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	Purpose of the Report
	Ensuring our workforce is digitally ready is fundamental to enabling service-led transformation and safeguarding the sustainability of our health board. This paper outlines the current initiatives supporting digital readiness, highlights the importance of digital skills for future-proofing our organisation, and sets out recommendations for further progress, in line with our strategic ambitions as described in The Digital Strategic Plan.


	Key Issues



	There are several initiatives already in place that are supporting Digital Readiness. These include: -
Digital Clinical Champions; Digital Adoption Manager; Microsoft Office 365 Champions Network; Data Literacy Programme; Junior Doctor’s Induction; 

The Digital Strategy aims to expand on the initiatives already in place within the following enabling themes:
· Digital Co-production & Innovation Model
· Digital Training, Literacy & Support
· Digital Workforce Plan
· Clinical Digital Champions and Joint ownership

It is proposed that Digital Services and the Workforce and Organisational Development Directorates work collaboratively to undertake an assessment of digital capabilities across the organisation as the first step to establish the plan. This will be achieved through the reprioritisation of existing resources and tactical non recurrent investments from vacancies within both directorates where required/possible.  


	Specific Action Required 
(please choose one only)
	Information
	Discussion
	Assurance
	Approval

	
	☐	☐	☒	☐
	Recommendations

	Members are asked to:

· RECEIVE the update on the work already underway to support workforce digital readiness
· ENDORSE the need to undertake an assessment of digital capabilities across the organisation to establish a baseline





Digitally Ready Workforce

1. INTRODUCTION


This report reiterates and builds upon the update previously provided to the October Workforce and Organisation Development Committee, summarising progress to date and setting out the next steps for embedding digital skills across all staff groups. It aligns with the Health Boards Strategy, national and local digital strategies/ strategic plan and the Swansea Bay University Health Board (SBUHB) Workforce strategic plan to support organisational transformation and sustainability.


2. BACKGROUND

The Health Board’s Digital Strategy articulates a clear ambition: to harness digital technology for improved health and wellbeing across Swansea Bay. The Digital Strategy recognises that transformation at this scale cannot be achieved by technology alone; it must be underpinned by a workforce that is confident, skilled, and supported in digital ways of working. The Digital Strategy Framework outlines four enablers for delivery, one of which is Workforce and Culture, emphasising the importance in delivering the Health Board’s Digital vision. This strongly aligns with the Health Boards people strategy which includes being “Digitally Ready” as one of its core themes.

As previously reported, robust foundations for digital readiness are already established, with several successful initiatives actively supporting and advancing our digital capabilities across the organisation.
These include: -

· Digital Adoption Manager: The Health Board has a digital adoption manager in place to support and encourage the uptake of the Microsoft Office 365 (MS365) suite of products. The role is aimed at all staff groups—clinical, operational, and administrative—and focuses on ensuring that MS365 tools are adopted effectively and sustainably.  This includes holding engagement and training sessions on different MS365 as well as identifying and promoting training opportunities with our local education partners. Benefits of this role include increased staff confidence, reduced resistance to change and increased proactive use of the MS365 toolset to the wider benefit of the organisation and the individuals themselves.  

· MS365 Champions Network: Staff across the Board are empowered through digital champions who offer peer support, share best practice, and facilitate local training and adoption of new tools. There are currently 1094 members of the MS365 network, and it is continuously growing. The Champion's Network is supported by the Digital Adoption Manager outline above.

· System Co-Design: Our approach to system development ensures that in house systems, such as Signal are developed collaboratively with end-users, including clinicians and non-clinical staff, leading to greater buy-in, effectiveness, and digital inclusion.

· Project Implementation Support: Digital services provide end-to-end support for users during system implementation, including tailored training sessions, configuration sign-off by users to ensure readiness, and hands-on assistance during Go Live through dedicated floor walkers and real-time troubleshooting—ensuring a smooth transition and confident system adoption.

· Data Literacy Programme:  A key part of the Digital Services’ Business Intelligence Strategic Plan, the Data Literacy Programme plays a pivotal role in equipping SBUHB staff with the skills and confidence to engage with data meaningfully in their roles. Aimed at clinicians, managers, and operational teams, the programme includes tailored workshops and structured training sessions delivered by Business Intelligence Partners and external providers such as Inspire Training. Over 129 managers and clinicians have participated in early training initiatives, while more than 90 staff across 16 Primary Care Therapy Services have attended focused workshops on tools like Power BI. 

