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Gibbs' reflective learning cycle
Gibbs' reflective learning cycle is a well-structured, simple-to-follow concept that looks to be partially relevant to most modern debriefing techniques. It expands on Kolb's theory by including the element of emotion, which is crucial to engagement and subsequent learning. Deeper understanding and integration of learning into knowledge and future activity are emphasised. Returning to the previous description of reflective practise, it is critical to preserve the focus on learning and action that is evident in the debriefing methods we have chosen, while focusing debriefing on empowerment and liberation. (Husebø et al., 2015)
Gibbs’s suggests that experiences are the precondition for reflection.  Gibbs’s reflective cycle provides a clear guide to the reflection process. The framework of the cycle is a sequence of cue questions that gives the learners a checklist to work through by answering and considering the consequent cue questions. Gibbs’s reflective cycle is based on learning through experiences by paying attention to feelings, analyzing the thoughts and recommendations for future actions. 
“Gibbs (1988) describes the application of the reflective cycle to a variety of educational methods including case studies, games, role-plays, and other simulations.” (Husebø et al., 2015)
Gibbs’s reflective cycle is similar to a structured debriefing. Gibbs says that "learners often lurch from superficial descriptions of what happened to premature conclusions about what to do next, without adequate reflection or analysis” (Husebø et al., 2015). Furthermore, “if the experience has been especially powerful then discussion may never get further than description of what happened or of the feelings associated with the experience. If description and feelings are not dealt with adequately, learners may return to these at a later stage when they should be considering implications and action plans” (Husebø et al., 2015).
Here are the six stages of the reflective process each logically following the other:
Description

Evaluation
Conclusion
Action Plan
Feelings
Analysis






Stage 1 - Description (What happened? Just make a description without trying to make any judgements yet);
Stage 2 – Feelings (What were you feeling and thinking? It is early for analysis yet);
Stage 3 – Evaluation (What was good and bad about the experience? What are your judgements?)
Stage 4 – Analysis (What sense can you make of the situation? Bring in ideas from outside the experience. Wew others’ experiences similar or different in an important way?);
Stage 5 – Conclusion (What else could you have done? What can be concluded in a general sense from this experience and the analyses?);
Stage 6 – Action Plan (If this experience occurred again, what would you do? What are you going to do differently in this type of situation next time it happened again?)
I will use Gibbs’s reflective cycle to reflect on my experience I this module. The Time Management session gave me a great basis to develop my time management skills. Let’s start with the description.
Description
I have started a new job at a recruitment company, where the bosses had the requirement to bring them 10 (ten) people for the 3 (three) days I was working in the office. I also had to visit the lectures in Birmingham, and to find time for the assignments for the semester.
So I sat down and divided the time between the job and the university. I was doing my job from Monday through Tuesday, then going to the university on Wednesday and Thursday, and then continuing with the job on Friday. I was using the Saturday for the University and Sunday I was usually having a break.
Using this schedule I managed to distribute the tasks and succeeded in writing the assignments in Community Engagement, both the assignments in marketing Fundamentals, and, since the time was a little short at a point, I skipped the assignment in Global Business Environment. Of course, my work was also going as planned – I was doing the 10 new workers per week with ease.
Unfortunately, at the final week of the semester I got the COVID-19 and this broke the good schedule to an extent that I could just try and have the exam in Global Business Environment, and I just couldn’t do it. And the final work in Community engagement was left for the final minute, just before it is pointless.
Feelings
In the beginning I was a little bit overwhelmed and I was worrying that things could come out of control, because everything was so tight and on the verge.
After the middle of the semester when I successfully submitted two of the three works I had to submit (according to the plan), I started to feel satisfaction. Finally, though I started to fear that the final work in Community Engagement will be so late and felt helpless to write it.
Evaluation
The good thing about the experience was that I managed to fulfil my program to the extent that I had made it, as I made it, tweeting it on the go and keeping a sharp eye on the thing ahead. 
The down side is that in the process I just did not make it with the Global Business Environment module. I didn’t finish the examination and I did not submit the assignment. Also, due to the final circumstances I was unable to make an on-time delivery of this paper.
Analysis
I miscalculated the time and skipped the Global Business Environment assignment. It was avoidable, but when I found out it was already too late. Also, the final phase with the final assessments and the examination had an unforeseen event that interrupted the entire schedule and almost lead to the unfortunate ending of the semester.
