Critical Evaluation.
Introduction.

[bookmark: _Hlk133756758]The present essay will undertake a process of introspection to critically reflect on the strengths and areas for improvement in my deadlift coaching session, to identify potential areas for future improvement. The present study employs Driscoll's model of reflection (Hill, 2013) as a theoretical framework to reflect on various positive aspects of the session. These include the number of participants in attendance, the use of multiple modes for information presentation, and the incorporation of systematic breaks. I will also reflect on areas for future improvement including the moderation of verbal feedback provided to participants, and the implementation of zones during skill practice.
Critical reflection, according to Finlay (2008), is the evaluation and analysis of experiences, beliefs, and behaviours to develop a greater understanding of oneself and the world. Engaging in this process can improve self-awareness and is crucial for optimal learning (Bassot, 2023). In the context of coaching, it is suggested that reflective practice is an ideal method to develop critical self-awareness and a mechanism for coaches to monitor, evolve, and improve what they do (Gilbourne et al., 2013). Active engagement in a process of reflection is necessary for coaches to facilitate learning. It cannot be assumed that learning is a natural result of sporting experience, absent of reflection, as Gilbert and Trudel (2006) stated "Ten years of coaching without reflection is simply one year of coaching repeated ten times".
The Driscoll model is a useful guide for reflection. Choosing a context-specific model is crucial. The fast and dynamic nature of sports (Fletcher, & Scott, 2010) necessitates a matching fast and concise reflective model. The simple and effective structure (Driscoll, & Teh, 2001) of this model makes it ideal. The model (Driscoll, 1994) comprises three components, firstly the “What”, is a description of the event. The “So What”, An analysis of the event. Finally, the “Now What”, Proposed actions following the event.
We can assess experiences by answering these three questions. begin by describing the circumstance or event. Context is crucial at this stage. This is achieved by asking "What?". The next stage asks what the takeaway from the experience was, the "So what?" stage. The final stage prompts the user to consider the next steps following reflection. The “Now what?” asks if behaviour should be changed. Is the current situation productive or are changes necessary?
The use of the SMARTER goal-setting principle is the framework developed by Locke et al., (1981) an effective method to ensure effective change is implemented if change is required. The acronym stands for:
· Specific: Clear and well-defined.
· Measurable: Quantifiable so that progress can be tracked and measured.
· Achievable: Realistic and attainable.
· Relevant: Aligned with objectives and priorities.
· Time-bound: Clear deadline or timeframe.
· Evaluated: Tracked and evaluated regularly to assess the effectiveness.
· Reviewed: Reviewed periodically to ensure they remain relevant.

By following the SMARTER goal-setting principle, coaches can establish goals that are challenging but attainable, avoiding amotivation (Deci, & Ryan, 2013), therefore, improving the coaching experience and environment for their athletes. 
Participant numbers.

One positive factor to consider is the session participant number. The session included four participants, which allowed for more opportunities to provide personalised feedback to each participant. Limiting the group size can minimise the likelihood of technical errors and reduce the potential for injuries because as the coach, I had more opportunities to provide person-centred positive feedback and correct technique. Chelladurai (2007) suggests that the providing of positive feedback has the potential to strengthen athlete motivation and heighten the likelihood of repeating desirable behaviours. The action is likely to satisfy the participant's basic need for relatedness, as suggested by Ryan and Deci's (2000) sub-model of basic psychological needs within the self-determination theory. This is because the participant will experience a sense of being valued and recognized. When dealing with a larger group, the coach's time allocation may be directed towards managing the session requirements or spread among a larger number of athletes. 

Multiple modes for information presentation.

Purdy (2018) suggests that different ways of presenting information can enhance learning and skill acquisition by linking separate elements of information and promoting a deeper understanding of the skill. This was a positive coaching aspect. 
On a screen, a technically sound deadlift was set up for continuous loop playback so that all participants could view it continuously and refer to it as required. Participants received a printed sheet with explanations, coaching prompts, and analogies for each phase of the deadlift movement to aid in self-check learning during coaching. The image reference provided on the printed sheet helped with this. I demonstrated before the participants engaged in reciprocal teaching. They paired up and used an iPad to receive video feedback from their partner after their deadlift attempt. With regards to Driscoll's "So what?" stage, this benefited the participants by enhancing their understanding and retention of the material through varied information presentation. Varying the presentation of a skill can enhance engagement and enjoyment when learning.
Future sessions should continue to present one concept or skill in a variety of modes to help the participants engage with the skill from different perspectives to aid in their retention and recall of the information. This relates to the phase of retention in Albert Bandura's Observational Learning Theory, which is also recognised as Social Learning Theory (McLeod, 2011). Bandura (1969) suggests that the retention of observed skills or behaviours is dependent upon the participant's ability to retain and recall them. Bandura highlights the significance of reinforcement during this phase to encourage the intended behaviour in the future, relating to the previous aspect of participant numbers (Nabavi, 2012). 

