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[bookmark: _Toc133400824]Introduction 
In businesses of all sizes, tardiness is one of the most prevalent challenges that lowers productivity, morale, and expenses. We will utilise the Fishbone model to examine workplace tardiness and provide recommendations in this article. (Kelly and Armstrong, 2017). We will outline the problem of workers being late for work, analyse it to guide our decision-making, present many solutions, assess them using the Fishbone model, establish a strategy for executing the chosen solution, and communicate it with stakeholders.
[bookmark: _Toc133400825]Defining Problem
Managers struggle most with personnel tardiness. Latecomers are common. Lateness hurts any company. Most workers ignore disciplinary norms and legislation that encourage quick reporting. Existing policies may specify that workers must be at the office by a specific time, but in practice, many workers arrive late for work for a variety of reasons. (Plunkett and Hale, 2018). Lateness affects workplace productivity. Latecomers to work reduce efficiency and may hamper the company's ability to accomplish its goals and performance criteria.. 
[bookmark: _Toc133400826]Analysis of the Problem 
Employees that consistently arrive late to work are considered to be tardy. Many studies have linked tardiness to other forms of withdrawal behaviour, including as absenteeism and turnover, among workers (Parshetty, 2022). Employee tardiness is accidental turnover that can be fixed. Illness, oversleeping, and procrastination can cause tardiness. Despite these being the best reasons, most workers blame traffic and personal issues for their tardiness. Marzooq and Nisa (2022) found that almost 23% of employees admitted to being late to work at least twice weekly due to tardiness. Most latecomers believe their company's policies are too stiff and uninteresting. Family and health circumstances explain for the remaining proportion of tardiness. 
Employees who consistently arrive late to work create a negative work environment. They may have valid reasons for being late, such as traffic, poor weather, illness, or family obligations, but this conduct eventually becomes a routine (Gupta and Jenkins, 2020). Since their absences may be justified, non-laters may be granted the benefit of the doubt. However, managers must study employee tardiness to develop effective solutions that encourage on-time attendance. Leaders may explore ideas based on employee motives to boost productivity.
[bookmark: _Toc133400827]Proposing Alternative Solutions
Developing alternative solutions is crucial to solving a problem since it allows for a full study of all options. Since the success of the solution picked is highly related to the standard of the possibilities considered, it is crucial to analyse each prospective solution. 
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Alternative – 1 
A flexible scheduling strategy that includes remote work or staggered work hours may help reduce lateness. This method may assist fulfil worker needs, but it may not solve the problem or may make it worse (Singhvi and Sharma, 2020). Working from home may increase isolation and diminish supervision, which can lower productivity and increase tardiness.
Alternative – 2
Timeliness bonuses or time off are another option. This strategy may encourage timeliness, but it may also irritate and infuriate workers who are not qualified for the perks (Salsabil, 2022). The company may not be able to offer such incentives due to budgetary constraints.
Alternative – 3
Providing workers who have problems with timeliness with coaching and training is a third alternative method that might be considered. This approach has the potential to be beneficial in addressing the underlying cause of the issue and in assisting workers in the development of healthier habits and improved abilities in managing their time (Thomas, 2021). But it could require a large investment of resources, both in terms of time and staff, and it might not be useful for workers whose tardiness is often caused by reasons outside the company, such as difficulties with transportation.
It's important to consider practicality, efficiency, and unanticipated consequences when evaluating these numerous options. The solution must solve the main issue, be long-term, financially feasible, and acceptable to all stakeholders. To ensure success, the solution's efficiency must be regularly evaluated.
[bookmark: _Toc133400828]Evaluation of alternatives and identification of the most appropriate option
It is essential to assess each proposed solution to the issue of employee tardiness, after having proposed them using the Fishbone model, based on a number of factors, including their practicality, efficacy, and any adverse effects. 
In the first alternative, incentives have been recommended as a way to combat employee tardiness. This strategy targets the motivating aspect, which may increase employee punctuality, but it may not tackle underlying causes like poor scheduling or a lack of clear lines of communication (Tregoe, 2018). The solution may also have unexpected implications, such as encouraging unhealthy rivalry amongst workers or rewarding those who get up on time but don't execute their duties effectively.
Alternatives include flexible scheduling. This option allows workers to reschedule their schedules for personal obligations or unexpected events. Unpredictable work schedules or staff scheduling issues may impair productivity, and this technique may not address other issues like motivation or communication.
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Third, mentoring and training workers. This technique, which addresses time management skills, may improve communication and feedback. This approach is viable and has little side effects. This solution may be time-consuming to implement.
Using the Fishbone model and the preceding criteria, it has been found that the most effective solution to the issue of employee tardiness was to provide coaching and training to workers who were having trouble being on time (Butterfield, 2019). This solution addresses the root cause of the problem, is feasible, and has minimal potential for unintended consequences. It's in accordance with the goal to boost productivity at work while also ensuring a positive work environment. 
[bookmark: _Toc133400829]Implementation 
Coaching and training for workers who have difficulty being on time has been recognised as the best solution to the issue of employee tardiness. Now it is crucial to create a clear strategy for putting this solution into action. These are the measures that can be performed to this solution:
1. Identifying employees struggling with punctuality: Collecting information on employees' attendance will be the first step of the implementation plan to identify individuals who have a habit tardiness. 
2. Informing the workforce about the strategy: Then, managers will need to spread the word about the coaching and training programme, including its goals, advantages, and expected outcomes, to everyone on staff (Braham and Wood, 2019). 
3. Designing the training and coaching program: The next step is to create a plan that incorporates methods for controlling one's schedule, achieving one's objectives, and keeping oneself responsible (Leigh, 2017). Individual coaching sessions, group training, or a hybrid of the two may be used to meet the requirements of all employees, but the programme as a whole should be designed with them in mind. 
4. Appointing trainers or coaches: Appointing coaches or trainers to work one-on-one with tardy workers will be the next step. The trainers or coaches must have expertise in time management and be able to provide each participant individualised attention. 
5. Evaluating development: Managers have to keep tabs on employee development, and intervene with constructive feedback and assistance as [image: UWTSD LOGO]required (Martinez, 2020). Check-ins, goal-setting meetings, and reviews of performance are all examples of what this may include. 
6. Celebrating success: In this point, staff members whose punctuality and attendance have improved as a result of the training and coaching should be recognised (Gupta and Jenkins, 2020). Many kinds of positive reinforcements might fall under this category. 
· Continuously improve: The coaching and training programme should be monitored regularly to ensure it is successful and adapts to the changing demands of the workforce.
By adhering to this implementation strategy, businesses will be able to teach and educate their employees to reduce their tardiness. Clear and consistent plan communication, individualised coaching and training, regular progress monitoring, and programme improvement are all essential (Iverson and Deery, 2020). This method will help management foster a culture of responsibility and support that ensure timeliness and the general performance of their employees. 

