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Task 1 – Personal Brand
Write about your own personal brand and how you could develop this to enable you to reach your employment goals (200 words- 2 referenced sources) 
My personal brand
I consider my personal brand to be an embodiment of who I am, a reflection of my identity. My abilities, characteristics, and qualities I possess. Whether this is to my coworkers, the company I work for, or even to friends and family.
 I think it is critical to emphasise this in my career because it will enable employers to select the most qualified applicant for the job based on my personal brand. My current personal brand is that I work in a school as a non-teaching member of staff. According to Mindtools, having outstanding communication skills is one of my strengths because I interact with students of all ages, those with disabilities and those who use English as a second language. 
Additionally, I am excellent at managing my time effectively. I must adhere strictly to my schedule because my day is highly regimented. My weakness is that the entire school will be impacted if my day does not proceed as expected, from the students down to my coworkers. 
One benefit of my current role is that I could be offered a position internally, if one should become available. The threat I may encounter is that other coworkers might also apply for the job. By further building my personal brand, I will be able to advance in my career, receive a pay rise that will lessen my financial load, and improve my education and training.
 There are several training opportunities and career pathways for adults and young people on Gov.uk including free courses such as skills bootcamps and essential skills. I have used the strategic framework of the SWOT analysis by Kotler and Keller to help reach my employment goals. 







Task 2 - Network Map and Rationale
Create a map of your own network considering career, support, social and community dimensions. Additionally, you should provide a supporting rationale explaining and critically assessing this (200 words- 2 referenced sources).

Creative map of my own network[image: ]Source: Canva



Rationale
I have an open network. The reason I have chosen this network over hybrid, selective, and a closed network is because I believe my current network has so much diversity. This diversity not only refines my professional experience but allows me to gain insights from different perspectives. I find myself linking and engaging with individuals who are in certain positions in their roles, I can expand my knowledge and enhance my skills, ultimately benefiting my career growth and development. 
The weaknesses I face having an open network are, opinion conflicts and hierarchical conflicts can both undermine my open network. Although this can be healthy in moderation, frequent disagreements could turn into conflict that could split groups apart, undermining trust and delaying decision making. By restricting flexibility and reducing the diversity of contributions and consolidating power, hierarchy also erodes openness. When combined, these factors limit my network’s creativity and efficiency by moving it away from cooperation and towards conflict or control. 
I believe I can improve my network by fostering more purposeful and meaningful connections and honing my personal brand by ensuring my LinkedIn and other platform profiles are current and well maintained, network across roles industries and regions. Additionally, I can expand my network by following up on job openings and interviews, asking for feedback, attending conferences, job fairs and events and balancing both online and offline spaces, and holding more in person meetings.





Task 3- Blog
Write a blog exploring a current topic or issue of your choice within the health and social care sector in the UK. The purpose of this is to inform a specific target audience of your choosing (300 words)
Blog about tackling delayed discharge: The Social care capacity challenge 2025
The UK health and care system is still under a lot of pressure in 2025 because of delayed hospital discharge, which occurs when patients are medically fit to leave hospital but are unable to be released because there is insufficient social care available.
 According to the Kings Fund, delays for stays longer than 14 days averaged 9,309 per day on average in March 2025; 3,203 of these delays were ascribed to capacity shortages in care services. It is evident that hospital flow and social care capacity are related. In May 2025, Gov.uk states, 85.7% of care home beds were occupied leaving only roughly 11% of beds were available for admission. This indicates that care home occupancy is still high. The number of people requiring two care workers for home visits increased by 7.5% in the last year, indicating a growing demand for more complex home care.
 There are serious repercussions from bottlenecks, according to Lowdown NHS. acute bed patients increase the strain on the accident and emergency department, prevent new admissions and run the risk of experiencing physical and mental deterioration. Until discharge pressures are addressed, the NHS front door is still in crisis, according to the Royal College of Physicians. 
To solve this, systemic change is required, not just temporary solutions. According to Palacios. A et al, the first step is to increase the capacity of care homes and intermediate care facilities and to increase the number of social workers. Secondly, improved collaboration between the NHS and local authorities is crucial; shared discharge planning, pooled budgets and joint commissioning can all help to cut down on interface delays. Third, cutting edge models like rapid reablement, discharge to assess and patient centered transition support like ‘Your Care Needs You’ can move some aspects of assessments into the community settings which will streamline the process. Reducing bed blocking and restoring throughput is feasible if the government and local systems make a commitment to sustained capacity building and collaborative governance. However, inaction could result in long term hospital waits, and inadequate care could leave vulnerable patients at risk.











