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How do police officer-trained coaches navigate the tension between the ethical imperative of preserving confidentiality in coaching 
sessions and the legal and organisational expectations for disclosure, and what factors influence their decision-making in such situations?
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ABSTRACT

The focus of this dissertation will delve into the nuanced world of confidentiality within coaching. There will be a focus on how this will balance within the needs of the police, professional standards within the police and thus, the public viewpoint should issues of discipline arise. ‘If we acknowledge that we are responsible for something, it follows that we have power and influence over it’ (Starr, 2011, pg. 37), none more so than ethical behaviour of the coach and to maintain the confidence of the client, as well as the confidentiality within the coaching sessions.
As law enforcement agencies routinely look and research the officers' personal histories, pre-service life, and minor issues from the past, concerns regarding the potential impact on individual privacy and the overall effectiveness of coaching intervention. How will this impact on the need of professional standards within policing?  
This research aims to scrutinise the extent to which professional standards may demand the disclosure of unnecessary personal information and its potential consequences on the careers of police officers, by asking the questions:
· Is it in the public interest to pursue this?

· The question of honesty and integrity as per the Code of Ethics has been raised

· Where is the moral line drawn?

· What is the policy of the police force, in this case, the coach would be expected to report the matter to the professional standards department.

· What would be the outcome within the force and/or coaching processes in the wider context be?

· Theft is a dishonesty crime, and police officers need to be honest; what are the wider implications?

These questions will thread throughout the work.
Through a comprehensive exploration of existing literature and relevant peer reviewed articles and the College of Policing website, this dissertation aims to shed light on the multifaceted challenges faced by both coaches and police officers in maintaining confidentiality. 
This dissertation meets the aims of this study through extensive exploration of peer reviewed literature; with the ethical considerations of respecting individuals' privacy and yet, ensuring adherence to professional standards.

This dissertation recommends  that by offering insights into the delicate balance between personal privacy and professional demands within the policing context, this will contribute to the ongoing discourse on the ethical dimensions of coaching in law enforcement, providing a valuable resource for practitioners, policymakers, and scholars alike.

Furthermore, having thoroughly examined and investigated literature, journals, coaching models and its disciplines, there is a twofold recommendation upon completion:

A) Internal coaching within the police can create a conflict of interest and that, due to the requirement of breaching confidentiality at the operational orders of the Professional Standards Department, the coachee willl be guarded as to what they say, and therefore may not fully engage in the processes of coaching as per its aims.
B) Some of the coaching models, though good and generates the processes of coaching through questions and conversation, are over 20 years old, and there is a question raised as to whether they are still suitable within a changed society from time of their inception/creation.
ACRONYM 
BERA - British Educational Research Association 
CBC - cognitive– behavioural one-to-one coaching 
CMI – Chartered Management Institute.

EMCC – European Mentorship and Coaching Council.
ILM – Institute of Leadership and Management.

PSD – Professional Standards Department.
1. INTRODUCTION 
‘Performance mentoring or coaching focuses on efficiency and objectives targets or standards very much needed in day to day work’ (Brockbank & McGill, 2012, pg. 14). Within the concepts of both professional and personal development within the UK Police Service. Coaching emerges as a pivotal route in shaping the officers' careers, regardless of rank. 
‘The coach needs to demonstrate that they are a person of integrity’ (Starr, 2011, pg. 187),many books on coaching give an overall description of coaching as principled areas of honesty, trust, transparency, and ethical conduct, with confidentiality being the formative dictate of coaching sessions’ ‘these principles, derived from our experience, have informed and guided our coaching and mentoring’ (Connor & Pokora, 2012, pg. 8). Furthermore, the definition of confidentiality: the state of being confidential: patient/client confidentiality/All replies will be treated with complete confidentiality (Cambridge Dictionary, 2024)
‘Self-belief is the lifeblood of performance at work’ (Whitmore, 2009, pg. 112), the decision to train internal staff as coaches underscores a commitment to a contextually relevant coaching experience that leverages insider knowledge to navigate the unique dynamics of the police service. 
‘We always hope that participants’ reactions to a professional development experience will be positive’ (Guskey, 2000, pg. 121), coaching is heralded as a transformative mechanism for honing skills, enhancing leadership capabilities, and fostering personal good and professional growth when looking at the critical levels of confidentiality within the processes; ‘tuning into clients’ internal viewpoints involves understanding them on their terms’ (Nelson-Jones, 1997, pg. 109). It must be stated that coaching, though therapeutic, is not a therapy along the lines of counselling or psychotherapy, but nonetheless, coaching borrows much of the same operational disciplines and standards, Brockbank and McGill (2012, pg. 231 & 232) describe the variations and necessity to distinguish between something therapeutic and therapy such as psychotherapy ‘most mentors and coaches are anxious not to stray into a therapeutic situation without professional support and training in the field’ 
At the heart of this review lay question of trust between police officers and their coaches, with ethical standards on both parties. There is a professional need for the preservation of confidentiality within coaching sessions emerges as a necessary requirement in the building this foundation; ‘understandably, coachees like to know they are receiving a quality service from a coach with professional standards they can rely on’ (Starr, 2011, pg. 186). This need creates trusts, which, the coach trained officer many need to breach aside from the caveat of safety concerns. The assurance of privacy is not merely a procedural nicety but a necessity in the development of an open, transparent level of communication. Ideally the coach should create a safe place for police officers to speak freely with the complexities and challenges of their roles. ‘The current law provides a considerable degree of protection for confidences disclosed in therapy’ (Mitchels & Bond, 2021, Pg. 20), notwithstanding that coaching is not necessarily a therapy as already stated, however, the same level of confidentialities are part of the process. 
If there is an absence of trust and confidentiality, the whole process of coaching will be undermined and could lead to the negative narrative from the viewpoint of the coachee. This could, in turn could stop the progression of the coachee on their journey ‘quite apart from damaging specific helping relationships, breaking confidences represents a serious breach of ethics’ (Nelson-Jones, 1997, pg. 143) and ‘in this respect therapists are no different from medics, dentists, nurses, accountants, ministers of religion, social workers or teachers with regards to confidentiality’ (Mitchels & Bond, 2021, pg. 20). 
Connor & Pokora (2009, pg. 138) argue that models of coaching have stated: ‘the client decides what is needed and wanted, and so any model should be used to help the client, not constrain them’. As a researcher to correlate the constraint of the client, would the client feel at ease within the coaching sessions, knowing they are not necessarily fully confidential, however, ‘keep it simple, I offer absolute confidentiality and would be prepared to go to prison to protect this’ (Mitchels & Bond, 2021, pg. 23), the citation would support the need for total confidentiality. 
A question would arise in that if the coachee would be aware of the potential reporting would they then be guarded in what they say, which in turn, could also undermine the coaching processes: ‘your ethics and values are interrelated’ (Nelson-Jones. 1997, pg. 6). Coaching should ideally give the coachee a sense of freedom of expression within the sessions.
Police officers need to be trusted by their colleagues and by the public and in essence, they are answerable to the public as they are funded by the taxation systems in place. Though this trust should be worldwide, this dissertation will focus on one police force area in the UK. The police force and staff within will not be named, as per academic ethical standards, using the guidelines of the British Educational Research Association (BERA, 2024),  University of Wales Trinity St. David’s as well as aligning to the ethics and principles of the European Mentoring and Coaching Council (EMCC, 2024) as a practitioner.
The one time holder of the office of Home Secretary -  Theresa May - brought in a set of standards of behaviour that officers should adhere themselves to. This replaced standards of conduct that were already in place, only changed them into a set of 9 areas, one of which, was Honesty and Integrity, which we will look at this later (College of Policing, 2023).
There have been a lot of high profile cases involving the police which have reached the press in recent years that have placed a lot of negativity on policing, for example: Wayne Cousins, ‘The choices made by murderers and rapists cannot be undone.’ (Murphy, 2022).
Though this dissertation is not about the duty of reporting corrupt behaviour, it does warrant drawing attention to the subtle issues which can be raised through the coaching process within the police service. Everyone should report corruption, whether police or public should unethical and wrong behaviour occur.
‘Start by asking for some simple, factual information about their situation (whatever the situation might be)’ (Starr, 2011, pg. 166), during the coaching sessions, the coachee may disclose various issues from their past, or indeed present. Their disclosure is necessary for the coach to develop an understanding and thus to help them achieve their outcome. The issue of disclosure that in essence can start the cycle of ethical and deontological process can be as simple as one basic statement: the coachee states: “I used to shoplift when I was a teenager”’ whereby the coachee is now 49. There are some ethical questions arising from this disclosure, and as a reminder to the threaded questions:
· Is it in the public interest to pursue this?

· The question of honesty and integrity as per the Code of Ethics has been raised
· Where is the moral line drawn?

· What is the policy of the police force, in this case, the coach would be expected to report the matter to the professional standards department.
· What would be the outcome within the force and/or coaching processes in the wider context be?
· Theft is a dishonesty crime, and police officers need to be honest; what are the wider implications?
3. LITERATURE REVIEW 
3.1 Introduction 

‘Many organisations have established specialist ethics officers, who are responsible for fostering ethical conduct throughout the organisation and for providing guidance in difficult cases’ (Rayner & Adam-Smith. 2009, pg. 76) 

Through personal experience within the police service, there is a department in which ethics play a part and though they are accessible by email or a telephone call. They are part of Headquarters, and not divisionally based, and form part of the  complex interplay of ethics, policing, coaching, mentoring, and confidentiality that lay a nuanced landscape ‘utilising coaching and mentoring for systemic change is an ambitious undertaking’ (Brockbank & McGill. 2012, pg. 203).
‘Confidentiality — I will treat information with respect, and access or disclose it only in the proper course of my duties’ (Source College of Policing, 2023) as officers navigate their roles, confidentiality is number 7 on the Standards of Professional Behaviour, as set out by the College of Policing and thus, acting on behalf of the Home Office (ibid). The question then arises, as it does for much of the College of Policing: where is the line on individual thought processes within this?
It could be argued that if one person deems something to be confidential or ethical in nature, another may not, as each person has their own take on it. Within the College of Policing website,  there are some guidelines which cover this, called The National Decision Making Model:

Diagram 1: The National Decision Making Model
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Source: College of Policing 2023.

The Code of Ethics is at the very centre of decision making within the police service, however, officer 1 can justify their actions by using this model, within reason, which will be totally different to how officer 2 may do it. In essence,  the Code of Ethics is also open to interpretation, and as a consequence of this, outcomes can vary from officer to officer.
As uniformed as the service may be, it will also go to show that the officers may not be working to the standard required per se, not that they are corrupt, but stating that each will have a variant view point on this matter; ‘each action you perform is a moment in time, a particular event in your life’ (Stewart. 2009, pg. 56). 