[bookmark: _Toc133400830]Communication Plan 
Organisational change relies heavily on effective communication between all relevant parties. Stakeholders may grasp the need and extent of a change process with the help of an efficient communication plan (Toumi and Eddaly, 2021). Stakeholders' influence and degree of interest in the plan, as well as their most pressing concerns, preferred channels of communication, and the frequency of updates will all be taken into account as part of the communication strategy. The goal of the plan is to include all relevant parties and ensure that their opinions and ideas are considered at every stage of the project's execution (Parshetty, 2022). The plan's success relies on the parties involved being kept up-to-date and given regular updates. Here, an Influence/Power and Interest matrix is developed below. 
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Table 1: Influence/Power and Interest Matrix
	High power / Low interest
	High power / High interest

	Shareholders
	HR department 
Managers and supervisors
Employees who have tardiness issue
Customers

	Low power / Low interest
	Low power / High interest

	Regulators or government agencies
	Employees who maintain punctuality
External vendors or partners



Considering the Influence/Power and Interest matrix, a stakeholder communication plan is developed below. 
[bookmark: _Toc130914036]Table 2: Stakeholder Communication Plan
	Stakeholders
	Power/
Interest
	Key Interest and Issues
	Communication Medium
	Frequency
	Comment

	HR
	High/High
	Punctuality and productivity of employees, success of training program 
	In-office meeting, e-mail
	Weekly
	Regular check-ins and updates

	Managers and supervisors
	High/High
	Punctuality of employees, coaching success, performance management
	Meeting
	Weekly
	Feedback on progress

	Employees who have tardiness issue
	High/High
	Understanding organisation’s expectations, developing new skills
	Workshops, one-on-One Meetings
	Weekly
	Personalised coaching, training, and feedback 

	Customers 
	High/High
	Timely and reliable service
	Email, Phone
	As needed
	Frequent communication and updates 

