods. Please indicate the type of data collection method(s) below.
	☒
	☐

	
	Details of any other primary data collection method:

8 – The studies that have been put into text may name individuals, which are either actual persons or used as examples, therefore, all names and perceived genders will be removed should citations require it – there are no live participants required for this dissertation 

(this box should expand as you type)
	
	


If NO to every question, then the research activity is (ethically) low risk and may be exempt from some of the following sections (please refer to Guidance Notes).

If YES to any question, then no research activity should be undertaken until full ethical approval has been obtained. 

SECTION G: Intended Participants
If there are no participants then do not complete this section, but go directly to section H.

	
	Who are the intended participants:
	
YES
	
NO

	1
	Students or staff at the University?
	☐
	☒

	2
	Adults (over the age of 18 and competent to give consent)?
	☐
	☒

	3
	Vulnerable adults?
	☐
	☒

	4
	Children and Young People under the age of 18? (Consent from Parent, Carer or Guardian will be required)
	☐
	☒

	5
	Prisoners?
	☐
	☒

	6
	Young offenders?
	☐
	☒

	7
	Those who could be considered to have a particularly dependent relationship with the investigator or a gatekeeper?
	☐
	☒

	8
	People engaged in illegal activities?
	☐
	☒

	9
	Others. Please indicate the participants below, and specifically any group who may be unable to give consent.

	☐
	☐

	
	Details of any other participant groups:

There are no live participants – all knowledge required is by published text and has already been carried out by the researchers to which they have published

(this box should expand as you type)
	
	



	
	Participant numbers and source
Provide an estimate of the expected number of participants. How will you identify participants and how will they be recruited? 

	10
	How many participants are expected?

	
0

(this box should expand as you type)

	11
	Who will the participants be?

	
N/A

(this box should expand as you type)

	12
	How will you identify the participants?
	
N/A

(this box should expand as you type)





	
	Information for participants:
	
YES
	NO
	
N/A

	13
	Will you describe the main research procedures to participants in advance, so that they are informed about what to expect?
	☐
	☐
	☒

	14
	Will you tell participants that their participation is voluntary?
	☐
	☐
	☒

	15
	Will you obtain written consent for participation?
	☐
	☐
	☒

	16
	Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?
	☐
	☐
	☒

	17
	If the research is observational, will you ask participants for their consent to being observed?
	☐
	☐
	☒

	18
	Will you tell participants that they may withdraw from the research at any time and for any reason?
	☐
	☐
	☒

	19
	With questionnaires, will you give participants the option of omitting questions they do not want to answer?
	☐
	☐
	☒

	20
	Will you tell participants that their data will be treated with full confidentiality and that, if published, it will not be identifiable as theirs?
	☐
	☐
	☒

	21
	Will you debrief participants at the end of their participation, in a way appropriate to the type of research undertaken?
	☐
	☐
	☒

	22
	If NO to any of above questions, please give an explanation 

	
	
Literature review, therefore, there will be no participants

(this box should expand as you type)



	
	Information for participants:
	
YES
	NO
	
N/A

	24
	Will participants be paid?
	☐
	☐
	☒

	25
	Is specialist electrical or other equipment to be used with participants?
	☐
	☐
	☒

	26
	Are there any financial or other interests to the investigator or University arising from this study?
	☐
	☐
	☒

	27
	Will the research activity involve deliberately misleading participants in any way, or the partial or full concealment of the specific study aims?
	☐
	☐
	☒

	28
	If YES to any question, please provide full details 

	
	


(this box should expand as you type)



SECTION H: Anticipated Risks

	
	
Outline any anticipated risks that may adversely affect any of the participants, the researchers and/or the University, and the steps that will be taken to address them. 

If you have completed a full risk assessment (for example as required by a laboratory, or external research collaborator) you may append that to this form.  

	1
	Full risk assessment completed and appended? 
	Yes 
	☐

	
	
	No
	☒

	2
	Risks to participants
For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information

	
	Risk to participants:
NA

(this box should expand as you type)
	How you will mitigate the risk to participants:



(this box should expand as you type)

	3
	If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity, drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities

	
	
Primary research has already been carried out by authors. Some authors have used names, whether or not they are the actual name of clients remains to be seen, however, should these sections by used, the dissertation will be anonymised further by stating Male 1, Male 2, Female 1, Female 2

(this box should expand as you type)

	4
	Risks to the investigator
For example: personal health & safety, physical harm, emotional distress, risk of accusation of harm/impropriety, conflict of interest

	
	Risk to the investigator:

Potential trigger of emotional issues within the police from time in service within the police.