In December 2023, the College of Policing published the Practice of Ethical Policing guidelines, which gives instructions as to how Chief Officers lead staff to develop an ethical culture  (College of Policing, 2024). Officers, whether or not as qualified coaches should be fostering professionalism while upholding integrity and moral conduct ‘here is a distinction between conflict of interest and other forms of official wrongdoing, even though the two are related’ (Boyce and Davids, 2009).
‘Moreover, the notion of ‘bad apples’ has a number of far-reaching and potentially damaging implications’, (Newburn, 2015) by exploring not only the theoretical foundations of policing, but also the practical applications that align with the highest standards of professional conduct of all employed within the service. As an example, there is an emphasis on Honesty and Integrity within the Police Code of Ethics, in which will raise a rhetorical question: Would the public trust a dishonest police officer?
The overarching theme of confidentiality weaves throughout, underscoring the delicate balance between transparency and the imperative to safeguard sensitive information within the law enforcement environment. 
4. Top of Form
3.1 Lit Review Theme 1 – Coaching models
‘In the recent past, we have seen an encouraging growth of innovation in models, frameworks and processes’ (Megginson & Clutterbuck, 2009, pg. 4.); the following three coaching models are the models that officers are trained in, and use during their sessions, either as a singular model or a hybrid of them, depending on the need of the client. 

The three coaching models are: GROW, OSCAR, and STEPPPA

As a researcher, I feel it is important to introduce coaching models serve to guide the interaction between coach and coachee, as well as ‘the meeting place is important’ (Connor & Pokora, 2012, pg. 270). They offer a systematic and adaptable approach to goal-setting, problem-solving, and personal development. 
GROW Model: 
The GROW model, developed in the 1980s by Sir John Whitmore et al, and published in 1992. It stands as one of the most widely recognised coaching frameworks. GROW is an acronym representing: Goal, Reality, Options, and Will. It begins with setting clear and specific goals, encouraging individuals to articulate their aspirations. 
‘We are facing crises in many fields, environmental as well as economic’ (Whitmore, 1992, pg. 5), the coach then facilitates an exploration of the current reality, fostering self-awareness and a realistic assessment of the present situation and for progression of the coachee. In turn, this will also have an organisational benefit.

The Options phase invites lateral and creative thinking, exploring potential strategies to achieve the defined goals of the coachee. As basic as it can sound, the coach simply asking “what are your resources?” can create a depth of thinking that the coachee may never have done or had the protected space and time to do it. 
Finally, the Will component empowers the coachee to commit to specific actions and formulate a plan for achieving their objectives. GROW's simplicity and adaptability make it a versatile model applicable across various contexts, including professional development, leadership, and personal growth.
‘Coaching is a way of being’ (Whitmore, 2009, pg. 19), by prioritising the identification and clarification of the SMART action plan (specific, measurable, achievable, relevant, and time-bound) goals, the GROW model provides a tangible framework for coachees to articulate and bring into realisation their aspirations and create actionable plans ‘models or frameworks are of value only if they are client-centred, not model-centred’ (Connor & Pokora, 2012, pg. 138)
The model's goal-centric focus aligns with the results-oriented nature of this style of coaching, allowing coachees to track progress and celebrate achievements, contributing to a sense of accomplishment and motivation, and even recognising where struggles have been in order to adjust actions accordingly. 
OSCAR Model: 
‘Inner success is the ongoing experience of love, happiness, fulfilment and wellbeing’ (Neill. 2006, pg. 5), the OSCAR coaching model, inspired by the principles of co-active coaching, amplifies the collaborative nature of the coaching relationship. The OSCAR acronym is as follows: Outcome, Scaling/Situation, Choices and Consequences, Actions, and Review. Beginning with defining a clear Outcome, this model emphasises creating a vision of success. 
‘Most processes for helping people achieve goals involve encouraging them to look forward’ (Megginson & Clutterbuck. 2009, pg. 137), scaling/situation involves quantifying progress and visualising movement along a scale of achievement. Also, by exploring Choices and Consequences, coaches can delve into exploring potential actions, their outcomes, and the coachee's role in their decision-making. ‘Fear and doubt. Nothing interferes more with human performance’ (Downey, 2014. Pg. 58), the Actions stage propels the coachee into purposeful, goal-directed behaviours. Finally, the Review phase facilitates reflection on the effectiveness of actions taken and the attainment of the desired outcome. 
The OSCAR model thrives in contexts where co-creation and partnership between coach and coachee are central, making it particularly potent for personal development and transformative coaching engagements.
The iterative nature of the OSCAR model allows coachees to refine their approaches, learn from experiences, and make informed adjustments, contributing to sustained growth and development, in essence, ‘there are many ways of working with polarities’ (Megginson & Clutterbuck. 2009, pg. 44). This will indicate that pairing of values, drives, motivation and so on can work in unison to achieve the desired outcomes.
The STEPPPA Model: Advancing through Structured Steps
The STEPPPA coaching model, developed by Dr. Angus McLeod (2003), offers a structured approach to coaching conversations. It emphasises Solution-Focused principles. It unfolds across seven steps: Subject, Target, Emotion, Perceived Reality, Preferred Reality, Pace and Action. Commencing with defining the Subject or the focus of the coaching session, STEPPPA moves to identifying the Target—clarifying the specific desired outcome. 
‘People are always in some mood or emotion’ (Megginson & Clutterbuck. 2009, pg. 56), emotion explores the emotional aspects associated with the coaching topic, fostering self-awareness as well as emotional intelligence and resilience. This may need to be developed longer term, with the right support and questioning by the coach, this can be achieved. 
Perceived Reality delves into the coachee's current understanding of the situation, while Preferred Reality envisions the desired state, with Pace granting the speed and time frame in which to move forward. The model concludes with the Action step, delineating concrete steps to bridge the gap between current and desired realities. 
This model appears to lend itself toward a Gestalt model, in that the coachee is totally aware of the situation – making the coach aware of it also; and under what circumstances they are in, a clear example of this would be: the coachee is in debt, and the overtime has stopped due to budget cuts: ‘Gestalt is a needs-based approach to understanding human functioning and behaviour’ (Cox et al, 2014, pg. 78).
This model excels in a forward-focused, action-oriented approach, making it particularly valuable in contexts where goal attainment is paramount, such as in performance coaching and organisational settings. While each coaching model brings its unique strengths, their integration can offer a holistic and tailored approach to coaching interventions. For instance, combining elements of GROW's goal-setting precision with OSCAR's emphasis on co-creative exploration may provide a robust framework for leadership coaching. 
Meanwhile, integrating STEPPPA's solution-focused steps with GROW's structured process could enhance the clarity and feasibility of goal attainment in various coaching contexts ‘key themes in these definitions are the facilitative nature of coaching.’ (Passmore. et al. 2018).
‘Individuals have authority’ (Downey. 2003, pg. 103), practical considerations in selecting a coaching model include the coachee's preferences, the nature of the professional coaching relationship, and the specific goals to be achieved. Additionally, coaches must remain adaptable, recognising that the effectiveness of a model may vary based on individual differences and the evolving dynamics of the coaching engagement. ‘The coach or mentor should be open about their own work experience and their training as a coach’ (Connor & Pokora, 2012, pg. 228); understanding the nuances and applications of these models equips coaches with a rich repertoire of tools to facilitate meaningful and transformative coaching experiences.

Furthermore, contributing to the advancement of individuals and organisations in their pursuit of excellence and growth, as ‘these are often best dealt with directly’ (Petty, 2004, pg. 418), this will lead to a conclusion that with good experience, the coach will know how to change the models within the session if need be: ‘the coaching approach combined a focus on strengths with the opening up of new possibilities consistent with these coaching genres’ (Cox, et al, 2014, pg. 357).
In conclusion, the exploration of coaching models, namely GROW, OSCAR, and STEPPPA, unveils versatile frameworks that cater to diverse coaching needs. 
5. Top of Form

3.2 Lit Review Theme 2

Ethical Behaviour of UK Police Officers: A Holistic Examination

The ethical conduct of police officers in the United Kingdom is a multifaceted and critical aspect of maintaining public trust and ensuring effective law enforcement. This discussion encompasses the established Code of Ethics (College of Policing, 2024), the ethical philosophy of Immanuel Kant et al (1724-1804; 2009) as well as the complex interplay of public perceptions, both positive and negative. As an brief overview, Immanuel Kant was a gentleman from East Prussia and lived between 1724 and 1804, to which, his ethical mentality is a cornerstone of timely and good behaviour. A lot of ethical studies and development are based on Kant and his life. (Stewart, 2009)
Where would the ethics of Kant fit into policing? ‘If he passed at 2pm and your clock said 1 minute past, your clock must be wrong, not Kant,’ (Stewart. 2009, pg. 35). The citation will show the power that Kant had, and policing, like many organisations, require their staff to turn up on time and to be able to carry out the tasks in hand.

I would argue though, the way in which Kant is seen is with perceptual greatness, as in, he can do no wrong or has not done anything wrong due to the moral and ethical stance he had has led me to think where has the moral stance come from? ‘If you ask this question – of others or yourself – assumptions become a thing of the past’ (Cooper & Castellino. 2012, pg. 60), he is classed as the standardisation of ethics, but from whose viewpoint in the first place? I would also argue that policing ethics is in relation to a standard of behaviour and fairness in which they act when exercising their powers.
‘Human beings “understand” themselves and the world they inhabit via the faculty of the understanding’ (Murphy. 2022), this will bring us to a knowledgeable state should we be able to find the avenues to seek the information needed to gain an understanding in relation to, not just Kant. This will also give an concept of one’s own moral compass and where it lay in relation to the organisational directives.
Is Kantian ethics relevant to today’s society? There have been great changes in society, much more of a secular outlook, but does this have a moral standing? Whereby ‘He does this by making the idea of God central to his understanding of morality, all without acknowledging God's existence’ (Engelhardt, et al,  2010).
On examination of the College of Policing website (2023/2024), there is no indication of the source of the ethical framework/guidelines, which supports that there is a gap in written knowledge. Can it be questioned as to whether these ethics are formulated from past issues that have come to light in relation to policing behaviour or a think tank of ‘what if’ scenarios?
Kant had an ethical stance to honesty and integrity ‘The reason is that good will is always good no matter what, because it only ever acts from one motive and this is RESPECT FOR DUTY’ (Stewart, 2009, pg. 43). Aligned to Kant’s ethical stance relating to honesty and integrity, the police service also have their own ethical stance, which is number one of the Standards of Professional Behaviour states: Honesty and Integrity (Source: College of Policing, 2023). Kant gave four types of duty that we should adhere to, with number two being: ‘always tell the truth’ (Stewart. 2009, pg. 38), which every officer should do; ‘therefore, no one should ever lie no matter what: it is irrational and immoral’ (Stewart. 2009, pg. 39).

01. Honestly and Integrity

‘I will be honest and act with integrity at all times, and will not compromise or abuse my position.’






(College of Policing, 2023)

Further examination and research of the College of Policing website (2023), would further support claims that individual bias can allow for an officer to stand alone against the tide of work based opinion, an example of which is to not make a false statement, in writing or orally, with another to ‘show courage in doing what you believe to be right’ (College of Policing, 2023). This would tie into the question of ethical standards and the choices officers may have to make upon their colleagues stating something within the context of coaching and its confidentiality remit. Should that officer report a matter that has been raised in a coaching session, who will be believed? ‘Which version of the story is closest to the one you have been telling yourself and others’ (Neill, 2006, pg. 158.)
‘Political, economic, social and technological changes over the past decade have significant implications for the management of organisations’ (Adam-Smith & Peacock. 1994, pg. 1), there have been significant changes within the police service since 2010, from financial cuts by the government to the introduction of the police degree programmes, the overall organisation has changed. This commitment to upholding the law and protecting communities should necessitate a holistic integration of ethical considerations into their decision-making processes. 

