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Task 1 – Personal Brand
 My personal brand is based on being reliable, organised, compassionate, and committed to continuous learning. I have experience managing a home-based catering business, which has helped me develop strong communication, customer service, teamwork, time management, and problem-solving skills. In addition, studying Health and Social Care has strengthened my understanding of person-centred care, professionalism, safeguarding, and ethical practice. These qualities reflect how I want to be recognised by employers and colleagues.
My long-term employment goal is to build a successful career in the UK health and social care sector. To achieve this, I need to continue developing my personal brand by improving both my professional knowledge and practical skills. I plan to gain relevant work experience through placements or voluntary work, complete additional training in areas such as safeguarding and first aid and keep my knowledge up to date with current health and social care policies. I also intend to develop my digital skills and maintain a professional LinkedIn profile to expand my professional network and increase my employment opportunities.
Networking with tutors, healthcare professionals, and classmates will help me learn from experienced practitioners and gain valuable career advice. Receiving regular feedback and reflecting on my strengths and areas for improvement will also support my personal and professional development. Furthermore, demonstrating honesty, empathy, respect, and effective communication in every professional interaction will strengthen my reputation and increase employers' confidence in my abilities.
Research shows that a strong personal brand can improve career success by increasing professional visibility, credibility, and employability (Shepherd, 2005). Similarly, career development is enhanced through continuous learning and networking, enabling individuals to adapt to changing workplace demands (Arthur et al., 1995). Therefore, by continually developing my skills, knowledge, and professional relationships, I will strengthen my personal brand and improve my chances of achieving my employment goals within the health and social care.
.






Task 2 - Network Map and Rationale
    [image: ]
The network map demonstrates the different relationships that support my personal, academic, and professional development. According to Social Capital Theory, individuals benefit from networks that provide access to information, emotional support, and opportunities. My career network consists of university tutors, classmates, former colleagues, LinkedIn contacts, employers, and professional associations. These connections provide access to knowledge, career advice, job opportunities, and professional development. Networking has become increasingly important because many employment opportunities are gained through professional relationships rather than formal recruitment alone.
My support network includes family members, mentors, healthcare professionals, and close friends. These individuals provide emotional encouragement, practical advice, and assistance during challenging situations. Research suggests that strong support networks improve resilience, wellbeing, and career success (Cohen & Wills, 1985).
The social network comprises friends, neighbours, and online communities, helping to reduce isolation while improving communication and interpersonal skills. Meanwhile, the community network includes local organisations, charities, cultural associations, and local council services. These connections encourage volunteering, lifelong learning, and civic participation, strengthening both personal and professional identity.
Although my network is diverse, it has some limitations. Most of my professional contacts are within education and hospitality, which may restrict exposure to wider employment sectors. In addition, maintaining meaningful relationships requires continuous communication and reciprocal support. Expanding my professional network through conferences, volunteering, and membership of professional organisations would increase access to new knowledge, mentorship, and career opportunities. Overall, a balanced network enhances employability, wellbeing, and lifelong learning by combining career-related resources with emotional, social, and community support.
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Task 3- Blog
 Supporting Young Minds: Understanding the Mental Health Crisis Among Young People in the UK
Target Audience: Parents, Carers and Teachers
Mental health among young people has become one of the most pressing public health concerns in the UK. Increasing numbers of children and adolescents are experiencing anxiety, depression, stress, and other mental health conditions that affect their education, relationships, and overall quality of life. Parents, carers, and teachers play a vital role in recognising the signs of mental health difficulties and providing early support.
Several factors have contributed to the growing mental health crisis. Academic pressure, social media use, bullying, family challenges, financial uncertainty, and the lasting effects of the COVID-19 pandemic have significantly impacted young people's emotional wellbeing. While social media can help young people stay connected, excessive use may expose them to cyberbullying, unrealistic expectations, and constant comparison with others, which can negatively affect self-esteem and mental health.
Common warning signs include persistent sadness, withdrawal from family and friends, changes in sleeping or eating habits, loss of interest in activities, declining academic performance, and increased irritability. Although these behaviours may seem like normal teenage experiences, they should not be ignored if they persist or become severe.
Parents and teachers can make a significant difference by creating safe and supportive environments where young people feel comfortable discussing their emotions without fear of judgement. Listening actively, encouraging healthy routines such as regular exercise and sufficient sleep, limiting excessive screen time, and promoting positive social relationships can help improve emotional wellbeing. Where concerns continue, seeking professional support through schools, General Practitioners (GPs), or Child and Adolescent Mental Health Services (CAMHS) is essential. Early intervention often leads to better long-term outcomes.
Schools also have an important responsibility in promoting mental wellbeing. Providing mental health education, access to counselling services, and staff training helps identify vulnerable students early and reduces the stigma surrounding mental illness. Communities can further support young people through youth clubs, mentoring programmes, and accessible mental health services.
Mental health should be regarded with the same importance as physical health. By working together, families, schools, healthcare professionals, and communities can ensure that young people receive the support they need to build resilience and thrive. Recognising the warning signs early and encouraging open conversations can help prevent more serious mental health problems and create a healthier future for the next generation.