	Shareholders 
	High/Low
	Financial impact, return on investment
	Reports, Meetings
	Quarterly, Annually
	Overview of progress and results

	Employees who maintain punctuality
	Low/High
	Improved workplace culture, fair and consistent policies
	Surveys, Email
	Biannual
	Solicitation of feedback and suggestions

	External vendors or partners 
	Low/High
	Dependable service, communication, impact on their operations
	Meetings, Email
	As needed
	Proactive communication and updates on progress

	Regulators or government agencies 
	Low/Low
	Compliance with regulations and policies
	Reports, Email
	Quarterly, Annually
	Overview of progress and results, compliance updates
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Conclusion 
Employee tardiness has a negative impact on productivity, morale, and the overall effectiveness of a business. Organisations may pinpoint the source of tardiness and explore potential remedies by using problem-solving techniques like the Fishbone model. Incentives for the timeliness, flexible scheduling, and coaching and training were all considered viable solutions to the issue of employee tardiness, but it was finally decided that coaching and training would be the most effective. This approach gets to the heart of the issue, can be implemented, and have a few adverse consequence.
Recognising workers who have problems with punctuality, interacting with the coaching and training programme, creating the programme, appointing coaches or trainers, tracking progress, appreciating, and continually improving the plan are all essential steps in putting this solution into action. Coaching and training aimed at reducing employee tardiness may help establish a culture of responsibility and support that promotes on-time arrival and overall employee success. This strategy not only reduces tardiness but also boosts productivity and morale, which ultimately benefits the business as a whole. 
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Employee: Seems like a reasonable assumption. In addition, we
do not feel like we have a say in major decisions, and we're often

excluded from them.

Consultant: Exactly, It's clear that we need to enhance internal
communication and openness to address this issue. Some other
approaches come to mind, such enhancing lines of communica-
tion, introducing frequent feedback sessions, and establishing a
more open-door policy where staff may voice their concerns. After

thinking over all of the options, I've concluded that holding frequent

feedback sessions where workers may express their opinions and

share their ideas is the best course of action.

Employee: That's an excellent suggestion. In an environment
where we frequently feel our opinions are ignored, this would be

a good step towards more openness and understanding.

Consultant: Great. In addition to the scheduled feedback meetings,
we may institute an open-door policy in which staff members are

encouraged to approach managers or HR with any issues they may

be having. Furthermore, we can arrange for training for supervisors

on how to have fruitful conversations with their staff.

Employee: That would be useful if you did that. If our managers
could figure out how to communicate with us, it would go a long

way towards building trust and cooperation.

Consultant: The answer is yes, and we can also conduct monthly
surveys to evaluate employee satisfaction and detect areas of con-
cern. That way, we can monitor what's going on and tweak the

workplace until it's all perfect.

Employee: That's an excellent idea, by the way. In my opinion,
it would greatly contribute to creating a more pleasant working

environment.

Consultant: Excellent. | will now devise a strategy for putting these
ideas into action, and | will keep an eye on how well they work to
make sure I've got this thing fixed. | appreciate you taking the time

to meet with me today and I will keep you informed of our progress.
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Module: Problem Solving and Decision Making (BMSW4004_LON)

Task 1- Role Play

The role-play is shown below where | play the role of a management
consultant and my partner acting as an unsatisfied employee —

Tesco Express East Ham

Consultant: | appreciate you taking the time to meet with me this
morning. | am a management consultant assigned to address is-
sues of employee dissatisfaction that have become detrimental
to the company's productivity. Please provide me with a deep

description of the issue as you see it.

Employee: Hi, Thank you. Actually, the main issue is the workplace
environment. There is a lot of tension and dissatisfaction among
our staff members as they cannot adapt themselves in such poor

workplace environment.

Consultant: | appreciate you letting me know that. Please elabo-

rate on how this issue has affected the company so far.

Employee: Of course. Productivity has been falling, and absentee-
ism is on the rise. The morale of our staff seems low, and they do
not feel appreciated. As a result of the unsatisfactory environment,

we have also lost several of our best staff.

Consultant: Well, | get it. Finding the reason of this issue is cru-
cial for resolving it. My investigation into this issue has led me
to the conclusion that a failure to effectively communicate and
share information within the organisation is at the heart of the
issue. As a result, there is now a lack of trust and communication

among employees.
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