‘People are merely confused because they think that temporary advantages outweigh the negligence of duty, but they do not see that performing one’s duties will always benefit them in the long run,’ (van der Zande: 1998).

 As far as the code of ethics can be written, it excludes the human aspect of policing per se. There is a caveat in relation to discretion as per section 5.5 of the Code of Ethics, the small amount of detail that is on there is succinct and states it ‘must be used wisely’ (College of Policing, 2023), there is little to uniform this or the other elements of this section. None the less, the Code of Ethics does not cover policing on a holistic level, which leaves a gap in written knowledge; however, ‘some resources will be organisational or structural’ (Connor & Pokora. 2012, pg. 75). The Code of Ethics, would, in this case be both organisational and structural, as by its very meaning, the terminology intertwines the Code of Ethics.
As public expectations and the legality of conduct evolve, police organisations must adapt their national and local policies, training programmes, and systematically change the internal culture to maintain the standards of ethical conduct ‘when this is effective it will increase your insight into issues, problems and opportunities’ (Connor & Pokora. 2009, pg. 64). This adaptation involves continuous education on ethical standards, transparent communication with the public, and a commitment to addressing any ethical lapses swiftly and decisively. 
Many police forces have structured in a learning day, which takes place every so many weeks. Within these days, compulsory training will take place, for example, officer safety training – the use of batons, handcuffs and restraint etc. Other training days are more to do with the operational side of policing in which officers are compelled to attend, as opposed to attending lessons of their choice. Some of the background to these training days come from headquarters instructions; ‘does the absence of appropriate motivation invariably preclude the success of a lesson?’ (Curson. 2007, pg. 231). 

I would argue that even if the officers lack motivation to be there, it forms part of their development. They must take part in this training ‘there is an internal purpose for becoming a learning organisation as well’ (Stokes. et al. 2021). If at the very least, so that they become aware of ongoing issues within their force.

The principles of ethical honesty that bind police officers mirror the broader organisational imperative to integrate ethical considerations seamlessly into the fabric of their operations. This will ensure a steadfast commitment to ethical practices despite the challenges posed by external changes, many of which are politically led by the UK parliament, to which, all forces are answerable.
‘Members will disclose any conflict of interest and act within applicable law’ (European Mentoring and Coaching Council, 2023), public perception plays a pivotal role in shaping the ethical landscape of policing. Positive perceptions are built on transparency and professionalism. 
When officers are seen as upholding their duty with integrity and impartiality, public trust is strengthened. ‘All dealings with staff and customers must be seen to be honest and straightforward’ (Adam-Smith & Peacock. 1994, pg. 164). Conversely, negative perceptions, often fuelled by instances of misconduct or perceived injustices, erode trust and can lead to widespread scepticism regarding the ethical behaviour of the police force.
The challenge lies in acknowledging and addressing these instances transparently, holding officers accountable for unethical behaviour, and then implementing systemic changes to prevent recurrence. Breaches often reach the press. 
Rebuilding trust requires proactive efforts such as community policing initiatives, cultural competence training, and collaborative engagement to address the root causes of negative perceptions. In navigating the complex landscape of ethical behaviour, UK police officers must continuously strive to strike a balance between enforcing the law and fostering positive relationships with the public. A commitment to the principles outlined in the Code of Ethics, guided by Kantian moral imperatives, serves as a foundation for ethical decision-making; ‘the funny thing is, the people who are supposed to have our best interests at heart are the people who do the most to ensure we conform’ (Downey, 2014, pg. 117), wherever the policing ethics come from, officers are frequently reminded of their duty in conformity.
Officers must recognise the impact of their actions on public perception, working diligently to bridge divides and cultivate an atmosphere of trust. ‘It is important to have a clear coaching relationship and not allow personal bias to influence professional actions’ (Cox, et al. 2014, pg. 436), the ethical behaviour of UK police officers is a dynamic and multifaceted domain that involves adherence to the Code of Ethics, application of Kantian principles, and an understanding of the critical role of public perception. 
3.3 Lit Review Theme 3 
Building Trust: Upholding Confidentiality, and Navigating Ethics: The Dynamics of Coaching in Police Services

‘What was delivered was a timely reminder to us all who attended how we use, store and dispose of information and how this perhaps conflicts with outside influences both ethical and legislative.’ (European Mentoring and Coaching Council, 2023)
Coaching within the police service is an endeavour that brings together the aspects of both professional and personal development, with training through organisations like the CMI and ILM. 
The principles of trust, confidentiality, and adherence to a robust code of ethics are foundational elements that shape the coaching landscape within this unique organisational cmi context:

‘when working with clients, members will maintain the strictest level of confidentiality with all client and sponsor information unless the release of information is required by law.’ (European Mentoring and Coaching Council, 2023).
‘The use of cognitive– behavioural one-to-one coaching (CBC) in critical performance contexts has received scant research attention’ (Jones, et al. 2021), which, given the timeframe of 2021, this is leaving out a lot of research and thus, very little is mentioned in texts. It could be probable that the coaches naturally conduct themselves in a way that develops a form of CBC, even if it is unknown to the coach/coachee.
Whilst looking into the interconnected dynamics of these principles, exploring why officers and staff seek coaching, the role of trust, the importance of confidentiality, and the ethical framework that guides coaching practices and the lack of study into the importance of research in this area.
‘Even if the information is not highly sensitive, clients may perceive disclosure as risky’ (Nelson-Jones. 1997, pg. 101), is a work based directive - you must report to PSD – the same as disclosing information under law? If yes, this must be acted upon at all times, without fear or favour, however, if no, are officers doing anything against the law by not reporting minor, historical misdemeanours? This is the dilemma faced between confidentiality and ethics.
To disclose information under law, I would presume that this would be when a court requires information and therefore, under a lawful instruction to do so, or, if the client threatens self-harm, medical necessity demands it, then the coach can be covered by an ethical and lawful standard. These areas can be ideally covered by contract, whereby both parties agree to a set of standards: ‘however, contracting is still important, particularly in relation to boundary issues and what should or should not be included in the coaching agenda’ (Cox, et al, 2014, pg. 70).
If a sergeant asks the constable about their clients in a private practice scenario, then the same dilemma has manifested, as police officers in particular are technically never off duty and can carry out their duty outside of rostered hours ‘applying business-derived models to the strategy of public services require care and thought’ (Rayner & Adam-Smith, 2009, pg. 15). 

Trust serves as the cornerstone of any successful coaching relationship, especially within the demanding environment of the police service. 
Officers and staff engage in coaching with the expectation that their coach is a reliable and confidential ally dedicated to their growth and well-being, ‘such developments have been paramount considering the emerging picture of poor wellbeing in the police service’ (Cartwright, 2020). This trust is fostered through transparency, consistent support, and a genuine commitment to the coachee's development. 
The coach establishes credibility by understanding the unique challenges faced by officers and staff, cultivating a safe space for open dialogue, and demonstrating a genuine interest in their success. Confidentiality is paramount in coaching, where officers and staff feel secure to explore not only work-related challenges but also personal issues that may impact their professional performance. ‘Stress and mental illness in policing populations is a major concern for the police themselves, and for the communities they serve’ (Jones et al. 2021), within the police service, the nature of the work can expose individuals to high-stress situations. The confidentiality afforded by coaching enables them to address and navigate these challenges without fear of judgment or reprisal.
‘The confidential nature of the relationship between coach and client forms that basis for trust within the relationship;’ (Cox et al. 2014, pg. 435), it is not just an ethical obligation; it is a trust-building mechanism that empowers officers and staff to be open and honest about their concerns, fostering a culture of resilience and well-being. Though the citation indicates that it is a must, other sources of, for example, the European Mentoring and Coaching Council will state under section 2.14 of their Code of Ethics to explain to the client as to when confidentiality will be breached, as in ‘illegal activity or danger to self or others’  (European Mentoring and Coaching Council, 2023).
On comparing both the European Mentoring and Coaching Council’s Code of Ethics and the Police Code of Ethics, a significant gap is identified as to when to report, as already stated, on a one to one coaching session, it will all come down to one word against the other, to explain this, there may be no corroborating evidence to support the report. This frequently happens in police investigations. It is then up to PSD to investigate the claim.
‘Training and development therefore becomes a process of continuous professional development for coaching practitioners’ (Passmore & Fillery-Travis, 2011); coaches, often trained police officers or staff members, are ethically bound to prioritise the well-being of the coachee and maintain the highest standards of professionalism. 
The code provides a compass, guiding ethical decision-making and ensuring that coaching practices align with the values and mission of the police service. While work-based development remains a primary focus, coaching also addresses personal issues that may impact an officer's overall effectiveness. Furthermore, work-based development objectives may include enhancing leadership skills, improving decision-making in high-pressure situations, or navigating organisational challenges. 
‘Coaches act as a sounding board and help leaders to prioritise competing demands’ (Jacobs, 2022), the motivations for seeking coaching within the police service are diverse, reflecting the complex nature of policing roles. ‘In this role, you really need to establish who your client is,’ (Brockbank & McGill, 2012, pg. 152), on a personal level to those seeking coaching, officers may seek coaching to cope with stress, improve work-life balance, or address interpersonal challenges ‘the purpose of the work should indicated the emotional level required’ (Brockbank & McGill, 2012, pg. 233).
As such, ‘many people, particularly external coaches with a background in the psychological professions – where confidentiality is all – believe it to be the person they are coaching’ (Downey, 2003, pg. 135), the citation will support the greater need for external necessity, as in, the coach is coaching the client, not the organisation. There can however, necessitate the decision to train civilian staff and police officers as coaches, rather than outsourcing to external practitioners, reflects a commitment to the unique needs and dynamics of the police service and to the greater need to save money from sub-contracting the coaching to independent services. Whether this is to save money, it is a reminder the police forces are funded by the tax payer, who may question the need to have coaching, whereby they may not understand that requirement. This would open up a level of criticism that would be unwarranted and could damage the subtle need for the service ‘while no reason is right or wrong, some reasons are better than others;’ (Starr. 2011, pg. 255), the citation would support the hypothetical response the press office would give to the public if questioned. Some of the public would accept the response, others would not. The social media content of the public would be very mixed.
That stated, it must be highlighted that if coaching is outsourced to  an external coaching provider, once contracted to provide the service to the police, they therefore, in essence become employed and thus come under the same rules and regulations of all staff. This could further lead to the conflict of interest. 
This could be remedied by the provider stating their terms and conditions allowing for caveats to be in place. This is something internal staff cannot do.
Cox et al (2014, pg. 173) has stated the following points in relation to contracts:
01. The purpose of coaching

02. The information to be exchanged in each direction and  the limits of confidentiality

03. The business aspects such as fees and time.

Whereby those three points are a good indication that contracts can work well, there is little detail as to what level any of the elements go to.

As an example, there is no detail as to point 1: is the purpose for self-development of the staff? Is it for overall business improvement, and more importantly, there is no description here in relation to confidentiality.

Is the confidentiality in favour of the business or the coachee?

It would have been prudent to ascertain that these questions, even if not answered in the text, but to give the reader/learner some a basis in which to think, so that they can develop their own answers. This insider perspective allows coaches to tailor interventions that directly address the unique needs and demands faced by officers and staff ‘solutions are increasingly geared towards process (how we do things) rather than content (what we do)’ (Rayner & Adam-Smith, 2009, pg. 181). 
This approach fosters a sense of camaraderie and mutual understanding between coach and coachee, contributing to a more meaningful and contextually relevant coaching experience.
As internal coaches are better positioned to understand the organisational context, enabling them to align coaching goals with broader strategic objectives, contributing to enhanced organisational effectiveness, which is a great positive. That said, any coaching delivered should encourage the same level of positivity. 

