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Task 1 – Personal Brand 
My personal brand reflects the professional qualities, values, and skills that I can offer within the health and social care sector. I consider myself compassionate, reliable, and approachable, with effective communication and interpersonal skills. These qualities are important because health and social care professionals need to develop positive relationships with individuals, families and colleagues while maintaining professionalism. Personal branding is more than presenting a positive image; it involves communicating an authentic and consistent professional identity based on an individual’s strengths, values, and career aspirations (Gorbatov, Khapova and Lysova, 2018).
My previous experience within health and social care has helped me develop skills in teamwork, communication, empathy, safeguarding and responding to the needs of different individuals. My academic studies have also strengthened my knowledge of health inequalities, public health, and person-centred practice. Together, these experiences contribute to a professional identity that demonstrates both practical experience and continued professional development.
However, an effective personal brand requires ongoing development. I need to continue building my confidence, professional network and digital presence while gaining further experience within health and social care. Developing a professional LinkedIn profile, attending relevant training, and networking with professionals could increase my visibility to potential employers. Continuing professional development is particularly important within health and social care because workers must maintain and develop their knowledge and competence as practice changes (Skills for Care, 2024a).
Therefore, I aim to develop a personal brand that demonstrates compassion, professionalism, adaptability, and commitment to learning. This could strengthen my employability and support my progression towards a sustainable career within health and social care. 
Task 2 Network Map 
[image: ]      
Rationale 
My network map demonstrates that my employability is influenced by several interconnected relationships across career, support, social and community networks. My career network includes university lecturers, managers, colleagues and other health and social care professionals. These connections can provide professional advice, references, employment opportunities, and knowledge about different career pathways. Networking is valuable because social relationships can provide access to information and opportunities that may not otherwise be available (Granovetter, 1973).
My support network includes family, friends, and university support. These relationships are particularly important when managing the demands of employment, education, and personal responsibilities. Supportive relationships can contribute to resilience by providing emotional and practical resources when individuals experience challenges (Southwick et al., 2016). My social network also includes friends, university peers and colleagues who can provide different perspectives, encouragement, and opportunities to exchange knowledge.
Community connections, including local organisations, health and social care services and voluntary organisations, could further broaden my professional network. However, my map highlights that many of my existing relationships are based around people I already know. This may limit my exposure to new employment opportunities and professional perspectives.
Therefore, I need to expand my network beyond familiar contacts. I could achieve this by attending professional events, engaging with relevant organisations, using LinkedIn, and participating in training opportunities. Developing a wider and more diverse network could strengthen my professional identity, increase my awareness of career opportunities and support my long-term progression within health and social care   
Task 3 – Blog  
Who Cares for the Carers? The Pressure Facing the UK Health and Social Care Workforce  [image: ]
 (stock image used) 
For health and social care workers and students
Working in health and social care can be incredibly rewarding, but what happens when the people providing care become overwhelmed themselves?
Across the UK, health and social care services continue to face workforce pressures. Increasing demand, staff shortages and difficulties retaining experienced workers can place additional pressure on those who remain. For students hoping to enter the sector, this is a critical issue because workforce wellbeing can directly influence the quality and consistency of care.
Why is the pressure increasing?
People are living longer and many require support for multiple or complex health conditions. This means greater demand for health and social care services. At the same time, recruiting and retaining enough skilled professionals remains challenging. NHS England (2023b) identified recruitment, retention, and training as key priorities in its NHS Long Term Workforce Plan.
Adult social care faces similar challenges. Skills for Care (2024b) reports continuing workforce pressures across the sector. When there are not enough workers, existing staff may experience heavier workloads, greater responsibility, and less time to spend with each person receiving care.
Why should we care about staff wellbeing?
Supporting staff is not only about making employees happier. It can also influence the experience of patients and service users. Tired, stressed, or overstretched professionals may find it more difficult to consistently provide the compassionate, person-centred care they want to deliver.
Recruiting more staff is therefore only part of the solution. Organisations must also ask an important question: what makes good employees want to stay?
So, what needs to change?
Better supervision, supportive leadership, flexible working, professional development, and access to wellbeing support could all contribute to healthier workplaces. Staff should also feel able to raise concerns without fearing negative consequences.
However, resilience should not mean expecting professionals to simply cope with excessive pressure. Employers and policymakers have responsibilities too. Sustainable improvement requires working environments where staff feel respected, supported, and able to develop their careers.
For anyone considering a career in health and social care, compassion remains essential — but that compassion must extend to the workforce as well as the people they support.
If we want high-quality care, we also need to care for the people providing it. 
Task 4 NHS Equality, Diversity, and Inclusion Quiz  
1. What is the primary goal of the NHS Equality, Diversity, and Inclusion Improvement Plan?
The main goal is to create a fairer and more inclusive NHS workforce by reducing discrimination and inequalities and improving staff experiences and opportunities (NHS England, 2023).
2. How does the NHS EDI Improvement Plan propose to tackle the gender pay gap?
The plan promotes greater accountability for addressing pay inequalities and improving opportunities for women, including progression into senior and leadership positions (NHS England, 2023).
3. What is meant by the term ‘intersectionality’ as used in the NHS EDI Improvement Plan?
Intersectionality recognises that distinctive characteristics and identities can overlap, meaning individuals may experience multiple and interconnected forms of disadvantage or discrimination.
4. Why is it important for the NHS to create a psychologically safe work environment?
Psychological safety allows staff to speak openly, raise concerns and contribute ideas without fear of humiliation, discrimination, or unfair consequences.
5. How does the NHS EDI Improvement Plan suggest improving the experience of internationally recruited staff?
Internationally recruited staff should receive effective induction, pastoral support and development opportunities to help them feel welcomed, valued and included within the NHS workforce (NHS England, 2023).
6. What role does leadership play in advancing EDI objectives according to the NHS Improvement Plan?
Leaders are expected to demonstrate inclusive behaviours, take responsibility for EDI outcomes, and ensure that improvements are embedded within organisational culture and practice.
7. Identify one way the NHS EDI Improvement Plan aims to reduce health inequalities within the workforce.
One approach is improving staff access to health and wellbeing support while recognising that distinct workforce groups may experience unequal health outcomes.
8. Why does the NHS EDI Improvement Plan emphasise the importance of collecting and analysing data on protected characteristics?
Workforce data can identify inequalities in areas such as recruitment, progression, pay, and staff experience, allowing organisations to develop targeted improvements and monitor progress.
9. Explain how flexible working policies can contribute to equality and inclusion in the NHS workforce.
Flexible working can help employees balance employment with caring, health and other responsibilities, potentially reducing barriers to remaining and progressing within the workforce.
10. What is one strategy mentioned in the NHS EDI Improvement Plan to combat bullying and harassment in the workplace?
The plan emphasises creating a compassionate and inclusive culture where unacceptable behaviour is challenged and staff feel psychologically safe to speak up about bullying, discrimination, and harassment (NHS England, 2023). 
Task 5 – A Letter to Yourself 
Dear Younger Me,
[bookmark: _Int_0Uh5MD3m]There will be times when life feels overwhelming and you question whether you are capable of achieving the goals you have set for yourself. You will experience periods where you are balancing family responsibilities, education and work, and it may sometimes feel as though there is truly little time left to focus on yourself.
One of the most important things you will learn is the value of resilience. Difficult experiences will not always disappear quickly, but resilience will help you adapt, continue moving forward and learn from challenges. Instead of viewing setbacks as evidence that you have failed, you will gradually understand that they can provide opportunities for personal growth.
Emotional intelligence will also become important. You will learn to recognise your emotions rather than allowing stress or frustration to control your decisions. Understanding your own feelings will help you communicate more effectively with others and recognise when you need support. You will also develop greater empathy, which will become particularly valuable when working with people who may be experiencing vulnerability, distress, or difficult circumstances.
If I could give you advice, I would tell you not to measure your progress against other people's lives. Ask for help when you need it, recognise your strengths and accept that you cannot control every situation. Developing self-awareness and managing emotions does not mean ignoring difficult feelings; it means understanding them and responding constructively.
Most importantly, keep going even when your journey does not follow the path you originally expected. The challenges you experience will contribute to the person and professional you become. Your resilience, compassion, and ability to understand others will eventually become some of your greatest strengths within health and social care.
From,
Your Future Self   
Task 6 – GANTT Chart 
	Task
	Oct–Dec 2026 
	Jan–Mar 2027 
	Apr–Jun 2027 
	Jul–Dec 2027