Task 4- NHS Equality, Diversity and Inclusion Quiz 


Q 1.	The main goal of the NHS Equality, Diversity, and Inclusion Improvement Plan is to make sure everyone is treated fairly, with respect, and has equal opportunities at work. It also aims to reduce discrimination and create a workplace where everyone feels included and values.



	
 Q 2.	The NHS EDI Improvement Plan aims to reduce the gender pay gap by ensuring pay and promotion are fair for everyone. It also encourages equal opportunities for women to progress into higher-paid leadership roles.


 Q 3	Intersectionality means that a person can face more than one type of discrimination at the same time, such as because of their race, gender, disability, or age. The NHS EDI Improvement Plan recognises these combined challenges and aims to support everyone fairly.



 
Q 4..	It is important because staff should feel safe to speak up, share ideas, and report problems without being afraid of blame or punishment. This helps create a better workplace and improves patient care.



Q 5. The NHS EDI Improvement Plan aims to improve the experience of internationally recruited staff by providing better support, training, and guidance when they start work. It also focuses on creating an inclusive workplace where they are treated fairly, respected, and have equal opportunities.




Q 6. According to the NHS EDI Improvement Plan, leaders are responsible for creating an inclusive workplace where everyone is treated fairly and with respect. They should lead by example, challenge discrimination, and ensure equal opportunities for all staff.





Q 7. The NHS EDI Improvement Plan aims to reduce health inequalities within the workforce by requiring line managers and supervisors to conduct regular, effective wellbeing conversations with their teams utilizing the national NHS Health and Wellbeing Framework. This structured support allows managers to identify specific health and wellness needs early, ensuring staff receive equitable access to appropriate adjustments and resources. 






 	Q 8. The NHS EDI Improvement Plan emphasizes collecting and analysing data on protected characteristics to identify systemic inequalities and gaps in staff experience across different demographics. This data-driven approach allows organisations to set targeted baselines, measure the impact of diversity initiatives, and hold leadership accountable for measurable progress
 
Q 9. Flexible working policies promote equality and inclusion in the NHS by removing barriers for diverse groups, such as working parents, carers, and individuals with disabilities or long-term health conditions. By offering adaptable hours and locations, the NHS can attract and retain a wider talent pool, ensuring the workforce reflects the diverse communities it serves while fostering an environment where all staff can thrive 

Q 10. The NHS EDI Improvement Plan requires NHS organisations to regularly check bullying and harassment data for different groups of staff, set goals to reduce these problems, and improve staff experience each year. It also ensures that anyone who experiences bullying, harassment, discrimination, or violence is offered appropriate psychological and emotional support.
Task 5- A Letter to Yourself
 Dear Younger Me,
I know exactly where you are sitting right now, staring at that overwhelming mountain of expectations and feeling like one wrong move will bring it all crashing down. You’re exhausted, and honestly, you're masking it with a forced smile because you think vulnerability equals weakness.
If I could hand you a survival kit from the future, it wouldn't contain a map out of the mess, but rather two attributes you are currently overlooking: emotional intelligence and resilience.
Right now, your self-awareness is hitting a wall. You are experiencing intense anxiety, but instead of acknowledging it, you’re labelling it as a personal failure. Emotional intelligence isn't about suppressing these messy feelings; it’s about recognising them without judgment. If you could just pause and say, "I am incredibly overwhelmed, and that is a valid response to this pressure," you'd stop wasting energy fighting your own mind. Developing this self-awareness would allow you to self-regulate, choosing a constructive boundary over an emotional spiral.
And then there's resilience. Right now, you view a setback as a permanent stop sign. But resilience isn’t a rare trait you either have or lack; it’s a muscle you build through resistance. Every difficulty you are facing is a heavy rep. If you could shift your mindset to see these challenges not as an indictment of your worth, but as an uncomfortable masterclass in adaptability, you’d breathe a lot easier. Resilience doesn't mean you never fall—it means you trust your ability to get back up.
Be kinder to yourself. Look inward with curiosity instead of criticism and remember that this pressure is simply shaping a version of us that is incredibly tough to break.
Love,
Your Older, Wiser Self


Task 6- GANTT Chart 
 
Phase 1: Market Research & Certification Identify target industries and specific job descriptions. Complete relevant certifications (e.g., Project Management, Data Analysis, or specialised software) to fill existing skill gaps.
Phase 2: Resume & Portfolio Development: Revise your CV to include quantifiable achievements. Build a digital portfolio or LinkedIn profile that showcases evidence of your skills, ensuring all "social proof" aligns with your target role.
Phase 3: Strategic Networking: Conduct informational interviews with professionals in your desired field. Attend industry webinars and engage with recruiters on professional platforms to enter the "hidden" job market.
Phase 4: Active Application Cycle: Submit tailored applications and engage in the interview process. This stage involves significant preparation for behavioural and technical assessments.
Phase 5: Placement & Integration: Finalise contract negotiations and complete the transition from your current role. Focus on early-stage onboarding tasks to ensure a strong start in the new position.