The coachee however, may need to explain their role in greater detail to that of an external provider, though this may create a deeper understanding for the coach, it would also eat into valuable time, as on average, coaching is an hour long.
‘Most people have a belief or point of view about human potential’ (Downey, 2003, pg. 190); officers and staff seek coaching not only for work-based development but also to navigate personal challenges, reflecting the holistic nature of their roles; ‘self-belief is a very useful yardstick against which assess the impact of our behaviour on others’  (Whitmore, 2009, pg. 112).
As coaching continues to evolve within this challenging and vital sector, the principles of trust, confidentiality, and ethical conduct remain steadfast as pillars supporting the growth and well-being of those who serve and protect.

6. Top of Form

Conclusion 

The ethical dilemma and influential factors that form the  circumstances where the imperative to breach confidentiality becomes necessary, for example, to reduce the risk of self-harm or to harm another. This discussion explored the nuanced terrain where the confidential nature of coaching may need to be compromised, delving into ethical considerations and legal obligations. There is a  delicate balance between privacy and the greater good of the client and a proposed third party.
One significant domain where the confidentiality of coaching may be breached is when there is a legal obligation ‘the nature of the information itself’ (Mitchels & Bond, 2021, pg. 26). Legal mandates may compel coaches to disclose information if it pertains criminal activities. 
It can be questioned as to whether an operational mandate from within the police service itself is a legal mandate. I would argue not, in that, it is a work based policy, not a court order, though, it may have well been developed by some form of legal or disciplinary proceedings for it to have come into fruition ‘it seems clear that we have made much moral progress in the past few hundred years. (Stewart, 2009, pg. 226).
For instance, if a coachee expresses an intention to harm themselves or others, the coach may be legally bound to breach confidentiality to prevent harm. Should they ignore this, will they be negligent in their duty of care, which extends not only to the coachee but also to others who may be affected by the disclosed information. Is the coach faced with a complex ethical dilemma? It can be argued as no, as the coach’s duty of care is wide ranging. How would the coach feel if the coachee made a threat of self-harm then upon leaving committed suicide. 
This could easily give to a wider level element should this be discovered by the coroners court, the subsequent press and social media comments could disable the coaching structure. While coaching traditionally emphasises confidentiality, the duty to assess and mitigate risks takes precedence when there are credible threats ‘this is where moral prescriptions differ from ordinary everyday commands’ (Stewart, 2009, pg. 218). 

Coaches adhere to a set of ethical principles and professional standards that guide their practice. There are many bodies that seem to govern the practice of coaching developing across the world. Breaching confidentiality may be justified if it is in the service of upholding these principles.

For example, if a coachee admits to engaging in discriminatory practices or unethical behaviour within the workplace, the coach may need to breach confidentiality to address these issues with the relevant authorities/departments; ‘each action you perform is a moment in time, a particular event in your life’ (Stewart, 2011, pg. 56).
This could include situations where a police officer undergoing coaching reveals intentions to misuse or have already misused their authority or engage in misconduct that may jeopardise public safety. This will reflect the coach's commitment to the broader ethical considerations that govern their professional conduct. This example is in contrast to minor issues so far in the past, they may not be of concern, however, ‘having only one principle of morality distorts and oversimplifies an amazingly complex and puzzling phenomenon (Stewart, 2011, pg. 67).
There are many press reports whereby officers under disciplinary hearings are also having to answer a charge of computer misuse, whereby they have researched certain members of the public outside of their professional requirements. Policing is, by nature, a close-knit profession, where bonds of camaraderie and mutual reliance are essential for effective teamwork, ultimately, leading to the safety of one another. Reporting a colleague, particularly for historical, minor misconduct, introduces a complex interplay of conflicting interests. The tension arises from the loyalty officers feel towards their colleagues. There is the potential repercussions of rupturing the bonds that underpin a cohesive police force  and  the  coaching  caveats  of  confidentiality  and  safe  space  security.

‘A competent professional in the coaching and mentoring industry is a reflective practitioner’ (Brockbank & McGill, 2012, pg. 221.), coaches often engage in regular supervision or consultation with their peers or mentors. In these situations, the coach should be seeking guidance from a supervisor or a professional body, which can be invaluable, even if it is to just reflect on the issue and the necessity.
By establishing clear boundaries and obtaining informed consent from coachees is integral to the coaching process. Having transparent communication at the outset of the coaching relationship ensures that coachees are informed about the limits of confidentiality and can make informed decisions about their level of disclosure.
Coaches in sensitive fields like law enforcement must navigate these complexities with ethical discernment, ensuring that the breach of confidentiality serves the greater good and aligns with the principles that govern their practice. By striking this ethical balance not only upholds the trust placed in coaching relationships but also safeguards the welfare of individuals and the integrity of the organisations they serve.

7. Top of Form


Positive public perceptions of the ethical behaviour of UK police officers are cultivated when officers demonstrate commitment to the Code of Ethics. Acts of bravery, community engagement, and effective crime prevention contribute to a positive image of policing. 
Negativing the perceptions of police ethical behaviour often stem from instances of misconduct, abuse of power, or perceived discrimination, especially when current behaviour is as such that reporting to PSD should be part of anybody’s psyche. High-profile cases, amplified by media coverage and social media, can significantly impact public trust in policing.
As we delve into the second part of this master's level literature review, the focus sharpens on the pivotal role of critical thinking in coaching, especially within the law enforcement context. 
4. Discussion  
4.1 Introduction
As policing paradigms evolve to meet the demands of contemporary, ever changing society, coaching has emerged as a strategic tool for professional and personal development within the police service, especially for promotional board ‘for this purpose line managers may be offered coaching training’ (Brockbank & McGill, 2012, pg. 74).
‘The demands on HR are becoming increasingly complex’ (Rayner & Adam-Smith, 2009, pg. 180), the traditional hierarchies are giving way to more inclusive, collaborative, and learning-oriented organisational cultures, where coaching plays a pivotal role in fostering leadership skills, emotional intelligence, and adaptive thinking. 
Within the coaching context, critical thinking is not only a skillset but a mindset that coaches and coachees must cultivate collaboratively, ideally, through reflection and the self-questioning ‘why?’ – “why did I feel that way etc.”; however, ‘with practice, such reflection becomes automatic and brief’ (Megginson & Clutterbuck, 2009, pg. 197).
The traditional top-down models are increasingly giving way to distributed leadership that empowers officers at all levels to think critically and make informed decisions to a degree, as policing is a ranked organisation, with a command and control structure – officers are to obey lawful orders from senior ranks ‘the problem here was that the leadership style had become very directive, resulting in a culture where risk was avoided and innovation suppressed’ (Downey, 2017, pg. 150). 
The literature reveals the transformative potential of coaching in cultivating  thinking skills among police leaders as well as staff and lower ranked officers alike, ‘but what philosophies or assumptions underpin these new working practices’ (Rayner & Adam-Smith, 2009, pg. 5). A new way of thinking should in turn enable them to navigate the complex ethical, legal, and social dimensions of their roles, ‘ideally, this will feel like a natural progression from previous activity’ (Starr, 2011, pg. 173).
‘Organisations are now willing to invest in personal coaching for their senior managers and executives’ (Starr. 2011, pg. 10), whilst this is lauded for its potential to enhance decision-making and problem-solving, its application within the police service is not without challenges. Furthermore, it explores the opportunities embedded in a culture where diversity of thought, innovation  thrive.
4.2 Literature Review Methodology
The researcher provided evidence from other organisations to give a balanced account and to actively strive to avoid subjective bias, as the researcher has had insider knowledge by being a trained coach as well as a police officer.  By clearly outlining the research objectives and establishing criteria to guide the source selection ‘this ought to be an objective selection process and not one based on personal or political bias’ (Biggam, 2015, pg. 140). 
The objectives within the study was to examine the following three areas:
01. Explore three coaching models 

02. Ethical Behaviour of UK Police Officers: A Holistic                            
Examination

03. Building Trust: Upholding Confidentiality, and 


Navigating Ethics: The Dynamics of Coaching in Police 
Services

Furthermore, and to ensure inclusivity, the use diverse keywords and search criterion was made across multiple databases. Keywords that were used to maximise the precision and relevance. Of the searches. Keywords will include terms such as "coaching," "police coaching," "leadership coaching," "psychological support," and "law enforcement coaching” as well as “confidentiality” and “ethics”, as stated by Biggam ‘it is important that for your big objectives you incorporate keywords that indicate in-depth academic study’ (2015, pg. 68).
‘Thematic Analysis (TA) is an accessible, flexible, and increasingly popular method of qualitative data analysis’ (Braun & Clarke, 2012, pg. 5), looking at a thematic analysis will be an important element, with an aim to show key concepts in a currently over-scrutinised public body, as policing is rarely out of the news media at the time of research ‘TA offers a way of separating qualitative research from these broader, where appropriate, and making qualitative research results available to a wider audience’ (Braun & Clarke, 2012, pg. 3). To utilise the methodology of Braun and Clarke (2012), it was important to think of the topics in question, research literature and therefore synthesise knowledge to together to produce the review.
As stated, three coaching models were critically examined. This was done by searching the internet for journals, as well as looking at text book literature and closely analysing the text to see if it will support the idea that coaching for police officers should be either internal or external to the organisation. The literature is generally aimed at businesses, generically, and have little to no specifics on industry or types of business per se.

As part of the research process, databases that were used were Google Scholar and University Wales Trinity St David’s library, College of Policing and the European Mentoring and Coaching Council, recommended by studying the books of John Biggam who wrote Succeeding with your Master’s Dissertation (2015). Furthermore, Virginia Braun and Victoria Clarke who wrote Thematic Analysis A Practical Guide (2022), with emphasis within the literature stipulates the need to expose within the methodology reference to the general sources examined such as peered reviewed journals etc… and examples of literature that will be relevant to the research study (Biggam, 2015, p.70; Braun & Clarke, 2022), ‘TA offers an accessible and robust method for those new to qualitative analysis’ (Braun & Clarke, 2022, pg. 4). 

Articles and Journals had a 2018 – 2023 search parameter. The chosen time frame for inclusion, spanning these years for peer reviewed journals is deliberate and relative to contemporary time scales, Biggam (2015, pg. 23) refers to the ‘3 Rs’ in that, ‘is it Relevant, Reliable and Recent?’; a five year period into the recent past will make it so.