	Complete my qualification 
	
	
	
	

	Update my CV 

	
	
	
	

	Complete relevant training 
	
	
	
	

	Look and apply for jobs 
	
	
	
	

	Gain more work experience 
	
	
	
	

	Work towards career progression 
	
	
	
	


This Gantt chart outlines the steps I plan to take to develop my skills, experience and employability and progress towards my future career goals within health and social care. 
Task 7 – Making Changes Report   
Introducing a Staff Wellbeing and Support Programme
Introduction
As the manager of a care home, I would introduce a staff wellbeing and support programme to reduce workplace stress and improve staff morale. Care work can be physically and emotionally demanding, particularly when employees experience high workloads and staffing pressures. Poor staff wellbeing may contribute to sickness absence, burnout and difficulties retaining experienced workers. Skills for Care (2024) identifies workforce wellbeing and retention as critical issues within adult social care. Therefore, supporting employees could benefit both staff and the residents receiving care.
Implementing the Change
I would use Lewin's Change Management Model, which involves three stages: unfreezing, changing, and refreezing (Lewin, 1947). During the unfreezing stage, I would hold staff meetings and confidential discussions to identify current concerns and explain why change is needed. Involving employees at an early stage could encourage participation rather than making staff feel that changes are being imposed on them.
During the change stage, I would introduce regular wellbeing check-ins, opportunities for staff to discuss workplace concerns, access to wellbeing resources and improved recognition of staff achievements. Managers would also receive guidance on recognising signs of stress and supporting employees appropriately. The Health and Safety Executive (2025) emphasises that employers have a responsibility to assess and manage risks associated with work-related stress.
During refreezing, successful practices would become part of normal workplace procedures. Staff feedback, sickness absence, and participation would be reviewed to evaluate whether improvements were occurring.
Skills and Barriers
Effective leadership, communication, empathy, active listening, and problem-solving would be necessary. A significant barrier may be staff feeling that they do not have time to participate because of workload pressures. Some employees may also be reluctant to discuss their wellbeing with managers. Confidentiality, protected time, and supportive communication could help address these concerns.
However, wellbeing initiatives have limitations if underlying problems such as excessive workloads or inadequate staffing remain unchanged. The World Health Organization (2022) emphasises that protecting mental health at work requires action on workplace risks as well as individual support. Therefore, the programme should form part of a wider commitment to creating a supportive working environment.
Conclusion
Introducing a staff wellbeing programme could improve morale and staff experience, but its success would depend on meaningful staff involvement, effective leadership, and action on the causes of workplace stress rather than relying solely on individual resilience.
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