Conclusion
I realized that it is very probable to accomplish whatever one sets in front of himself and follows the plan as scheduled. It is only a matter of good consideration and planning to finish all the required and wanted tasks to the degree that they were planned. And, in order to have all the tasks finished on time and with no flaws one should prepare for eventual draw-backs and obstacles that have to be overtaken.
Action Plan
In the future, when I meet similar situations I will consider the schedule more precisely and will foresee eventual draw-backs, which will reflect in earlier starting and finishing of the assignments and allowing more time for reaction if the things go wrong somewhere.
And for the final part of the assignment, I’d like to discuss the McGregor’s motivation theories ‘X’ and ‘Y’ and my observations from my practice. First, let’s explain the theories. Theory ‘X’ is the continuation of Tailor’s Scientific Management Theory which was the first theory that was structuring the management of people and gave it some actual measurement. (Cole & Kelly, 2011)
The hypothesis of the ‘X’ theory are as follows:
A) People are not willing to work and will always chose not to if given the choice;
B) Being such, the majority of the people need to be strictly guided, controlled, directed and threatened with punishment in order to make the efforts necessary to fulfil the organizational objectives.
C) The average person prefers to be directed and controlled, prefers to avoid responsibilities and has relatively little ambition and seeks security before all. 
And the hypothesis of the ‘Y’ theory are as follow:
A) Using physical and mental effort during one’s work is “as natural as play and rest” (Larson et al., 2007)
B) People are going to exercise self-control and self-direction in order to achieve the objective they have committed to. (Larson et al., 2007)
C) Endeavor to fulfil the objectives is connected directly with the rewards associated with their accomplishment. (Larson et al., 2007)
D) The average person, under the proper conditions not only learns to commit to responsibilities, but also to be looking for them. (Larson et al., 2007)
E) “The capacity to exercise a relatively high degree of imagination, ingenuity, and creativity in the solution of organizational problems is widely, not narrowly, distributed in the population.” (Larson et al., 2007)
F) The intellectual potential of the average person is only partially utilized under the conditions of the modern industrial setting. (Larson et al., 2007)
My observations on the modern industrial management has indicated that both these theories are applicable of their highest effects, but only in different circumstances and settings.
Theory ‘X’ was the perfect management theory for the plants where the labourers have to go to work every day and perform one and the same boring action all day long, for either eight or twelve working hours, and then come back on the next day and repeat it. As much as I agree with the ‘Y’ theory, it will finally prove inefficient in the management of these people. Just, the labour in these factories is such that nobody can continue doing it with the same enthusiasm and passion for too long. And it does not matter the prize, my observations are that labourers who were in the factory from much earlier tend to transfer their work to newly-come workers who do not know all the rules and who are willing to take over some more hard work.FI not controlled, guided and threatened, the older workers will end up doing almost nothing all day long, which is not the work they are paid for.
On the other hand – theory ‘Y’ is perfectly suitable for my job at the recruitment company. It defines the best managerial setting for this kind of job. Being offered the job I was asked to bring at least 10 people to the company weekly and then I was introduced to a bonus scheme, that was about to bring to me additional funds if I brought to the company additional people.
First of all – I was motivated for the job at the very beginning and for the time I was doing it I could not lose interest, because of the new challenges every day. I have always been keen on jobs dealing with people and job connected with direct selling. And this job just combined both of these passions of mine. And, as mentioned above, I set my schedule of things and started to write the ads for work that were attracting the people who were bringing me the bonuses. 
This proves that people under the right setting and the right job are willing to take over the responsibility of work and even look for new responsibilities. They are ready to guide and direct themselves and commit to their duties for their accomplishment. In order to fulfil their job they will apply as much imagination as necessary and will not spare any for the best result. They will experiment and adjust, will look for the best time to publish their ad and will search for the most suitable words to type in it. And for all this is enough to offer them the right bonus-scheme or remuneration. 
[bookmark: _GoBack]As a conclusion I will mention again that Gibbs’s learning cycle impresses with its thorough, six-stage process which is a good tool to analyse, debrief and learn from a certain experience. It is better than the Kolb’s theory, because it adds the element of emotions to the learning cycle. And emotion proves to be crucial for the learning process. One practical example for learning through Gibbs’s cycle is my use of time management and the lessons I extracted out of it. Of course learning through experience is my experience with both the ‘X’ and the ‘Y’ theory by McGregor. The two study cases with the factory setting and the office-work are real experiences that gave me the different view point for the two theories that proved operational under the different conditions.
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