The researcher therefore utilised a qualitative data approach, with the maintenance of transparency by thoroughly documenting the citations on a password protected spreadsheet (Appendix 2). Furthermore, a series of confidential notes, ideas and memorandums which were journaled was also collated (Appendix 3). 
Using the qualitative approach has allowed an exploration of various narratives and stories – examples within text – that has created a depth of understanding as well as highlighting gaps in knowledge as to what can be a conflict of interest and create unnecessary ethical considerations for coaching as a professional sphere

By searching for peer-reviewed journals has created an extra layer of validation, which is more in timing within a five year time frame, as recommended by Biggam (2015, pg. 26), to keep the information ‘relevant, reliable and recent’. Regular reassessment of the search strategy helps minimise the risk of overlooking relevant perspectives, ensuring the literature  is both objective and comprehensive which will tie in with the research question: 
How do police officer-trained coaches navigate the tension between the ethical imperative of preserving confidentiality in coaching sessions and the legal and organisational expectations for disclosure, and what factors influence their decision-making in such situations?
Books were instrumental in establishing the theoretical bedrock of coaching as a professional practice, which has been adopted within the police force context in which as a researcher, I was examining. Coaching can also be used as a private practice, akin to counselling or psychotherapy, or can be used for organisational/business benefits.
By examining the works by recognised experts in coaching and psychology, the methodology aims not only to uncover historical and theoretical aspects of coaching, but to explore the evolution of coaching theories over time. This depth of analysis ensures that the literature review will look beyond surface-level understanding, ‘explaining your choice of TA and what it offers. Describing what you actually did during analysis’ (Braun & Clarke, 2022, pg. 117)
Due to the background of coaching, the text books will be from a broad time spectrum, as many coaching models are over 15 years old and are still in use by practitioners of coaching. This will raise a question as to whether the models, as widely used as they are, have kept up with society and work placed coaching?
Websites that will be accessed will not include social media platforms such as Facebook or Twitter/X, but will look at websites belonging to the likes of Professor Jonathan Passmore, a coaching expert, College of Policing and so on.

The inclusion of a police force context is driven by the recognition of the challenges as well as personal experience of the researcher. Policing involves decision-making both planned and reactive, which has an effect on all employees and the public. 
There is need for effective communication and leadership, ‘the phrase “in the context of work” is important’ (McLeod. 2006. Pg. 135), the citation will give support to the background needs of coaching and the coaches understanding of the policing culture, which is both reactive and proactive in nature.

‘Sometimes too, their culture of the organisation and the structure of their jobs have to be done force them towards a directive style’ (Parsloe & Leedham. 2009. Pg. 34), coaching within this context requires a specialised understanding of the organisational culture, hierarchical structures, and the psychological impact that the profession can take on individuals.

‘You will not get the TOP people working with you unless you have the highest standards of business integrity’ (Whitmore. 2009. Pg. 63), understanding the viewpoints and needs within the organisation will contribute to a more nuanced and comprehensive analysis of coaching in the police context.

Policing and policing management, though a public body, still needs to be run like a business, within budgets, procedures and answerable to the public purse. This will also go towards the transparency of disciplinary measures, which the results are often reported in the press.
Theme 1: Coaching Models
‘Coaching at work is often about performance’ (Connor & Pokora. 2009. Pg. 61), the overall aspect of one to one coaching, in private as a matter of development is a fantastic opportunity for anyone to go through.

As long as it is coaching that is required and not some other form of psychological support, in which case, the coach must signpost; but this can lead to a crossover towards counselling, as often counsellors coach and coaches counsel; though ‘knowing when to refer a client can be a difficult decision’ (Meggison & Clutterbuck. 2009. Pg. 225).

Whether for promotion or other form of development coaching is a necessity for any organisation. This would also be a fantastic opportunity to develop as a management tool, ‘the amount of organisations claiming to use coaching as a learning and development tool has risen dramatically, with claims being made regarding improved leadership skills and enhanced job performance’ (Stokes, et al, 2021).

‘The issue of ethics is critical in any profession’ (Cox, et al, 2014, pg. 430), there is a natural expectation that any officer should report wrongdoing and corruption, however, the complexity of disclosure compared to the necessity of a safe psychological space created by coaching would bring an ethical dilemma into play on not so serious an issue ‘a therapist’s decision to disclose information must be ethically and legally justifiable’ (Mitchels & Bond, 2022, pg.197).
There have been many public inquiries about the larger scale corruption or procedures that fall short of how the police should behave. One such inquiry was the Macpherson Report, which, in short, brought the Metropolitan Police Force into question regarding Institutional Racism; ‘Honesty and integrity are the bedrock of public confidence in the police force’ (The Guardian, 2015). Through that report, forces throughout England and Wales developed an understanding of cultures and also developed community safety departments to help engage with the hard to reach in society.

There is little in relation to the development of the policing culture and how to treat the inner culture of police employment within its own right or a developed coaching culture within the police force:

‘We want to support everyone to understand the responsibilities and high expectations that come with a role in policing and how these can be met’ (Bennett, 2022). Furthermore, there are a criticisms and supporting arguments for each of the coaching models that have been highlighted:
GROW

Overemphasis on Goal Setting: One notable criticism of the GROW model is its potential overemphasis on goal setting to the detriment of exploring deeper psychological or emotional aspects. There may be need to explore the emotional resilience of the coachee prior to them taking any action on their action plan:

‘however, the prime positioning of goal setting suggests that the subjective world of the client is less important than the organisational objectives of the coaching, making client generation of goals unlikely’ (Brockbank & McGill, 2012, pg. 106)

‘People are cynical of any new approach’ (Whitmore, 1992, pg. 151); in complex situations where personal or interpersonal dynamics play a significant role, the GROW model's focus on goals may oversimplify the coaching process. This in turn could lead the system to neglect crucial elements that contribute to holistic development.
Linearity and Rigidity: Another critique centres around the perceived linearity and rigidity of the GROW model. Critics argue that life and professional challenges rarely unfold in a linear fashion ‘sustainable, significant change in the client’s inner systems can only happen if there is corresponding and supporting change in systems around them’ (Cox et al, 2014, pg. 441). Furthermore, a rigid adherence to the sequential steps of the model may not adequately capture the complexity of coachees' experiences and other life demands. 
‘Real life can never be completely replicated in a coaching or mentoring session’ (Connor & Pokora. 2012, pg. 210), real-world scenarios often involve dynamic, interrelated factors that may require a more flexible and nonlinear approach. 
The GROW model's structured format may limit the exploration of interconnected issues, potentially hindering the coach's ability to address the multifaceted nature of the coachee's concerns. Furthermore, coaches will focus only on the achievement of coachee between sessions and not focus on the emotional aspects or the struggles to achieve the achievement.

In relation to the model, looking towards the clarity and structure, one strength of the model lies in its clarity and structured approach. Its systematic progression through the stages and provides a clear framework for both coaches and coachees to work with. 
‘While awareness includes seeing and hearing in the workplace, it encompasses much more than that’ (Whitmore, 1992, pg. 34), this structure helps establish a sense of direction, ensuring that coaching sessions maintain a focused and purposeful trajectory. 
The GROW model's straightforward format can be particularly beneficial when working with coachees who appreciate a systematic and organised approach to goal attainment, fostering a sense of control and purpose in the coaching process. Goal-Centric Focus: ‘Sometimes this can feel like a difficult and uncomfortable process’ (College of Policing, 2023), the GROW model's emphasis on goal setting aligns with the broader principles of goal-oriented coaching. 
This has demonstrated efficacy in facilitating behavioural change and achievement ‘the coaching sessions will be used to discuss progress, review goals and action plans, discuss personal or social barriers and any benefits experienced’ (Edwardson, et al. 2018).

STEPPPA
Complexity and Potential Overwhelm: One criticism of the STEPPPA model lies in its level of complexity, which may potentially overwhelm coachees, particularly those new to coaching or facing high-stakes situations.           

This complexity may be challenging for coachees to navigate, and I will argue that streamlining the model could enhance its accessibility and usability, especially in contexts where individuals may be dealing with significant stress or pressure, however, ‘adopting a coaching approach has a number of benefits’ (Downey, 2014, pg. 155). This will show that the coach may need to hybridise or change coaching models to suit the needs of the client. I would argue that this should be an ongoing process for the benefit of the coachee. 

This pressure could have the potential of causing the coachee to resist further coaching or become silent within the sessions. The coach should take responsibility for the session and gauge the verbal and body language of the coachee, for their benefit ‘how do we know if we have done enough, or made the right decision?’ (Mitchels & Bond, 2021, pg. 131).

Ambiguity in the Pace stage in the STEPPPA model, which involves implementing the plan, may be subject to ambiguity and interpretation. Critics argue that the term Pace might lack the precision needed for clear understanding. 
‘Combined with good coaching, we can help clients to become more choiceful about how they may develop their best self.’ (Passmore. 2022), the stage could benefit from further clarification to ensure that coachees interpret and execute actions effectively. Ambiguity in this critical stage may hinder the practical application of the model and potentially lead to confusion or missteps in the coaching process.
Despite the criticisms above, there are also supporting elements to this coaching model:

Holistic and Comprehensive Approach: The STEPPPA model's comprehensive approach, spanning seven distinct stages, is a notable strength. By addressing key components such as setting the scene, target identification, exploring options, planning, implementing actions, performance evaluation, and aftermath reflection, the model provides a holistic framework for coaching. 
This holistic perspective is valuable in complex situations, allowing coachees to consider multiple facets and systematically approach challenges, contributing to a more thorough and strategic coaching process.
Emphasis on Performance and Learning: The STEPPPA model stands out for its explicit emphasis on the "Performance" stage, where coachees evaluate the outcomes of their actions. This focus aligns with a results-oriented coaching approach, emphasising accountability and continuous improvement. 
The model encourages coachees to assess their performance objectively, learn from experiences, and make informed adjustments for future endeavours. The emphasis on both performance and learning enhances the model's effectiveness in driving tangible outcomes and fostering a culture of ongoing development.
OSCAR

Whilst there are many positive attributes to using this model, there are also some issues in relation to it, as a researcher, I could pose a question: is this model a quick fix for the coachee?

Lack of Explicit Emphasis on Self-Reflection: One criticism of the model is the relative lack of explicit emphasis on self-reflection. While the model encompasses the five stages, it may not provide sufficient guidance or prompts for coachees to deeply reflect on their internal thoughts, emotions, and beliefs. These elements can play an important role in coaching; ‘do you consider what went right as well as what went less well?’ (Petty, 2004, pg. 495). 
‘The relationships can start as a conversation between colleagues, in the context of peer exchanges’ (Stokes, et al. 2021), effective coaching often involves uncovering underlying assumptions and fostering self-awareness, which may require a more deliberate focus on encouraging self-reflection within the model. Without this emphasis, coachees might miss opportunities for insight and personal growth.
Limited Exploration of Alternative Perspectives: Another critique revolves around the model's potential limitation in exploring alternative perspectives. The Choices stage encourages coachees to generate potential options, but the model may not explicitly prompt a thorough examination of diverse viewpoints or challenge underlying assumptions. 
‘Knowing is my knowledge; understanding that comes from my experience, my intuition or my capacity to think’ (Downey, 2014, pg. 30); in complexing and emerging situations, a more comprehensive consideration of alternative perspectives can contribute to a richer understanding of the issue at hand. If the coach can think of solutions or potentials, then the coach can, through good questioning allow the coachee to come to a similar mindset, more keyed to their own view.