Systematic Breaks.

I included regular systematic breaks in my coaching session to keep participants engaged. Kolb's experiential learning theory states that learning has four stages: concrete experience, reflective observation, abstract conceptualisation, and active experimentation (Sharlanova, 2004). The participants' regular breaks provided them with the opportunity for reflective observation and consideration towards acquiring the new deadlift skill. Sweller (1988) suggests that systematic breaks can help manage cognitive load. Based on the notion that people have a finite capacity for processing information, learning is hindered when this capacity is exceeded. The use of regular breaks could have reduced cognitive stress, allowing for more effective recall of coaching knowledge. Grant and Cavanagh (2011) observed that structured breaks increased motivation and engagement compared to less frequent breaks. Therefore, I will continue to use systematic breaks in my coaching.
	The SMARTER goal-setting framework will be employed for the "Now what" stage of reflection regarding the areas for future improvement.

Moderation of Verbal Feedback.

The moderating of verbal feedback is one potential area for improvement. I entered the session feeling prepared and in control. But as the session progressed, I noticed that I was having issues getting the participants to grasp the technical aspect I was looking for, which resulted in a lot of verbal feedback from me. Information overload can cause a sense of overwhelm. Cognitive Load Theory (Sweller et al., 2011) suggests that people have limited information processing capacity, which can be improved with systematic breaks.
Furthermore, the self-determination theory suggests that individuals have an inherent psychological need for autonomy, competence, and relatedness (Ryan & Deci, 2020). Excessive feedback from coaches may reduce autonomy and competence, resulting in decreased motivation and engagement (Reinboth & Duda, 2006).
Additionally, Hattie and Timperley's (2007) meta-analysis identified that feedback is most effective when provided 1-2 times per task or learning effort. Consequently, I will limit feedback frequency and decrease it as participants become more competent.
This goal is specific since I know exactly how much feedback to offer, proving feedback 1-2 times per learning effort is simple to measure, an achievable amount and relevant to the goal of preventing cognitive overload. The time frame is dependent on their competency. I will evaluate their competency and revise the quantity of feedback provided, decreasing it as their competency improves.

Zones During Practise. 

During the self-check (Mosston & Ashworth, 1990) phase of the session, participants had the opportunity to spread out and work in their "zones".  Although the participants declined this option and felt comfortable working close to one another, I must be careful in the future and remember to make the particular goal of offering this opportunity, whether working with new participants or teaching a new skill with the same participant group. This is owing to Zajonc's 1965 social facilitation theory, which noted that social performance in big groups can be competence-thwarting and anxiety-inducing (Platania & Moran, 2001). A pre-and post-session checklist can be used as a clear deadline and measurement tool to remind me to provide the participants with the option of working in a zone. This can be achieved by ensuring that I set up the coaching environment appropriately before the session starts. This goal is relevant as it aligns with social facilitation theory and can improve performance. Asking for participant feedback at the conclusion of the coaching session and reviewing their feedback to determine whether it is a useful tool for them or whether it is redundant will allow me to assess the success of this goal.
Using the Driscoll model of reflection as a theoretical framework, this essay critically reflects on the positives and areas for improvement in my deadlift coaching session. Various positive aspects of the session, such as the number of participants, the use of multiple modes for information presentation, and the incorporation of systematic breaks, are highlighted for future continuation. There is also a discussion of potential improvements, such as the moderation of verbal feedback given to participants and the use of zones during skill practice. The SMARTER goal-setting principle is used for setting goals regarding potential improvements that are challenging but achievable, beneficial, avoiding amotivation, and providing athletes with a better coaching experience. This essay highlights the significance of critical reflection in coaching to improve performance and provide athletes with a better coaching experience.
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