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Gibbs Reflective Cycle: Dyson
Stage 1: Description of the event 
The experience takes place at Dyson Limited where I have been serving as a manufacturing supervisor for two years. My roles at the manufacturing plant include reviewing employee performance and determining areas that require improvement on matters relating to production rate. The work is intensive and requires round the clock reviews regardless of most of the tasks appearing to be repetitive in nature. The conflict arose from a junior employee who believes that their station has to execute too many tasks in the production line. This meant that they were always rushing to finish one task before jumping to the next in an attempt to avoid stopping the production line. They felt overworked as they had very little time in between the tasks when the same was compared to other stations in the production line.
Other people within the same station as the junior employee reiterated on the same issue after they heard it had been brought to light. Among factors that affect the flow of tasks from one station to the next at the Dyson plant include the level of experience that an employee has towards completing a particular task. The repetitive nature of most tasks almost guarantees that employees that have worked longer for the company have better time averages in completing tasks as compared to the less experienced. Delays in the lines tends to add pressure to the team. As a supervisor, I had to create a way of determining why the delays were occurring within that station. The number of employees and tools was increased at the station leading to better averages in task execution.    

Stage 2: Feelings 
I had a general feeling of dissatisfaction with how the matter was brought forward by the junior employee. While no specific protocol had been developed by then to determine how matters regarding the production line should be reported, I felt that the approach employed fell short. Understanding the specifics of a production line requires one to have great experience with a similar project which helps to furnish them better on points to improve. This made me to think that while there could be issues with the production line, the lack of adequate experience with the junior employee made his analysis appear biased. The intricate nature of operations within the station was being affected negatively from this point leading to more delays. 
Immediately after the junior employee raised the issue on their station being overworked, a general lack of commitment started emerging where the same tasks were taking much longer to complete. The focus had now shifted from trying to fulfill their tasks to constantly evaluating the amount of tasks that was being allocated to the station in relation to other groups. This made me feel highly discontent with the team since I felt that they had resulted to a go slow tactic to make sure that it became certain to everyone they were being overworked. Workplace environment which involves the transition of tasks from one team to the next relies on efficiency of all teams to ensure better performance (Markos & Sridevi, 2010). 
I felt happy for being able to resolve issues with the station and the resulting delays. Looking back, I can see the possibility of poor outcomes at the workplace in a situation where there is poor communication. Some of the factors that lead to delays in the resolution of problems at the workplace since the management has to determine the motive behind each claim (Constantin & Baias, 2015). In this case, the claim was genuine but the way it was presented showed little to no goodwill on the part of the junior employee.
· Discontent
· Happy
· Disenfranchised               
Stage 3: Evaluation 
The experience was good in that it resulted in an actual boost in overall performance along the production line. It is critical to maintain good relationship among employees by ensuring that there is equitable distribution of tasks for employees within the same level. Most of the work undertaken at the Dyson production line is highly repetitive given the high volume of products that have to be made. The employees are thus trained towards completing only a particular portion of the production process which helps to boost the levels of efficiency at each station. Therefore, differences in tasks to be completed by each team may create the impression that particular teams have more tasks than others. The management has to create a balance between the distribution of tasks and the intended level of efficiency since breaking up operations into smaller units may increase switching time between the additional groups (Potter, 2015).     
Among the issues that did not go well with the experience includes the long time it took to resolve the issue. Production lines are created with a certain output quantity in mind. Therefore, while minor changes can be undertaken to rectify efficiency, major changes especially those that lead to increases in cost of operation are harder to implement (Gruman & Saks, 2011). Justification has to be provided through the analysis of data to a point where no more doubts exist as to the need to invest more in the production line. The accuracy of the data increases in an environment where there is a lot of data at available to be analyzed (Markos & Sridevi, 2010). This meant that the team had to continue working as they were in their station. The observation continued for several days to determine that the said overworking in that station was not an inherent problem with the entire system.   
Stage 4: Analysis 
The eventual improvement in the workplace environment represents one of the positive outcomes of the experience. The process allowed the identification of hidden problems in the system which was leaving one team with too much while other groups had relatively normal tasks. Employees offering services at the same level of expertise should not be discriminated through unfair distribution of tasks (Ruck & Welch, 2012). Better overall performance means that the teams are able to enjoy other activities at the workplace such as lunch break without having to sacrifice much in terms of continued production. I was able to ensure that the team was helped with all necessary tools and additional manpower. This would eventually lead to higher overall production numbers as the right mix between human resources and capital was attained.     
Among the things that others did well include their ability to readjust to the new production environment. The implementation of change within an organization tends to be a complicated process since people are reluctant to employ changes in an environment that they are well familiar (Kramer, 2014). The fear for the unknown is enough to turn employees against each other. While one team was experiencing production line overload, other teams did not report such and hence had no reason for changes in the system. Therefore, it was really impressive how the changes resulted to better performance across the entire production floor. However, there are several things that went wrong with the experience at this point. Greater resources had to be spent across the entire production floor to ensure that the capacity of each of the teams matched. Increases in production cost tends to eat into the profit margins consequently negatively affecting future earnings of the employees (Gruman & Saks, 2011). 
The contributions of other people to an experience includes how they react to changes on various aspects of the work environment. In this case, the contributions included their willingness to adapt to a changing work environment. An analysis conducted on the production line revealed that issues such as manpower and tools at various stages throughout the production line were contributing to marginal increases in work load for one station. The employees were cooperative during the change process although it tool some convincing for employees who had found no faults with their stations. Their eventual acceptance can be attributed on the fact that the changes were an improvement in the work environment (Kramer, 2014). Production lines run on targets which are tailored down to each individual. Therefore, additional employees or equipment to make the process more efficient and boost productivity is likely to receive support from the employees.     
Stage 5: Conclusion 
With every experience, it is crucial to determine how else the scenario would have been handled to get better outcomes (Bassot, 2015). One of the changes I would make to how I handled the case would be to act much quicker in determining the challenges the station was experiencing. From this case, it took quite a lot of time to start deliberating on whether the matter was a genuine claim by the junior employee. While this would later be determined to be true through performance data analysis, a lot of time had passed which increased the amount of time the company was running inefficiently. This illustrates how poor strategies can continue being implemented within a company if targets have not been set right (Markos & Sridevi, 2010). Another aspect I would change in the manner in which I handled the situation would be to encourage employees to speak out challenges that they face while executing their duties. Better communication strategies have to be employed at all levels of a company to ease the flow of information across different levels. This helps to identify potential sources of conflict between the management and employees or among employees themselves (Ruck & Welch, 2012). Moreover, communication allows easier management to put forth the company’s mission to its employees which is critical towards the creation of a positive corporate culture.      
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