It could be argued that this model may benefit from specific techniques or questions to encourage coachees to explore a broader range of options and perspectives; ‘the problem is that people are annoyingly incompliant when it comes to conforming theory’ (Megginson & Clutterbuck. 2009, pg. 130), which in essence could expand the mindset and thinking processes of the coachee

However, when looking at the possible issues in relation to the this model, there are some positives which can help support the model and the way it works for the coachee: ‘Often it is appropriate for a coachee to agree to actions following a coaching session’ (Starr. 2011, pg. 176); a notable strength of the OSCAR model is its structured and action-oriented approach. The clear progression through the model provides a systematic framework that guides coachees through a logical sequence. 
‘So interference is the prime obstacle to performance’ (Downey. 2003, pg. 43); this structure helps bring a sense of order to coaching sessions, ensuring that discussions are purposeful and focused on generating tangible outcomes. This could mean the coach may need to funnel the conversation down to one or two points of coachee implied importance if there are several issues ongoing. The model's emphasis on actionable steps aligns well with coachees who appreciate a methodical and results-driven coaching process.
The model thus distinguishes itself with a strong emphasis on the Review stage, promoting a continuous learning and improvement cycle. By encouraging coachees to reflect on the outcomes of their chosen actions, the model supports an iterative approach to goal attainment. This focus on review and learning aligns with best practices in coaching, fostering adaptability and resilience. 
‘How do we know if we have done enough or made the ‘right’ decision?’ (Mitchels & Bond. 2021. Pg. 131), this will aid the way of thinking in relation to the coaching industry, which, is an unregulated profession. New studies should support the dynamic development and any new mechanisms within a coaching and police force context.

Either aspect of the models will have their positive and negative traits dependant on the overall necessity for coaching in the first place, and there can be an argument in place to hybrid the models as well as generalisation on the criticisms: ’for those doing work around policy or in clearly applied areas, wanting to make more general claims will like be the main driver in research’ ((Braun & Clarke, 2022, pg. 145).
‘Developmental mentoring or coaching, through reflective dialogue, seeks to offer clients an alternative discourse’ (Brockbank & McGill. 2012. Pg 17), by delving deeper into the analysis, the psychological nature of coaching will become apparent. It will show that psychology and coaching can be intrinsically linked, by addressing areas such as confidence, resilience, emotions and emotional intelligence. Furthermore to the support that coaching can give, ‘remember, too, that all models always fail some of the people some of the time’ (McLeod. 2006. Pg. 193).

‘In some cases, these are damaged personalities, who need professional therapeutic help, but many cold fish can also be helped by coaching’ (Megginson & Clutterbuck. 2009. Pg. 185).

All literature aligns to a hypothesis that police officers – as well as coachees in general - should receive a holistic approach to coaching and how better that it can support police on a psychological level.

Further the hypothesis, the argument that the officers themselves should not be trained coaches by nature of a conflict of interest in what can be disclosed ‘the confidential nature of the relationship between coach and client forms the basis for trust within the relationship.’ (Cox, et al, 2014, Pg 435).
‘Therapy is governed and informed by the relevant law and also by professional regulations’ (Mitchels & Bond. 2021. Pg. 24), having explored coaching models and the overarching aims, by putting coaching into everyday usage within the police service with some comparison to other public bodies and businesses; ‘personal experience is recognised by how individuals learn, and it is much the same for organisations’ (Marcouse, et al, 2014. Pg 165).

We can look at how coaching seeks to change the operational culture within and how the confidentiality clause within coaching is at vulnerable precipice, however, ‘many issues among managers are generated by a lack of perceived choice’ (McLeod. 2006. Pg 67).

This can in turn could have an effect on officer and management performance as policing by its very nature is a command and control job, coaching is unlikely to change this nature, though many only seek coaching for promotional reasons, based on personal experience ‘it is not only a question of how performance is defined but also of who within the organisation is, or are, responsible for defining performance standards.’ (Rayner & Adam-Smith, 2009, pg. 112).
4.4 Theme 2:  Ethical Behaviour of UK Police Officers: A Holistic Examination:
Police, like doctors, have a duty of care, and a duty of care to information received. Police also have the right of discretion in law, meaning that they do not have to act upon information received. This could also be brought into question should they not act, would they therefore be negligent in their duty? (College of Policing, 2024).
The question to be raised here, if the coachee has stated something within the coaching session, has the police officer as a coach got to take action or would they be negligent of duty should they not arrest or report to PSD?

- Would it depend on what is said?

- Where is the duty of care?

- Would it be prudent to tell the coachee at the very start that any offences disclosed would need to be actioned upon? ‘
- Does this then become one word against the other, bearing in mind there may be no witnesses to support the claim from coach versus coachee?
The overall aspects of this sort of dilemma and contract of the sessions will need to be discussed at several levels of the organisation to aid the psychological support that coaching will give ‘being clear about ethical principles is important for several reasons’ (Connor & Pokora, 2012, pg. 218).
Professional Practice of the Police Coach

‘Too often ethics have been reduced to rules and laws that who belong to a professional association must abide by’ (Hawkins & Smith, 2013, pg. 187), sometimes the situation the coachee find themselves in, whilst working within the police service extends beyond the boundary of the coaching need; it can encompass ethical considerations that are paramount in a profession that wields significant authority.

It can guide officers to navigate ethical dilemmas, whereby they need to exercise discretion judiciously, and foster a culture of accountability and transparency, however, there is always the “what if I don’t report…?” type question that can be a focal point for the coach; ‘we strongly believe that every practitioner needs to develop their own ethical principles’ (Hawkins & Smith, 2013, pg. 191). That said, the erosion of the discretion and autonomy within the police trained coach is overt, and the coach cannot make any decision on their own, so it appears. 
To embed ethical thinking in coaching within the police service, a robust framework for training and development is essential. There may be need for ethical training within the coaching and mentoring training as opposed to the blanket: “you must report to PSD”, ‘Kant has always had a strong following because of the advantages his theory brings’ (Stewart, 2011, pg. 45).

As much as it could be argued that coaching should be external to the force in order to prevent a conflict of morals, ethics and of interest, the contracted coaches face the same issue per se, as if signed up under contract by a police force, they would come under the same PSD obligations.

However, this is not the same a coach trained officer setting up their own practice whereby they could face the conflict of interest – if a client stated they committed a crime, do they arrest their client, who may have paid them excess of £1000? 
By unpacking the literature on this interplay, this can be a start of a catalyst for dismantling systemic barriers and promoting equitable practices within law enforcement and coaching as a profession. As such, I have not discovered any literature in relation to police trained coaches and the dilemmas thereby faced, thereby leading to a gap in knowledge, which will need to be researched at a deeper level and potentially over a longer period of time. At the very least, this is to protect the integrity of the officers, but also, and maybe more importantly, the vulnerability of the coachee. By looking into the effectiveness methodologies, and the role of continuous learning in fostering a mindset of critical inquiry; ‘as humans, we have a need to look good in the eyes of other people and ourselves’ (Starr. 2011, pg. 141).

The College of Policing website has links to their coaching training and a timetable, but there is no detail as to what is involved in the training, this could be due to the fact I am no longer a police officer and cannot get full access to the site anymore (College of Policing, 2023). This could also be researched at a deeper level upon continuous study or maybe at a Doctorate level, where the nuanced knowledge can be critically examined.
By investigating the practitioner-level experiences, comparing ethical frameworks across disciplines, exploring the impact of organisational culture. Studies on coaching outcomes, and examining the role of supervision and continuing education, researchers can contribute valuable insights to the evolving field of coaching within the police service. 
The outlined future research directions hold the potential to enhance our understanding of ethical dilemmas within coaching, particularly within the context of law enforcement.
4.5 Theme 3: Building Trust: Upholding Confidentiality and Managing Ethics – The Dynamics of Coaching in the Police Service
‘Being clear about ethical principles is important for several reasons’ (Connor & Pokora, 2012, pg. 218), the literature reviewed encompassed the evolution of coaching in policing, the analytical lens of critical thinking, the paradigm shift in police leadership, challenges, and opportunities, ethical considerations, training and development. 
This will have an impact on organisational performance, and the intersectionality with diversity and inclusion, as coaching is open to all within the organisation, regardless of rank or length of service. 
It does lead to the consensus that there is much written in relation to organisations and coaching elements as an industry, however, any reference to policing is minimal within text books, with scant reference to coaching being used within a police force. 

This synthesis has provided a roadmap for delving into the complexities and intricacies of a foundation basis for the subsequent sections that will scrutinise and synthesise the diverse perspectives and insights present in the scholarly discourse. It is imperative to reflect on the various perspectives, criticisms, and ethical dimensions that shape the discourse surrounding coaching in policing. 
‘Doing and thinking are familiar for modern organisations,’ (Brockbank & McGill. 2012, pg. 49), Immanuel Kant's ethical philosophy, while foundational in guiding moral conduct, is not immune to criticism. Do we act or think morally, and by whose guidelines is this moral standard? ‘it is their responsibility to monitor their standards of practice and reflect on how they are working with their clients’ (Connor & Pokora, 2012, pg. 218).

Detractors argue that the rigid application of Kantian principles may lead to moral absolutism, where actions are deemed inherently right or wrong without considering the nuances of context. In the realm of coaching, this critique could easily gain traction when applied to the disclosure of confidential information. 
Critics also argue that a strict adherence to Kantian principles might overlook the contextual complexities that necessitate a more flexible approach, which may include instinct. By observing body language and tone of voice, the coach can glean a lot of information, however, ‘instinct is one of those intangibles that some people have and others do not’ (McLeod. 2006, pg. 177). 

This then will lead to a further consideration of how one coach would assume one thing, another coach, something else. For instance, situations involving potential harm or criminal activities may require a departure from the absolute prohibition on disclosure, raising questions about the practicality and adaptability of Kantian ethics in the dynamic field of policing. As a researcher, I would state that safety is above all else, and that everything else is secondary ‘an important aspect of organisational support, therefore, is the support offered by professional colleagues’. (Guskey, 2000, pg. 157). There must be balance against the duty of care and broader ethical obligations that policing entails. 
The ethical imperative of confidentiality in coaching, while crucial for building trust, faces scrutiny in specific contexts. Critics contend that an absolute commitment to confidentiality may, at times, impede the greater good, especially in law enforcement, which could lead the police coach to lose their job, or to be described as complicate in the crime. 
‘Ontological coaching gets to the heart of what it is to be human as the means for generating profound positive change,’ (Megginson & Clutterbuck. 2009, pg. 49); striking this balance necessitates a careful examination of the specific circumstances, posing a challenge to the unequivocal preservation of confidentiality.
There are four main areas of acceptable breaching, which also has its basis in counselling:

01. Child abuse

02. Terrorism and Money-laundering, especially as these can be linked

03. Data protection

04. Self/third party risk of danger

(Hawkins & Smith, 2013, pg. 192).