The programme covers essential topics such as digital responsibility, productivity, information literacy, collaboration, and creativity—skills that are increasingly vital in a modern healthcare setting. Participants report improved confidence in using data to support decision-making, enhanced collaboration across departments, and greater alignment with strategic goals. 

· HEIW National Digital Readiness Self-Assessment: We are actively participating in this initiative, benchmarking our workforce’s digital skills and identifying priority areas for development.

· Junior Doctor Inductions: Digital Services plays a vital role in supporting the induction of junior doctors at SBUHB, ensuring they are equipped with the digital tools and system access required to deliver safe, effective care from day one. The induction programme is aimed at newly appointed resident doctors and includes structured onboarding to key clinical systems such as the Welsh Clinical Portal (WCP), which provides access to GP records, medical documents, test results, radiology images, and electronic prescribing. Training is delivered through a combination of e-learning modules, user guides, and live support, with access granted only upon completion of mandatory training. 

· Clinical Reference Group: acts as a clinical validation and engagement body for digital transformation. It ensures that digital initiatives are not only clinically safe and effective but also understood, accepted, and adopted by the clinical workforce.  

· Digital Clinical Leadership: The Digital Clinical Leaders at Swansea Bay UHB—comprising the Chief Medical Information Officer (CMIO), Chief Nursing Information Officer (CNIO), and Chief Allied Health Professional Information Officer (CAHPIO)play a strategic and operational role in ensuring that digital transformation is clinically safe, inclusive, and aligned with frontline needs. These roles serve as a bridge between clinical services and digital teams and have been instrumental in initiatives such as the rollout of the Welsh Nursing Care Record (WNCR), the implementation of EPMA (Electronic Prescribing and Medicines Administration), and the development of the SBUHB Patient Portal. They each work closely with the staff in their staffing groups to ensure that digital solutions, such as WNCR are being utilised effectively and that their needs are being met. This is achieved through the establishment and monitoring of usage data and Clinically Lead User Groups.

· Digital Services Training Team and product specialists: these small teams play a critical role in ensuring staff across Swansea Bay UHB are equipped to use digital systems confidently and effectively. Aimed at all staff groups—including clinical, administrative, and operational teams—the team delivers structured training programmes for core systems such as Welsh Clinical Portal (WCP), HEPMA, SIGNAL and WPAS. Product specialist constantly engage with users to troubleshoot, identify service needs and ensure that system updates and new features are promoted and adopted. User guides and support for core systems are also available on the Digital Applications Team Hub

Whilst the above demonstrates that significant progress has already been made in developing a digitally ready workforce, the Digital Strategy clearly recognises that there remains a substantial amount more to be done to fully realise the ambitions of a digitally enabled healthcare. Much of the current activity has understandably focused on supporting the adoption of specific systems and platforms, such as WCP, EPMA, and SIGNAL, which has helped build confidence and capability in key areas. 

The progress made in developing a digitally ready workforce is both substantial and far-reaching. Recent digital literacy survey results, conducted as part of the readiness work for the implementation of Rio in Mental Health, show that a significant proportion of staff—316 respondents across Nursing, Administration, Therapies, and Medical roles—are already actively engaged with digital tools such as Microsoft Teams, Outlook, Electronic Patient Records (WCP, WPAS, Signal), and mobile devices on a daily basis. This engagement is further reflected in the widespread adoption of key clinical systems, with over 3,750 users of HEPMA and more than 3,500 users of WNCR, demonstrating that digital solutions are now embedded in the everyday practice of a large segment of the organisation.

Support for these staff members is robust and multifaceted. The organisation has prioritised practical, ongoing support through face-to-face training, step-by-step online guides, and accessible drop-in sessions, ensuring that both current and future users of digital systems—including those preparing for the Rio implementation—are well-equipped to succeed. Readiness work for Rio is underpinned by a clear recognition of the need for inclusive, confidence-building approaches, particularly for those who may feel less comfortable with digital systems or face barriers such as connectivity issues, equipment shortages, or accessibility needs.

