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Task 1 – Personal Brand
Write about your own person brand and how you could develop this to enable you to reach your employment goals (200 words- 2 referenced sources)
My Personal brand embodies my identity as a driven, compassionate, and dependable person dedicated to enhancing lives through healthcare and social services. I value strong communication, teamwork, and organizational abilities, which are essential for building positives relationships with colleagues and services users. These qualities support my aim to contribute to patient- focused innovation and service improvement within the NHS.
Personal branding, as Gorbatov, Khapova and Lysova (2019) suggests, involve showcasing unique and value to employers. I aim to present as adaptable, professional, and committed to continuous learning. To strengthen my brand and advance towards leadership roles. I plan to improve my public speaking confidence and develop stronger digital and analytical skills.
To achieve this, I will participate in professional development workshops, complete NHS Leadership Academy modules, and actively engage on LinkedIn highlight my skills. Developing a strong and authentic personal brand effectively communicates my values and professional identity (Shepherd, 2010). By continuously improving how I present myself. I can enhance employability and move closer to achieving my long-term 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).
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Creating a personal network map offers a clear way to reflect on the relationships that shape both personal and professional growth. By organizing connections into four categories—Career, Support, Social, and Community—it becomes easier to see how each contributes to wellbeing and development. Strong relationships, like those with family, close friends, and mentors, are shown with thicker lines to represent their deeper emotional and practical support. These connections are especially important during challenging times, supporting the idea that strong social ties help buffer stress (Vacca, 2019).
Meanwhile, weaker ties—such as acquaintances in professional groups or community initiatives—play a key role in expanding access to new ideas and opportunities. Nguyen and Le (2025) highlights how these broader connections build social capital by linking people to diverse networks. Critically, relying too heavily on similar or familiar contacts can limit growth and creativity. A healthy network should be varied and regularly reassessed to stay relevant to changing goals.
This mapping process not only clarifies who is in your network, but also helps identify areas that may need strengthening. It’s a practical tool for building awareness and making intentional choices about who you connect with and why.

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)
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Blog Title: Closing the Digital Gap in Health and Social Care
Target Audience: Students and early-career professionals in health and social care
As digital technology becomes more embedded in UK health and social care services, a pressing concern is emerging: digital exclusion. While tools like online booking systems, virtual consultations, and electronic health records offer convenience and efficiency, they can unintentionally marginalize individuals who lack digital access or skills.
NHS Digital (2023a) reports that over 10 million people in the UK struggle with basic digital tasks. This includes older adults, people with disabilities, and those from disadvantaged backgrounds. For these groups, engaging with digital platforms can be difficult, leading to missed care opportunities and widening health inequalities.
For those entering the sector, it’s vital to recognize that digital exclusion isn’t just a technical issue—it’s a matter of fairness and ethical care. While technology can improve services, it must be designed and delivered in ways that are inclusive. This could involve offering digital training, maintaining offline options, or involving service users in co-designing systems.
Addressing digital exclusion requires more than new tools—it calls for empathy, advocacy, and a commitment to equitable care. As future practitioners, we must ensure that digital progress benefits everyone, not just those who are already connected.


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?

The primary goal is to improve equality, diversity and inclusion across the NHS workforce and enhance staff’s sense of belonging to improve their experience.

2. How does the NHS EDI Improvement Plan propose to tackle the gender pay gap?
It requires NHS organizations to analyze pay gaps by protected characteristic (including gender) and develop and implement improvement plans to eliminate them, with targets set for gender by 2024.


3. What is meant by the term ‘intersectionality’ as used in the NHS EDI Improvement Plan?
Intersectionality refers to recognizing that individuals may have multiple, overlapping identities (e.g., race, gender, disability) and that inequalities can combine in complex ways that cannot be addressed by looking at a single characteristic in isolation.



4. Why is it important for the NHS to create a psychologically safe work environment?

A psychologically safe work environment enables staff to raise concerns, admit mistakes, ask questions and feel respected, which fosters better engagement, morale and ultimately safer and more effective patient care.


5. How does the NHS EDI Improvement Plan suggest improving the experience of internationally recruited staff?

The plan mandates a comprehensive induction, onboarding and development program for internationally recruited staff, ensuring they are supported, feel a sense of belonging and have equal access to development opportunities



6. What role does leadership play in advancing EDI objectives according to the NHS Improvement Plan?

Leadership is key: chief executives, chairs and board members must have specific, measurable EDI objectives, be accountable for them, and ensure inclusive culture is embedded and data-informed.


7. Identify one way the NHS EDI Improvement Plan aims to reduce health inequalities within the workforce.

One way is by supporting improvement plans that address workforce health inequalities, for example by partnering with community organizations and integrating wellbeing and fair employment into workforce strategies.

8. Why does the NHS EDI Improvement Plan emphasise the importance of collecting and analysing data on protected characteristics?

Because robust data allows organizations to identify barriers and biases affecting different groups, measure progress against objectives (e.g., pay gaps, recruitment, advancement) and tailor action meaningfully.



9. Explain how flexible working policies can contribute to equality and inclusion in the NHS workforce.

Flexible working policies help by making roles more accessible (e.g., for carers, those with disabilities, or from diverse backgrounds), supporting fair recruitment and retention, and helping close pay or opportunity gaps.