Conversely, proponents of Kantian ethics assert its universality and applicability in guiding ethical conduct. The principle of treating individuals as ends in themselves underscores the dignity and autonomy of each person, aligning with the foundational values of coaching within the police service.
‘It is very difficult to coach successfully in a remedial situation (Downey, 2003, pg. 134), in situations where the disclosure of confidential information may be ethically contentious. Kantian principles provide a moral compass, ensuring that decisions are guided by principles of integrity, respect, and the preservation of individual rights. This will undoubtedly resonate with the foundational principles that underpin ethical coaching practices.
Furthermore, as discussed throughout the dissertation, confidentiality, as a cornerstone of coaching, finds robust support in its role in fostering trust, openness, and honest dialogue between coaches and coachees. 
‘Training and briefing in ethical decision-making is also very important in fostering ethical conduct by employees, ‘ (Rayner & Adam-Smith, 2009, pg. 75), there has been an emphasises the importance of creating a safe and confidential space where officers and staff can explore personal and professional challenges without fear of reprisal. By somewhat accepting this, coaching becomes a potent tool for individual growth and development from both staff and the organisational viewpoint.
Determining where the moral and ethical line lies within the context of the individual and the organisation is a complex undertaking. This involves an intricate thought process between the rights and autonomy of individuals and the broader ethical obligations of organisations, particularly in the policing sector; ‘even the best codes of conduct, however, cannot possibly cover every possible situation that will arise’ (Rayner & Adam-Smith, 2009, pg. 75). 
The literature suggests that the moral and ethical line is not a static boundary but a dynamic and context-dependent construct ‘some coaching happens in a rather formal fashion’ (Downey, 2017, pg. 152). It lies at the intersection of individual rights, organisational imperatives, and societal expectations ‘an organisation employs individuals to fulfil its mission and achieve its goals’ (Downey, 2017, pg. 140).
The challenge of this intersection, ensuring that ethical decisions consider the well-being of individuals while aligning with the greater good and organisational integrity ‘like any other profession, coaches and mentors should reflect on their work in order to meet the high standards required of the industry’ (Brockbank & McGill, 2012, pg. 251). 
Therefore, an further research would be needed to ascertain what would be ontological (duty bound) and deontological (person centred); ‘a primary responsibility of an ontological coach is to manage his or her own way of being in a coaching conversation.’ (Cox et al. 2014, pg. 105).
In conclusion, the literature review provides a comprehensive exploration of coaching within the police service, traversing the realms of ethical considerations, critical thinking, and the practical applications of coaching. 
The criticisms and debates surrounding Kantian ethics and confidentiality underscore the need for a nuanced and context-dependent approach in the ethical landscape of coaching within policing. While Kantian principles offer a steadfast ethical foundation, their application must be tempered by an acknowledgment of the complexities inherent in the policing context. 
Similarly, the preservation of confidentiality, while vital for trust-building, requires a delicate balance with the duty of care. The moral and ethical line within the individual and organisational context emerges as a dynamic and evolving construct, shaped by the interplay of rights, obligations, and societal expectations ‘to confide in someone is to put your trust in that person’ (Mitchels & bond, 2022, pg. 11).

However, ‘what we must always remember is that validity is a matter of degree. It does not exist on an all-or-none basis’ (Guskey, 2000, pg. 236), which will show us the unclear balance of the subtle or great mindset of the coach when faced with an issue raised in a session. This critical lens enables a nuanced understanding of ethical principles, allowing for adaptability and responsiveness to the ever-changing landscape of policing.
As coaching continues to play an integral role in the professional and personal development of police officers and staff, a commitment to critical thinking becomes paramount for researchers and developers of coaching within policing ‘this can be unsettling and personally distressing for some adults, as they begin to question attitudes, behaviours and abilities that seem set in stone’ (Reece & Walker, 2007, pg. 9).
To support the coachee in relation to critical thinking when questioned about their ability and performance, the coach can fall onto Cognitive Behavioural Coaching, which is a process under the Cognitive Behavioural Therapy. This was developed by the observations and support processes by American Psychiatrist Arron Beck in the 1960s.

With that knowledge, we are already looking at the organisational needs that may not be addressed at an operational level and may have wider implications to the behaviour of officers, be their behaviour be of gold standard or falling short of what is expected of them by their peers and by the public ‘There may be occasions when behaviour does not meet our high expectations, which has the potential to damage our relationship with the public and our colleagues’ (College of Policing, 2024). 

Additionally, it delves into the ethical complexities that may arise when a trained officer opens their own coaching practice and the duty-bound obligations when a coachee discusses illegal activities, emphasising the potential damage to the coaching relationship and the broader ramifications on social media.

External coaching providers offer a distinct advantage in creating a safer and more confidential space for coachees within the police service. The inherent nature of policing, with its hierarchies and organisational dynamics, may pose challenges for officers seeking coaching within the same remit. 
External coaches, unaffiliated with the police force, provide a neutral ground where coachees can openly discuss concerns, challenges, and aspirations without fear of potential repercussions within the organisation. This external perspective fosters a more open and candid dialogue, essential for the effectiveness of coaching; ‘coaches should be external to any line management or direct report relationship to ensure relationships are status and power neutral and therefore equal and open to mutual discourse’ (Cox, et al, 2014, pg. 289).
The independence of external coaches from internal police dynamics contributes to a more objective coaching experience. Internal coaches, despite their training, may be influenced by the organisational culture, hierarchies, and existing relationships within the force. The external coaches bring a fresh perspective, free from internal biases, allowing them to challenge assumptions, encourage critical thinking, and provide a broader range of perspectives ‘once again, one of the things you are looking out for is a shift in energy’ (Megginson & Clutterbuck, 2009, pg. 42).
This external vantage point enhances the quality and depth of coaching interactions, ensuring that coachees receive insights and guidance beyond the confines of internal organisational dynamics.

The prospect of a trained officer opening their own coaching practice introduces another layer of ethical complexity. While officers may possess the necessary coaching skills, the potential dual roles of law enforcement and coach can blur professional boundaries. 
This dual identity may raise questions about conflicts of interest, particularly if the coaching practice involves colleagues or individuals within the same organisation ‘it seems to be challenging and unhelpful to attempt a degree of conformance in the coaching field, where coaching is established as a traditional profession. (Cox  et al. 2014, pg. 381). 

The risk of real or perceived conflicts challenges the fundamental principles of coaching, such as impartiality and the establishment of a safe space for coachees. One of the inherent challenges of coaching within a law enforcement context is the duty-bound obligations that come with knowledge of illegal activities discussed by a coachee. 

External coaches, not bound by the same remit as police officers, may face fewer conflicts in adhering to legal and ethical obligations. If a coachee discloses illegal actions, whether as a victim or perpetrator, the external coach is not constrained by the duty to arrest or report, as would be the case for a police officer. 
This distinction allows for a more nuanced approach to handling illegal activities, taking into account the complexities of the coaching relationship.

Conclusion
Navigating the legal terrain surrounding illegal activities within coaching sessions requires a delicate balance. While duty-bound obligations may necessitate taking action, such as reporting or arresting, the potential damage to the coaching relationship is a significant consideration ‘this isn’t so much a technique as another mind frame’ (Megginson & Clutterbuck, 2009, pg. 198). 
Coachees may perceive the breach of confidentiality as a betrayal of trust, leading to strained relationships and potential repercussions on the coaching process and complaints to the professional organisations should the coach be aligned to them, such as the European Mentoring and Coaching Council. Further, this could lead to cancellation of membership and a accreditation being removed from their database.
The delicate task for external coaches is to uphold legal and ethical obligations while maintaining the integrity of the coaching relationship, recognising the potential impact on trust and openness ‘how to broach the topic will depend a lot on circumstance and the particular skills of the coach/mentor’ (Megginson & Clutterbuck, 2009, pg. 168).
In the age of social media, the ramifications of an external coach taking legal or ethical action can extend beyond the coaching relationship. If a coachee takes to social media to share negative content about the coach's actions, it not only damages the coach's professional reputation but also jeopardises the confidentiality and trust associated with coaching. 

External coaches must be vigilant in managing reputational risks, navigating the complexities of social media fallout, and safeguarding the integrity of the coaching profession, however, ‘the more you direct your attention to the outcomes, the less stuck you stay in problems’ (Cooper & Castellino, 2012, pg. 41). This citation would give credence to reflect upon the problem raised in the first instance, before taking action.
The benefits of external coaching in the police service, particularly in creating a better psychological safe space for coachees and avoiding internal dynamics, are evident. External coaches offer a neutral, independent perspective that contributes to the quality and effectiveness of coaching interactions.

Evidence would suggest that it would be best for police officers not to be trained as coaches in order for the best outcome for the client and for the client to be in a safe space to talk, within parameters of safe guarding, though, this would mean that coaching would be outsourced. This would ultimately incur a cost, to the public purse, and to see a return on investment would take some time and further research and analysis:

‘Coaching can sometimes appear expensive until you set the cost against the salary of the individual being coached and the relative investment in that individual’ (McLeod, 2006, pg. 163).
That said, if an individual or company then obtains a contract to coach police, they have by very definition, become employed by that force and may well have to fall under their policies and procedures. There seems to be little written about contracts and the obligations of the contractor in relation to organisational cohesion and company policy obligations.
There are several avenues that emerge, each promising to deepen our understanding of coaching practices within law enforcement and shed light on ethical dilemmas faced by practitioners. 
This discussion outlines key areas for further investigation, including the need to study ethical dilemmas at a practitioner level. By drawing parallels with counselling and other talking therapies to identify shared disciplines and explore the nuanced delineations of moral and ethical lines ‘it is probably impossible to create a complete distinction between coaching and counselling’ (Downey, 2003, pg. 201).
By taking a comparative analysis with Counselling and other Talking Therapies, we could begin to enrich our understanding of ethical dilemmas in coaching, future research could conduct this study, these disciplines share commonalities in their commitment to client well-being ‘these reflections by some of the counsellors represent some of our struggles and achievements.’ (Mitchels & Bond, 2021, pg. 133). 
By uncovering practitioners' perspectives on issues such as dual roles, duty-bound obligations, and navigating social media fallout, researchers can contribute to the development of clearer ethical guidelines and standards tailored to the coach.
Therefore, by the nature of operational orders within the organisation – police officers should obey lawful orders, as set out by their code of conduct, officers in a higher rank can say to a lower level officer to do something, it must be done, but this is where the dilemma within police officers as coaches conflict.