	





	Phase
	Key Activities
	M1
	M2
	M3
	M4
	M5

	Phase 1 Market research and certification
	Research target industries and identify suitable job roles
	
	
	
	
	

	
	Identify skills gaps and enroll in relevant professional certifications 
	
	
	
	
	

	
	Complete certification courses and obtain certificates
	
	
	
	
	

	Phase 2: Resume & Portfolio Development
	Update CV with measurable achievements and relevant experiences
	
	
	
	
	

	
	Create or improve LinkedIn profile and digital portofio
	
	
	
	
	

	Phase 3: Strategic Networking
	Conduct informational interviews with industry professionals
	
	
	
	
	

	
	Attend professional webinars, workshops, and networking events 
	
	
	
	
	

	
	
Connect with recruiters and expand professional network
	
	
	
	
	






	Phase 4 : Active Application Cycling
	Search and apply for suitable job vacancies
	
	
	
	
	

	
	Tailor CV and cover letter for each applicaton
	
	
	
	
	

	
	Prepare for interviews, behavioral and technical assessments
	
	
	
	
	

	Phase 5: Placement & Integration
	Attend interviews and negotiate employment contract
	
	
	
	
	

	
	Accept job offer and transition  into a new role
	
	
	
	
	

	
	Complete onboarding, induction, and intergrate into the organization.
	
	
	
	
	





Task 7- Making Changes- Report

. Introduction
Continuous improvement is essential in health and social care to ensure high-quality, safe, and person-centred services. As the manager of a care home, I propose introducing an electronic care planning and record-keeping system to replace paper-based documentation. Digital records can improve communication between staff, reduce documentation errors, provide quicker access to residents' information, and support better decision-making. However, implementing this change requires careful planning, effective leadership, and staff involvement. This report explains the skills needed to manage the change, how Kotter's Eight-Step Change Model and Lewin's Change Management Model can support implementation, and the barriers that may affect success.
Skills Required
Managing organisational change requires strong leadership and communication skills. A manager should clearly explain the purpose and benefits of the new system while encouraging staff to participate throughout the process. Organisational and planning skills are also important for arranging training, allocating resources, and monitoring progress. In addition, digital competence enables managers to support staff during implementation. Coaching and problem-solving skills help build employee confidence, address concerns, and resolve challenges quickly, ensuring a smoother transition.
Applying Kotter's and Lewin's Change Models
Kotter's (1996) Eight-Step Change Model provides a practical framework for introducing change. The first step is creating a sense of urgency by demonstrating how electronic records improve efficiency, resident safety, and regulatory compliance. A team of managers, senior carers, and IT staff should then be established to lead the project. Next, a clear vision should be developed and communicated regularly through meetings and training sessions. Employees should receive the knowledge and resources needed to use the new system confidently. Celebrating early successes, such as completing staff training or achieving accurate digital documentation, helps maintain motivation. Finally, the new system should become part of everyday practice through updated policies and ongoing monitoring.
Lewin's (1947) Change Management Model complements Kotter's approach. During the Unfreeze stage, staff are prepared by explaining the reasons for change and addressing concerns. The Change stage focuses on implementing the electronic system with appropriate training and support. Finally, the Refreeze stage reinforces the new way of working by embedding digital record-keeping into daily routines and organisational policies.
Barriers to Success
Several challenges may affect implementation. Staff may resist changing familiar working practices or lack confidence in using digital technology. Limited financial resources may delay purchasing equipment or training. Technical problems, such as software failures, can also disrupt care delivery. These barriers can be reduced by involving staff in planning, providing comprehensive training, maintaining open communication, and offering ongoing technical support throughout the transition.
Conclusion
Introducing an electronic care planning system can improve efficiency, communication, and the quality of care provided in the care home. Successful implementation depends on effective leadership, staff engagement, appropriate training, and careful planning. Applying Kotter's Eight-Step Change Model alongside Lewin's Change Management Model provides a structured approach for managing change and overcoming potential barriers. With the right skills and support, the organisation can successfully adopt this change and improve outcomes for both residents and staff.
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