Task 4- NHS Equality, Diversity and Inclusion Quiz (250 words equivalent)
1. What is the primary goal of the NHS Equality, Diversity, and Inclusion Improvement Plan?
(Answer in one or two sentences.)

The NHS Equality, Diversity and Inclusion (EDI) Improvement Plan’s main objective is to increase equality, diversity and inclusion within the NHS workforce as well as employee’s sense of belonging, which will improve their experience and engagement. 

2. How does the NHS EDI Improvement Plan propose to tackle the gender pay gap?
(Answer in one to two sentences.)

[bookmark: _Int_CsiLDPOk]To address the gender pay gap, the NHS Equality, Diversity and Inclusion (EDI) plan calls for more openness in pay data as well as equitable, inclusive hiring and promotion procedures. Additionally, it emphasises the creation of flexible work schedules and leadership pathways to help women advance in all NHS positions. 

3. What is meant by the term ‘intersectionality’ as used in the NHS EDI Improvement Plan?
(Answer in one to two sentences.)

Intersectionality as defined in the NHS EDI Improvement Plan, is the comprehension of how facets of an individual's identity, such as race, gender, sexual orientation, age, or disability can overlap and result in distinct experiences of discrimination or disadvantages. To provide equitable and inclusive care and workplaces for everyone, it places a strong emphasis on addressing these interrelated disparities. 

4. Why is it important for the NHS to create a psychologically safe work environment?
(Answer in one to two sentences.)

It is important that the NHS creates a psychologically safe work environment so employees can voice issues, errors, or suggestions without worrying about criticism or repercussions. This improves the quality of care by promoting learning, collaboration, and patient safety. 


5. How does the NHS EDI Improvement Plan suggest improving the experience of internationally recruited staff?
(Answer in one to two sentences.)

As part of the NHS EDI Improvement Plan, leaders at all levels should be held accountable in appraisals and have clear, quantifiable EDI goals to promote an inclusive culture that acknowledges intersecting identities. Additionally, it seeks to integrate equitable and inclusive hiring, talent management and onboarding procedures that specifically address underrepresentation and lessen prejudice towards employees who are members of multiple marginalised groups. 


6. What role does leadership play in advancing EDI objectives according to the NHS Improvement Plan?
(Answer in one to two sentences.)

According to the NHS Improvement Plan, leadership plays a crucial role in accomplishing EDI goals because it establishes clear expectations, demonstrates inclusive behaviour and holds teams accountable for their progress. Effective leaders ensure that EDI principles are integrated into all organisational processes, policies, and decision making in addition to cultivating a sense of community.

7. Identify one way the NHS EDI Improvement Plan aims to reduce health inequalities within the workforce.
(Answer in one to two sentences.)

The NHS EDI Improvement Plan seeks to increase the representation of underrepresented groups in senior and leadership roles to decrease health disparities in the workplace. This makes it possible to make decisions that represent the diversity of the workforce and encourage more equitable opportunities for all employees. 

8. Why does the NHS EDI Improvement Plan emphasise the importance of collecting and analysing data on protected characteristics?
(Answer in one to two sentences.)

To detect and resolve disparities in outcomes, experiences and access among various groups, the NHS EDI Improvement Plan places a strong emphasis on gathering and evaluating data on protected characteristics. This evidence–based strategy aids in guaranteeing equitable, inclusive and Equality Act 2010 – compliant employment and service practices. 