5 Conclusion and Recommendations
As we conclude this literature review, it is evident that the ethical considerations inherent in coaching within the police service demand ongoing scrutiny and a commitment to fostering a culture of ethical inquiry and decision-making by further research and debates. Future research should also engage practitioners in reflective inquiries, exploring their perceptions of moral and ethical boundaries within coaching.
‘It nis very rare that a client brings an issue in that can be isolated from the environment in they live or work’ (Megginson & Clutterbuck, 2009, pg. 156); ethical dilemmas and confidentiality concerns are central issues in the coaching profession, especially when coaches hold additional roles such as being warranted police officers. The intersection of these roles presents complex ethical challenges that demand thorough consideration and interdisciplinary insights to ensure optimal client service ‘research and evaluation have a great deal in common’ (Guskey, 2000, pg. 44).
One of the primary ethical dilemmas faced by coaches, particularly those with law enforcement affiliations, is the tension between maintaining client confidentiality and fulfilling legal obligations, as stated in the question of a professional based dilemma between the police trained coach and confidentiality.
While coaching ethics typically prioritise client confidentiality to foster trust and facilitate open communication, the legal responsibilities of police officers may compel them to disclose certain information, such as evidence of criminal activity, historical and low level, as opposed to corruption as already stated.
This conflict of interest underscores the need for a nuanced understanding of ethical principles and a collaborative approach to decision-making. As a researcher and coach, a suggestion that a multidisciplinary panel of researchers from diverse, varied field of coaching is essential for addressing these complex ethical dilemmas effectively ‘external coaches more easily gain the trust and confidence of a coachee’ (Mcleod, 2006, pg. 162). 
‘Coaches, mentors and consultants are not just involved with individual clients, but also involved with teams, departments or whole organisations’ (Hawkins & Smith, 2013, pg. 133); drawing on expertise from disciplines such as counselling,  psychology, law, ethics, and sociology can provide comprehensive insights into the various factors at play and facilitate the development of nuanced solutions. All these disciplines can face the awkward moment when a coachee will say something that creates a tense situation for the practitioner. 
As an example, legal scholars can offer guidance on navigating the intricacies of confidentiality laws and regulations, while ethicists can provide frameworks for balancing competing moral obligations, and sociologists can bring their understanding of work based culture to the awareness of any further study.
With the involvement of researchers specialising in coaching ethics can help elucidate the unique ethical considerations within the coaching profession and ensure that any proposed solutions are aligned with established ethical standards ‘working across difference has become increasingly important in recent years’ (Hawkins & Smith, 2013, pg. 184). 
This interdisciplinary approach not only enriches the discourse surrounding ethical dilemmas but also enhances the quality of guidance available to coaches navigating complex ethical terrain. Moreover, critical examination of power dynamics within coaching relationships is paramount, particularly when the coach holds a position of authority outside the coaching context, such as in law enforcement. The potential for coercion or undue influence must be carefully considered to uphold the principles of autonomy and respect for clients' agency. 
Although we have looked at the impact on the police officer, we must also hold onto a consideration that the client may make certain allegations against the officer if in private practice. Though this could occur to any therapist, a disgruntled coachee may potentially make trouble for the sake of it. False allegations are not beyond the realm of reality and can occur. This would also add weight to the conclusion that police officers shouldn’t be coaches, not until they leave service.
Addressing ethical dilemmas and confidentiality concerns in coaching, especially for coaches with additional professional affiliations like warranted police officers, requires a sophisticated understanding of ethical principles and a collaborative, interdisciplinary approach. By leveraging insights from diverse fields, coaches can navigate complex ethical challenges with integrity and ensure the highest standards of client care; ‘attending well to another person requires giving them full and undivided attention’ (Hawkins & Smith, 2013, pg. 166).
‘We believe that every coach, mentor, consultant and supervisor needs to have spent time clarifying their own ethical principles, whether or not they are registered with a professional association which has developed collective ethical standards.’ (Hawkins & Smith, 2013, pg. 194)
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7.1  Appendix 1: Ethics Form
APPLICATION FOR ETHICAL APPROVAL

In order for research to result in benefit and minimise risk of harm, it must be conducted ethically. A researcher may not be covered by the University’s insurance if ethical approval has not been obtained prior to commencement.

The University follows the OECD Frascati manual definition of research activity: “creative work undertaken on a systematic basis in order to increase the stock of knowledge, including knowledge of man, culture and society, and the use of this stock of knowledge to devise new applications”. As such this covers activities undertaken by members of staff, postgraduate research students, and both taught postgraduate and undergraduate students working on dissertations/projects.

The individual undertaking the research activity is known as the “principal researcher”.

Ethical approval is not required for routine audits, performance reviews, quality assurance studies, testing within normal educational requirements, and literary or artistic criticism.

Please read the notes for guidance before completing ALL sections of the form.

This form must be completed and approved prior to undertaking any research activity. Please see Checklist for details of process for different categories of application.  
SECTION A: About You (Principal Researcher)

	1
	Full Name:
	Darren Michael Hembrow

	2
	Tick all boxes that apply:
	Member of staff:
	☐
	Honorary research fellow:
	☐

	
	Undergraduate Student
	☐
	Taught Postgraduate Student
	☒
	Postgraduate Research Student
	☐


	3
	Institute/Academic Discipline/Centre:
	UWTSD/Education



	4
	Campus:
	Swansea

SA1 IQ

	5
	E-mail address:
	1908926@student.uwtsd.ac.uk 

	6
	Contact Telephone Number:
	07891113015



	
	For students:

	7
	Student Number:
	1908926

	8
	Programme of Study:
	MA in Learning, Well being and Personal? Development

	9
	Director of Studies/Supervisor:
	Sue James/Tracy Taylor


SECTION B: Approval for Research Activity

	1
	Has the research activity received approval in principle?

(please check the Guidance Notes as to the appropriate approval process for different levels of research by different categories of individual)
	YES
	☒
	NO
	☐

	
	
	Date

	2
	If Yes, please indicate source of approval (and date where known): Approval in principle must be obtained from the relevant source prior to seeking ethical approval
	Research Degrees Committee
	☐
	

	
	
	Institute Research Committee
	☐
	

	
	
	Other (write in)

Sue James 
	☒
	01/10/2022


SECTION C:  Internal and External Ethical Guidance Materials

	
	Please list the core ethical guidance documents that have been referred to during the completion of this form (including any discipline-specific codes of research ethics, location-specific codes of research ethics, and also any specific ethical guidance relating to the proposed methodology).  Please tick to confirm that your research proposal adheres to these codes and guidelines. You may add rows to this table if needed.

	1
	UWTSD Research Ethics & Integrity Code of Practice
	☒

	2
	UWTSD Research Data Management Policy
	☒

	3
	 BERA Guidelines
	☒


SECTION D: External Collaborative Research Activity
If there are external collaborators then you should gain consent from the contact persons to share their personal data with the university. If there are no external collaborators then leave this section blank and continue to section E.
	1
	Institution
	NA



	
	
	

	2
	Contact person name
	

	3
	Contact person e-mail address


	

	4
	Is your research externally funded?
	YES
	☐
	NO
	☐

	5
	Are you in receipt of a KESS scholarship?
	YES
	☐
	NO
	☐

	6
	Are you specifically employed to undertake this research in either a paid or voluntary capacity?
	Voluntary
	YES
	☐
	NO
	☐

	7
	
	Employed
	YES
	☐
	NO
	☐

	8
	Is the research being undertaken within an existing UWTSD Athrofa Professional Learning Partnership (APLP)?
	If YES then the permission question below does not need to be answered.
	YES
	☐
	NO
	☐

	9
	Has permission to undertake the research has been provided by the partner organisation?
	(If YES attach copy)

If NO the application cannot continue
	YES
	☐
	NO
	☐


Where research activity is carried out in collaboration with an external organisation

	10
	Does this organisation have its own ethics approval system?
	YES
	☐
	NO
	☒

	
	If Yes, please attach a copy of any final approval (or interim approval) from the organisation (this may be a copy of an email if appropriate).




SECTION E: Details of Research Activity

	1
	Indicative title:
	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.



	2
	Proposed start date:
	01/10/22
	Proposed end date:
	14/04/2023

	
	Introduction to the Research (maximum 300 words per section)

Ensure that you write for a Non-Specialist Audience when outlining your response to the points below:
· Purpose of Research Activity

· Proposed Research Question

· Aims of Research Activity

· Objectives of Research Activity

Demonstrate, briefly, how Existing Research has informed the proposed activity and explain
· What the research activity will add to the body of knowledge 

· How it addresses an area of importance. 

	3
	Purpose of Research Activity

The purpose of this literature review is to examine, critically assess and describe the coaching disciplines in an UK police force, highlighting comparative support mechanisms (counselling for example), which run along-side coaching. It will also explore the potential of a conflict of interest of coaches within the police service with regards to breaching confidentiality when police officers are trained as coaches in line with the directive of the Professional Standards Department when the client discloses that they may have committed a crime and the moral dilemmas (deontological) surrounding it.

Throughout the review, there will be an exploration of the erosion of police officers right of discretion, policing code of conduct, policing ethics and reasoning for disclosure in the wider context i.e. when should the coach disclose and their duty of care. 
This review will also discuss the disclosure rules which Could result in police officers being compelled to give evidence in court. 

The conclusion will then focus on the gap of knowledge in relation to a conflict of interest of officers and police staff being coaches (and counsellors) whilst working for the police, as well as the potential for the coaches to be external to the police organisation.
(this box should expand as you type)

	4
	Research Question

01. What is the code of conduct in police ethics?

02. Why is it important to have confidentiality?

03. What are the Counselling and coaching crossover protocols?

04. What are the Legal Responsibilities of coaching in regards to safety of the client?

05. What can a conflict of interest lead to?



	5
	Aims of Research Activity

In the workplace of the police, coaches may face an ethical dilemma of whether to breach confidentiality when a client reveals information that poses a threat to public safety. Coaches must balance their ethical responsibility to maintain confidentiality with their obligation to prevent harm to the community. In such cases, coaches may have to disclose information to relevant authorities or agencies to prevent harm, even without the client's consent.
(this box should expand as you type)

	6
	Objectives of Research Activity

The objective is to gain a deeper understanding in the disciplines of coaching and the appropriateness of those police officers and staff being employed  by the police service to coach clients looking at the overall conflict of interest and erosion of the officer’s right of discretions by Professional Standards Department within the police service
(this box should expand as you type)

	
	Proposed methods (maximum 600 words)
Provide a brief summary of all the methods that may be used in the research activity, making it clear what specific techniques may be used. If methods other than those listed in this section are deemed appropriate later, additional ethical approval for those methods will be needed. You do not need to justify the methods here, but should instead describe how you intend to collect the data necessary for you to complete your project.

	7
	The research method would be purely a literature review, which will look at the non-academic sources e.g. college of policing; Gov.uk as well as academic sources through published texts and University Library online sources, with the following.
There is some literature which names peoples, as such, should any of that specific text be needed, the names and gender of the person will be anonymised e.g. Male 1, Female 1 and so on.

The texts will support or undermine the ethnographic (personal experience in a set of circumstances) which will be the core value of the research.

(this box should expand as you type)
(this box should expand as you type)


	
	Location of research activity

Identify all locations where research activity will take place.

	8
	The research will take place mainly online, ethically and with no participation as I will be using relevant books, reports, websites (as above).

.

(this box should expand as you type)

	
	Research activity outside of the UK

If research activity will take place overseas, you are responsible for ensuring that local ethical considerations are complied with and that the relevant permissions are sought. Specify any local guidelines (e.g. from local professional associations/learned societies/universities) that exist and whether these involve any ethical stipulations beyond those usual in the UK (provide details of any licenses or permissions required). Also specify whether there are any specific ethical issues raised by the local context in which the research activity is taking place, for example, particular cultural and/or legal sensitivities or vulnerabilities of participants. If you live in the country where you will do the research then please state this.

	9
	N/A

(this box should expand as you type)


	10
	Use of documentation not in the public domain: Are any documents NOT publicly available? 


	NO
	☒

	
	
	YES
	☐

	11
	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/
7.2 Appendix Spreadsheet Sample
[image: image3.emf]Neill, Michael: You can have what you want. 2009. Hay House 

Publisher. United Kingdom 

‘Inner success is the ongoing experience of love, happiness, 

fulfilment and wellbeing’ (

Passmore, J. Stopforth, M. & Lai, Y. (2018) Defining Coaching Psychology; Debating coaching and coaching psychology definitions. The 

Coaching Psychologist. 14(2), 120-122. Key themes in these definitions are the facilitative nature of coaching.

Engelhardt, H. T. (2010). MORAL OBLIGATION AFTER THE DEATH OF GOD: CRITICAL 

REFLECTIONS ON CONCERNS FROM IMMANUEL KANT, G. W. F. HEGEL, AND ELIZABETH 

ANSCOMBE. 

Social Philosophy & Policy

, 

27

(2), 317–340. 

https://doi.org/10.1017/S0265052509990252

He does this by making the idea of God central to his understanding of morality, all 

without acknowledging God's existence


7.3 Appendix:  Notes, Ideas and Memorandums

[image: image4]
PAGE  
1