While these achievements are significant to embed a truly digital-first culture across the organisation, further work is needed to ensure that digital thinking is integrated into everyday practice, service design, and leadership behaviours. The strategy calls for a broader cultural shift—one that empowers all staff, regardless of role or digital proficiency, to see digital as a core enabler of safe, effective, and compassionate care. This includes expanding digital literacy, strengthening workforce planning within Digital Services, and aligning digital capability development with strategic workforce goals. 

The digital strategy and the supporting 3-year plan outline several key activities that need to be initiated to further deliver the digitally ready workforce. These include: -

· Digital Co-production & Innovation Model: - Developing an SBU delivery framework that outlines how digital services, end-users and the broader health board can come together to collaborate, pilot and implement new digital innovation and initiatives in the process of designing and delivering service-led digital transformation. 

· Digital Training, Literacy & Support: - Developing an accessible, high quality modular training pathway for the entire health board staff, which provides a clear development trajectory for staff across the organisation to improve their digital skills - interfacing with a broader digital support offer, digital induction packages and cloud adoption training ensuring integration of digital training into existing clinical training arrangements. 

· Digital Workforce Plan: - The Digital strategy sets out the requirements for the development of a long-term workforce plan specifically for Digital Services to ensure Digital staff have the capacity and capability to provide sustainable and transformative digital solutions to SBUHB. The Strategy outlines that a key component of this workforce plan is to expand the clinical leadership team to lead the Clinical Design Authority and include Clinical Inclusion Officers – further embedding the principles of a enabling a digitally ready clinical workforce. A draft of the digital workforce strategic plan has been developed and is currently being reviewed by senior team with a view to share with the Digital Directorate in Quarter 4 2025/26.

· Clinical Digital Champions & Joint ownership: - Establishing a network of ‘Clinical Digital Champions’ across the organisation to advocate for the digital vision, providing support and feedback on challenges and opportunities, and supporting joint ownership across projects – service led digitally delivered. Embedding Digital Business Partners within the service delivery groups. 

This expands on the MS365 Digital Champions Network already in place and integrates Clinical Digital Champions into clinical teams and workflows, assigning them roles and responsibilities aligned with their areas of expertise. The Strategy also advocates the implementation of Digital business partners within service delivery groups (aligned to the model already in place for Workforce and Finance) to support; the identification of digital requirements within the operational and clinical ways of working; adoption of digital solutions; the realisation of benefits within the service delivery groups.


3. ESTABLISH THE WORKFORCE DIGITAL CAPABILITIES BASELINE

To establish our Digitalising, the Workforce plan, we first need to understand the current position of our staff. This requires us to undertake a baseline assessment of our digital capabilities, giving us a clear and evidence‑based view of where we are today before we set the direction for where we need to go.

Assessing the digital capabilities of our workforce is crucial for us as a Health Board to ensure that our staff have the skills, confidence, and support needed to use digital tools effectively in delivering safe, efficient, and patient‑centred care. By understanding our current level of digital proficiency, we can identify where strengths already exist and where targeted development is needed, allowing us to prioritise training and investment where it will have the greatest impact. This assessment also enables us to plan more strategically, align digital development with our clinical and organisational priorities, and support the successful adoption of new systems and ways of working across Swansea Bay. Ultimately, strengthening our digital capabilities helps us improve staff experience, enhance service quality, and maximise the value of our digital transformation for patients, families, and our wider communities.


In collaboration with the Workforce & OD Directorate, as Subject Matter Experts we will lead the analysis, creation and delivery of these digital skills programmes to address the varied learning requirements of different staff groups to ensure that tailored resources and support are available within available resources. 

Digital literacy will act as a golden thread and core enabler within each of the Staff Group Faculties when these are established as an integral part of our People Plan. The Digital Services Directorate will be fundamental in supporting the Staff Group Faculties, leading on the development and delivery of materials to ensure digital literacy across all staff groups. Work will be scoped out to embed digital into the staff group faculties. The leadership for this scoping work will be via the subject matter experts within Digital Team.