9. Explain how flexible working policies can contribute to equality and inclusion in the NHS workforce.
(Answer in one to two sentences.)

The NHS’s flexible working policies promote equal opportunities by allowing employees from a variety of backgrounds, including those with disabilities and care giving responsibilities to balance work and personal obligations. These policies promote an inclusive culture where all employees can fully participate and grow in their careers by considering a variety of needs and working styles.

10. What is one strategy mentioned in the NHS EDI Improvement Plan to combat bullying and harassment in the workplace?
(Answer in one to two sentences.)

To address workplace bullying and harassment, the NHS EDI Improvement Plan suggests adding a new metric to the National Education and Training Survey (NETS) that measures bullying and harassment incidents specifically. The plan also highlights the significance of NHS organisatio monitoring and reducing bullying, harassment and discrimination against line managers or team members over time through the NHS Staff Survey.











Task 5- A Letter to Yourself
Think of a time in the past when you may have been experiencing issues or difficulties, and after considering what you have learned in this module about emotional intelligence and resilience write a letter to your younger self explaining how these attributes were important at that time and perhaps how developing these areas could have been useful (250 words)

Letter to myself
 
Dear Me, 

I can still vividly recall the day I became a single mother; this is when everything changed. The ground seemed to have vanished beneath me. Even though I had no job, no clear plan and a heart filled with fear, my three young daughters were looking up at me with trust and love. Despite the exhausting and unpredictable days, you displayed immense strength and courage; you were unaware you possessed. 

Volunteering at the children’s centre became a lifeline. When you felt invisible, it provided you with connection and purpose. You gained the ability to listen, empathise and comprehend not only your own feelings but also those of others. That was an example of emotional intelligence in action. Acknowledging your exhaustion and fear yet deciding to react with patience and kindness. You discovered that showing compassion towards others and yourself, was more powerful than acting and pretending you have it all figured out.

Whether it was the mornings you woke up determined to keep going, or the nights spent sobbing quietly, resilience got you through the toughest times. Piece by piece, you rebuilt yourself, drawing strength from every little triumph. 

In hindsight, developing emotional intelligence and resilience even further could have eased the burden. The emotional burden might have been lessened if you had known how to ask for help, manage stress, and practice self-compassion. Nevertheless, each hardship helped you become a wiser, more grounded, and deeply empathetic person. Not only did you survive, but you also grew, and your daughters have learnt strength through you.

With love and pride,

Me.


