	What
	Why
	Who
	Where
	When
	Cost

	Recommendation 1: Engage Therapies staff with being an active bystander.

	Equip staff with the skills and techniques to be an active bystander through training (Active Bystander, 2022). 




Apply nudge theory to promote the use of active bystander techniques.
	Educating staff can raise awareness and increase ability to have difficult conversations (Howard & Embree, 2020). Bystander training can prompt effective behaviours when witnessing incivility (Kuntz & Searle, 2023). Although meta-analyses have found that research is mixed on educating staff (Armstrong, 2018), active bystander training delivered to other staff was successful (HDdUHB, 2022).

To ensure that habits are built staff should be subtly prompted to behave effectively (Kotter, 2023). Nudge theory can be applied to influence staff and encourage desired behaviours (Abbas, 2023).  
	HR, external provider, therapies staff





HR 
	Training on Microsoft Teams platform as the organisation already owns this resource and it will avoid milage costs.

In staff areas across sites and via Hapi notifications.
	Train staff by 12/01/24





02/02/24


	Time
Administration assistant:-
·  arrange and manage sessions (£12.45 x 7= £87.15)
· create posters and print (£12.45 x 2 = £24.90).
· schedule Hapi notifications (£12.45) 
Resources
Active Bystander Training:-
· hire active bystander training slots (6 sessions = £200)
Posters - (100x £0.30 =£30)
Total= £354.50

	Recommendation 2: Support line managers to effectively manage incivility.

	Utilise webinars to ensure that managers are aware of resources available to support them with managing healthy working relationships and enabling healthy workplace cultures and develop their skills to manage incivility and conflict resolution.
	To encourage active bystanders and reporting of incivility, leaders should be trained and supported on effectively managing incivility (Young, 2020). Leaders must role model being an active bystander (Kuntz & Searle, 2023) and foster a positive culture of trust (Paull, et al, 2020).

	HR,
Managers
	Webinars conducted via Microsoft Teams for the above reasons.
	23/02/24
	Time
OD Facilitator
· Develop, promote and deliver webinar for managers (£21.80 x 37 = £806.60)

Resources
· Microsoft Teams is already in place
Total= £806.60

	Recommendation 3: Hold focus groups with Therapies staff to listen to staff and glean further insight about how to support positive workplace culture.

	Hold focus groups with therapies staff which aim to listen to staff experience in the workplace and support them to develop a positive workplace culture.
	Staff that feel supported with instances of incivility are less affected by it (He et al, 2020).  Culture is complex and the surface level is not a true reflection of the true culture (Schein, 1985). Listening to staff voice will engage staff with the process (Peters, 2022) and enable the organisation to better understand the culture and how best to support a positive culture (CIPD, 2012). 

	HR,
Therapies staff
	Face to face in each county.
	Conduct on agreed dates through March 2024.
	Time
OD Facilitators
· Develop, deliver and action sessions (£21.80 x 73 = £817.50)

Resources
· Hire of venues ( £120 x3 = £360)
Total = £1177.50

	Benefits Analysis
Whilst the total cost of this plan would be £2338.60, the benefits of outlaying this money include potential to increase productivity and improve employee experience, reduce turnover rates and improve patient care (Martin & Zadinsky, 2022). Which is significant for HDdUHB as it strives to reduce turnover and provide the best possible patient care (Gostling, 2020). Whilst costs differ for organisations, the consequences of incivility can cost organisations tens of thousands per staff member (Laschinger, 2014). Given the current cost saving measures in place (Morgan, 2022), the potential savings could support HDdUHB to make cost savings over time. 


It is proposed that HR continually monitor progress and obtain staff voice one year after implementation to evaluate and provide additional support where necessary (Kotter, 2023). 
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