As part of this work SBUHB is actively contributing to the national digital literacy agenda through HEIW’s Digital Capability Development Group. The first foundation-level digital health literacy module, developed as an All-Wales resource for all staff, is progressing toward release. This work ensures a consistent national baseline for digital skills, supports local contextualisation, and aligns with the Health Board’s strategy to embed digital literacy as a core enabler for workforce transformation and service improvement.

4. GOVERNANCE AND RISK ISSUES

A digitally confident workforce mitigates risks associated with digital exclusion, cyber security, and the resilience of services. Failure to invest in digital skills presents a material risk to transformation objectives and the future sustainability of the Health Board. The digital support of the workforce faculties in partnership with Workforce and OD will support equality of opportunity and ensure due regard is given to diverse staff learning needs.

5.  FINANCIAL IMPLICATIONS

The Digital Strategy outlines the requirement to increase the proportion of spend on digital and data from the current 2% of total income to 4.6%. Whilst a large proportion of this investment would be used on the delivery of digital solutions, the strategy recognises that investment is also required in ensuring the workforce and organisational culture is ready for digital transformation. The strategy outlines that approximately 13% of the increase in proportion of spend would be on the Workforce and Culture enabler.  

As outlined above it is recognised that the current financial position of the Health Board means it will be difficult to enact this shift. It is therefore proposed that Digital Services and the Workforce and Organisational Development Directorates work collaboratively to deliver the digital enabled faculties in the first instance. This will be achieved through the reprioritisation of existing resources and tactical non recurrent investments from vacancies within both directorates where required/possible. 

6. RECOMMENDATION

Members are asked to:

· RECEIVE the update on the work already underway to support workforce digital readiness and
· ENDORSE the need to undertake an assessment of digital capabilities across the organisation to establish a baseline.





	Governance and Assurance


	Link to Enabling Objectives
(please choose)
	Supporting better health and wellbeing by actively promoting and empowering people to live well in resilient communities

	
	Partnerships for Improving Health and Wellbeing
	☐
	
	Co-Production and Health Literacy
	☐
	
	Digitally Enabled Health and Wellbeing
	☒
	
	Deliver better care through excellent health and care services achieving the outcomes that matter most to people 

	
	Best Value Outcomes and High-Quality Care
	☐
	
	Partnerships for Care
	☐
	
	Excellent Staff
	☒
	
	Digitally Enabled Care
	☒
	
	Outstanding Research, Innovation, Education and Learning
	☒
	Health and Care Standards

	(please choose)
	Staying Healthy
	☐
	
	Safe Care
	☒
	
	Effective Care
	☒
	
	Dignified Care
	☐
	
	Timely Care
	☐
	
	Individual Care
	☐
	
	Staff and Resources
	☒
	Quality, Safety and Patient Experience

	Digital literacy and confidence among staff are directly linked to safer, higher quality, and timelier care for patients. Enhanced digital skills reduce clinical errors, improve service integration, and empower patients to engage in their own health.

	Financial Implications

	The transition to a digitally mature workforce will require investment in training, recruitment, and support structures. The projected increase in funding aligns with the strategic commitment to double annual digital expenditure within the next decade. Efficiencies and savings will be realised through streamlined processes, reduced reliance on paper-based systems, and improved patient care outcomes.
In the current financial climate it is recognised the shift in proportional spend on digital transformation is difficult to achieve and that, in the current situation, there will be a requirement to reprioritise existing resources and make tactical non-recurrent investments where possible. 


	Legal Implications (including equality and diversity assessment)

	Ensuring equitable access to digital training and resources is central to our approach. The establishment of a digital faculty will specifically address differences in digital requirements by staff group, mitigating potential inequalities in learning and opportunity.

	Staffing Implications

	See main content above. Funded vacancies within Digital Services and Workforce and Organisation Development required to support delivery of the faculty and digital ready workforce will need to be filled.  

	Long Term Implications (including the impact of the Well-being of Future Generations (Wales) Act 2015)

	Embedding digital skills and literacy supports sustainable transformation and aligns with the “Five Ways of Working” by integrating prevention, collaboration, involvement, long-term thinking, and integration into our workforce development strategy.

	Report History
	None

	Appendices
	None
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