Being overwhelmed or stressed by the amount of information and deadlines.

(this box should expand as you type)
	How you will mitigate the risk to the investigator:

Debrief with a coach or contact the psychotherapist for psychological support.
Contact peers for support on other issues that are not on a psychological issue e.g. how can I word this sentence. 

Break down information to smaller chunk sizes and take regular breaks.
Build dissertation bit by bit.
Have knowledge that my supervisor is available within the allotted hours for any tutorials and advice.
(this box should expand as you type)

	5
	University/institutional risks
For example: adverse publicity, financial loss, data protection

	
	Risk to the University:

Risk of plagiarism: not adhering to the Harvard style of referencing:



Participation – None

(this box should expand as you type)
	How you will mitigate the risk to the University:

Use citations and make sure the references are correctly typed into the dissertation and double checked that they are correct. 

(this box should expand as you type)

	6
	Environmental risks
For example: accidental spillage of pollutants, damage to local ecosystems

	
	Risk to the environment:

Transport to University Library can have an impact on the carbon footprint

(this box should expand as you type)
	How you will mitigate the risk to environment:

Obtain online book versions and use what books I have in ownership. As I can’t drive, this is somewhat negated, and taxis can use a large amount of diesel, as such, obtain a larger amount of books which would be necessary, thus reduce journeys.

(this box should expand as you type)



	
	Disclosure and Barring Service

	
	If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.
	YES

	NO

	N/A


	7
	Does your research require you to hold a current DBS Certificate?
	☐
	☐
	☒

	8
	If YES, please give the certificate number. If the certificate number is not available please write “Pending”; in this case any ethical approval will be subject to providing the appropriate certificate number.
	



SECTION I: Feedback, Consent and Confidentiality

	1
	Feedback
What de-briefing and feedback will be provided to participants, how will this be done and when? 

	
	
NA – there are no participants

(this box should expand as you type)

	2
	Informed consent
Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before data collection begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded in accordance with prevailing data protection legislation.

	
	
NA

(this box should expand as you type)

	3
	Confidentiality / Anonymity
Set out how anonymity of participants and confidentiality will be ensured in any outputs. If anonymity is not being offered, explain why this is the case. 

	
	
Complete anonymisation of names that are in published text

(this box should expand as you type)



SECTION J: Data Protection and Storage

	
	Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 “DPA”)?
	YES
	NO

	1
	“Personal data” means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person is one who can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person. Any video or audio recordings of participants is considered to be personal data.
	☐
	X

	
	If YES, provide a description of the data and explain why this data needs to be collected:

	2
	
No data will be stored or required – literature review

(this box should expand as you type)

	
	Does it involve special category data (as defined by the GDPR)?
	YES
	NO

	3
	“Special category data” means sensitive personal data consisting of information as to the data subjects’ –
(a) racial or ethnic origin,
(b) political opinions,
(c ) religious beliefs or other beliefs of a similar nature,
(d) membership of a trade union (within the meaning of the Trade Union and Labour Relations (Consolidation) Act 1992),
(e) physical or mental health or condition,
(f) sexual life,
(g) genetics,
(h) biometric data (as used for ID purposes),
	☐
	X

	
	If YES, provide a description of the special category data and explain why this data needs to be collected:

	4
	


(this box should expand as you type)



	
	
Will data from the research activity (collected data, drafts of the thesis, or materials for publication) be stored in any of the following ways?
	YES
	NO

	5
	Manual files (i.e. in paper form)?
	☐
	☒

	6
	University computers?
	☐
	☒

	7
	Private company computers?
	☐
	☒

	8
	Home or other personal computers?
	☐
	☒

	9
	Laptop computers/ CDs/ Portable disk-drives/ memory sticks?
	☐
	☒

	10
	“Cloud” storage or websites?
	☐
	☒

	11
	Other – specify:

	☐
	☒

	12
	For all stored data, explain the measures in place to ensure the security of the data collected, data confidentiality, including details of backup procedures, password protection, encryption, anonymisation and pseudonymisation:

	
	

(this box should expand as you type)