Task 6- GANTT Chart (200 words equivalent)
Compile a Gantt chart which illustrates the tasks you must complete to achieve your future employment goals
GANTT chart for future employment goals
[image: A calendar with a crossword puzzle
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Task 7- Making Changes- Report
You are the manager of a care home and want to make changes to your workplace. Identify one specific change that you want to implement and write a brief report on how this is going to be achieved considering the necessary skills needed and addressing possible barriers to success. Relevant change models can be highlighted (250 words- 2 referenced sources). 
Report for changes in a care home
Research indicates that mealtimes in care homes have a substantial impact on residents’ well–being and sense of autonomy. At Coco’s Care Home, the current meal provision is not consistently meeting the nutritional needs of our residents. In my capacity as a manager, I suggest spearheading a change project to enhance the caliber and experience of our meals by applying Kurt Lewin’s three stage change theory (unfreeze-change-refreeze). 
Why is the change needed?
Residents may experience poorer health outcomes and a lower quality of life as a result of nutritional deficiencies and low meal enjoyment. More options, a better dining space and better dining experiences are things that our residents have indicated they require. According to Harstade et al, integrating a better meal service is consistent with our care values, legal requirements, and resident satisfaction objectives. 
Who will participate?
The catering manager and kitchen staff – they will source the food and redesign the menu,
Dining assistants and care personnel will assist residents, fostering a pleasant experience.
Families and residents will be a part of meal trials, preference consultations.
An outside nutritionist or dietician – to offer advice on special diets and dietary quality.
The change leadership team, which includes me as a manager, will spearhead, oversee and integrate the change. 
How to execute the change (based on Lewin’s model?
Unfreezing: I will gather baseline data (satisfaction, nutrition and waste) to raise awareness; hold forums to discuss current issues and the vision for better meals: and explain the need for change to staff, residents and families, according to Ellis.
Change (moving): Kitchen and care staff will be trained on the new procedure; actively collecting feedback and make judgements; pilot a new menu with more variety, fresh ingredient sourcing and resident-choice options; and modify dining room layout and service timing to improve dining experience.
Refreezing: After the new meal system is functioning effectively, make it a standard procedure by updating policies, incorporating it into staff orientation and continuing education, acknowledging accomplishments, and conducting frequent monitoring (feedback loops, audits) to ensure the new “norm” stays steady.
Competencies required to spearhead this change
Communication: listen to concerns: make sure that the two-way conversation is transparent; and clearly state the goal, advantages and changes being made.
Leadership: Create a coalition for change; model desired behavior's; and inspire and empower employees.
Time management involves setting up a reasonable schedule, allocating resources, keeping an eye on deadlines, and ensuring that tasks are completed to schedule. 
Resolution and conflicts: expect resistance from residents who are afraid of change or staff who are accustomed to the status quo, for example, encourage dialogue and constructively address concerns.
Barriers and solutions
Barrier: Employee resistance because they are accustomed to the status quo.
[bookmark: _Int_Ft7gylJ9]Solution: include employees early in the planning process, offer assistance and training and emphasis the advantages for residents and job satisfaction.
Barrier: budget constraints limiting food quality improvements.
Solution: perform a cost-benefit analysis, test modifications on a small scale, look for outside funding or bargain with suppliers and show long term savings. (e.g. reduced waste, better nutritional outcomes).
Barrier: menu redesign is made more difficult by resident and customer preference variability.
Solution: consult with residents, provide a range of options, keep an eye on their feedback, and modify the menu as necessary.
Barrier: change not sustained – reverting to old practices.
Solution: to incorporate it into the policy, designate champions for ownership, track performance and reinforce with praise and reminders.
Conclusion
In conclusion, we can change our meal service to one that continuously improves resident nutrition, dignity, and satisfaction by implementing Lewin’s three stage model and ultilising strong leadership, communication, time management and conflict resolution.










Task 8- Self-Reflection 
Using one of the highlighted models of reflection, reflect on what you have learned about yourself during this module, as well as the knowledge you have gained, and explain how this has developed your skills and informed your future practice (250 words- you must reference the model you use)
Self reflection
Using Gibb’s Reflective Cycle to guide my self-reflection. I explored my experience completing Task 5, which required writing a letter to my younger self about a difficult period in my life.
 In terms of description, this task involved revisiting a challenging personal experience that I had not consciously thought about for some time. 
My feelings during this this activity were intense; I felt anxious and uneasy because I generally avoid reliving traumatic events, As I wrote, unexpected emotions surfaced, revealing that I had been masking aspects of my past more than I realised, which initially left me upset.  
Evaluating the experience, although the task was emotionally difficult, it proved meaningful. I briefly considered choosing a different, less painful experience but ultimately, I decided to persevere because I recognised the importance of confronting unresolved feelings. Completing the task successfully highlighted my determination and resilience. 
In the analysis stage, I began to understand that the process revealed personal strengths I had not previously acknowledged, particularly my emotional intelligence. The reflection helped me recognise how far I have come in valuing myself and others, and how my past experiences have shaped my personal growth, 
In conclusion, the task demonstrated that revisiting difficult experiences can lead to insight, healing, and self-awareness. My action plan is to continue using reflective practices throughout work, study, and life, as they will support my ongoing development, confidence, and ability to achieve positive outcomes. 
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