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

One key strategy is requiring all NHS organizations to implement robust anti-bullying frameworks that include early intervention, confidential reporting systems, and mandatory civility and respect training for all staff and leaders. This approach aims to create a culture of psychological safety where inappropriate behavior is consistently challenged and addressed.

Reference: NHS England (2023b) NHS equality, diversity, and Inclusion Improvement Plan, NHS England. Available at: https://www.england.nhs.uk/long-read/nhs-equality-diversity-and-inclusion-improvement-plan/. ( Accessed 10 October 2025)


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)
Dear Younger Me,
I know things felt overwhelming back then—juggling studies, placements, and personal expectations. You often questioned whether you were good enough, especially when things didn’t go to plan. I want you to know that what you were feeling was valid, but also that you had more strength than you realised.
Since then, I’ve learned about emotional intelligence and resilience—two qualities that would have helped you navigate those challenges with more self-compassion and clarity. Emotional intelligence isn’t just about understanding others; it’s about recognising your own emotions, too. If you’d paused to acknowledge your stress or self-doubt instead of pushing through in silence, you might have found healthier ways to cope and ask for support.
Resilience, I’ve come to understand, isn’t about being unaffected by hardship—it’s about adapting, learning, and bouncing back. You didn’t need to have all the answers. You just needed to trust that setbacks were part of growth, not signs of failure.
If I could offer you one piece of advice, it would be this: be kinder to yourself. Reflect, breathe, and lean on the people who care. You don’t have to do it all alone. Developing emotional intelligence and resilience doesn’t make you weaker—it makes you more human, more grounded, and ultimately, more capable.
With pride and compassion,
Your future self


Task 6- GANTT Chart (200 words equivalent)
Compile a Gantt chart which illustrates the tasks you have to complete to achieve your future employment goals


	Task
	Start Date
	End Date
	Duration
	Dependencies (if any)

	Complete Level 5 (Year 2)
	Jan 2025
	Dec 2025
	12 months
	None

	Attend Relevant Workshops (Safeguarding, Mental Health, Social Care Skills)
	Mar 2025
	Dec 2026
	22 months
	None

	Complete Level 6 Coursework (Final Year)
	Jan 2026
	Dec 2026
	12 months
	Completion of Level 5

	Gain Work Experience / Placement in Social Care Setting
	Jun 2026
	Nov 2026
	6 months
	Level 6 Coursework Started

	Develop Professional CV & Cover Letter
	Oct 2026
	Nov 2026
	1 month
	Completion of Work Experience

	Apply for Social Work Roles
	Dec 2026
	Feb 2027
	3 months
	CV & Cover Letter Complete

	Prepare for Interviews
	Jan 2027
	Mar 2027
	2 months
	Job Applications Submitted

	Apply for Social Work England (SWE) Registration
	Feb 2027
	Mar 2027
	1 month
	Degree Completion

	Secure and Start Social Worker Role
	Apr 2027
	Apr 2027
	1 day
	Successful Interview & SWE Registration



Task 7- Making Changes- Report
You are the manager of a care home and want to make changes 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). 
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Introduction
In my role as a care home manager, I plan to introduce a digital care management system to streamline documentation, strengthen staff communication, and elevate the standard of care provided to residents. Transitioning from paper-based records to a digital platform will modernize daily operations and help minimize errors.
Implementation Plan
This initiative will be guided by Kotter’s ( 2012) 8-Step Change Model. It will begin by highlighting the urgency of addressing current inefficiencies, followed by building a leadership team among senior staff and sharing a clear vision with all employees (Kotter, 2012). Staff will receive practical training through interactive workshops and ongoing support to build confidence and capability.
Skills Required
Successful implementation will rely on strong leadership to inspire and direct the team, effective communication to clarify benefits and respond to concerns, and digital competence to assist with learning and troubleshooting. Emotional intelligence will be crucial for managing resistance and maintaining a positive team environment.
Potential Barriers
Challenges may include reluctance to change, limited confidence in using technology, and time constraints for training. To overcome these, I will offer structured training, introduce peer mentoring, and create opportunities for regular feedback. Involving staff in the process will encourage engagement and reduce resistance (Cameron & Green, 2020).
Conclusion
By applying a proven change framework, prioritizing staff development, and proactively addressing obstacles, the digital care management system will improve efficiency, enhance resident outcomes, and foster a more skilled and unified workforce.




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 Gibbs’ (1988)  Reflective Cycle
Description
During this module, I completed a career network mapping task that required me to identify my professional, social, support, and community connections. Initially, I was unsure how to categorise my contacts or evaluate the strength of my network.
Feelings
At first, I felt anxious and uncertain about whether my network was sufficient to support my career goals. However, as I mapped it out, I became motivated and more confident in recognising the opportunities I already had.
Evaluation
I was able to identify strong support and social networks, which reassured me about my professional foundations. However, I noticed gaps in bridging and linking social capital, particularly connections that could provide new career opportunities.
Analysis
This reflection helped me understand the importance of actively developing networks beyond familiar circles. I realised that my strengths lie in maintaining close relationships, but I need to focus on expanding my professional connections to access new learning and career opportunities.
Conclusion
I could have engaged more proactively with mentors or professional groups earlier in the module. Doing so would have strengthened my bridging connections and enhanced my confidence in networking.
Action Plan
In the future, I will attend industry events, join professional associations, and seek mentoring opportunities to expand my network. I will also review my progress regularly to ensure I am developing a balanced network that supports both my career and personal growth.
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