	
	Data Protection

	
	Will the research activity involve any of the following activities:
	YES
	NO

	13
	Electronic transfer of data in any form?
	☐
	☒

	14
	Sharing of data with others at the University outside of the immediate research team?
	☐
	☒

	15
	Sharing of data with other organisations?
	☐
	☒

	16
	Export of data outside the UK or importing of data from outside the UK?
	☐
	☒

	17
	Use of personal addresses, postcodes, faxes, emails or telephone numbers?
	☐
	☒

	18
	Publication of data that might allow identification of individuals?
	☐
	☒

	19
	Use of data management system?
	☐
	☒

	20
	Data archiving?
	☐
	☒

	21
	If YES to any question, please provide full details, explaining how this will be conducted in accordance with the GDPR and Data Protection Act (2018) (and any international equivalents, where appropriate):

	
	There will be no data stored as there are no participants 


(this box should expand as you type)

	22
	List all who will have access to the data generated by the research activity:

	
	
NA

(this box should expand as you type)

	23
	List who will have control of, and act as custodian(s) for, data generated by the research activity:

	
	
NA

(this box should expand as you type)

	24
	Give details of data storage arrangements, including security measures in place to protect the data, where data will be stored, how long for, and in what form. Will data be archived – if so how and if not why not.  

	
	
NA

(this box should expand as you type)

	25
	Please indicate if your data will be stored in the UWTSD Research Data Repository (see https://researchdata.uwtsd.ac.uk/ ).   If so please explain. (Most relevant to academic staff) 

	
	
NA

(this box should expand as you type)

	26
	Confirm that you have read the UWTSD guidance on data management (see https://www.uwtsd.ac.uk/library/research-data-management/)
	YES
	☒

	27
	Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding
	YES
	☒





SECTION K: Declaration
	
	The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.

In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/ 

	1
	Signature of applicant:
	D M Hembrow
	Date:
01/01/2023
07/04/2023




For STUDENT Submissions:
	2
	Director of Studies/Supervisor:
	Sue James
	Date:

10/04/2023

	3
	Signature:
	

	



For STAFF Submissions:
	4
	Academic Director/ Assistant Dean:
	
	Date:

	5
	Signature:
	

	



Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation:
	☒
	I have read the guidance notes supplied before completing the form.

	☒
	I have completed ALL RELEVANT sections of the form in full.

	☒
	I confirm that the research activity has received approval in principle

	☐
	I have attached a copy of final/interim approval from external organisation (where appropriate)

	☐
	I have attached a full risk assessment (where appropriate)  ONLY TICK IF YOU HAVE ATTACHED A FULL RISK ASSESSMENT

	☒
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice.

	☒
	I understand that before commencing data collection all documents aimed at respondents (including information sheets, consent forms, questionnaires, interview schedules etc.) must be confirmed by the DoS/Supervisor, module tutor or Academic Director.



	RESEARCH STUDENTS AND STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.
You will be informed of the outcome of your claim by email; therefore it is important that you check your University and personal email accounts regularly.

	STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form (and receive the outcome) via systems explained to you by the supervisor/module leader.



This form is available electronically from the Academic Office web pages: https://www.uwtsd.ac.uk/academic-office/appendices-and-forms/
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1. Honesty and integrity
I will be honest and act with integrity at all times,
and will not compromise or abuse my position.

2. Authority, respect and courtesy
1will act with self-control and tolerance,
treating members of the public and
colleagues with respect and courtesy.

1will use my powers and authority lawfully
and proportionately, and will respect the
rights of all individuals.

3. Equality and diversity
1 will act with fairess and impartiality.
1will not discriminate unlawfully or unfairly.

4. Use of force

1will only use force as part of my role and
responsibilities, and only to the extent that

it is necessary, proportionate and reasonable
in all the circumstances.

5. Orders and instructions

I will,as a police officer, give and carry
out lawful orders only, and will abide by
Police Regulations.

I will give reasonable instructions only, and
will follow all reasonable instructions.

6. Duties and responsibilities
1 will be diligent in the exercise of my duties
and responsibilities.

7. Confidentiality

1 will treat information with respect, and
access or disclose it only in the proper course
of my duties.

8. Fitness for work

| will ensure, when on duty or at work,
that | am fit to carry out my responsibilities.

9. Conduct

I will behave in a manner, whether on or off

duty, which does not bring discredit on the

police service or undermine public confidence

in policing.

10. Challenging and reporting
improper behaviour

1 will report, challenge or take action against

the conduct of colleagues which has fallen

below the standards of professional behaviour.




