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A personal brand is the professional image that is shared with an employer; it conveys an individual's values, strengths, skills and achievements (Sylvester and Donald, 2023). My personal brand is based on reliability, communication, adaptability and a commitment to developing knowledge in health and social care.
I am now studying BSc Health and Social Care at the University of Wales Trinity Saint David. My previous qualification in Sociology gives me a background in understanding the individual, the community and social issues. Working at Amazon UK Services has honed his teamwork, problem-solving, accuracy and ability to work quickly. Such experiences develop a professional identity that is focused on responsibility, inclusive communication and helping others. However, to progress towards a career in health and social care, I should demonstrate how my existing skills apply to person-centred care, safeguarding, confidentiality and professional boundaries. 
This can be done by being active in the online community and maintaining a professional profile online. Medina Garrido (2025) describes the significance of professional identity narratives for career development. I could enhance my profile by refreshing my CV, stating transferable skills in a realistic way, and looking for appropriate placement or volunteering opportunities.
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Abraham Kiros Andom
Career development in health and social care
	CAREER NETWORK
· Amazon colleagues and managers
· Peer trainers and workplace contacts
· University tutors and lecturers
· Potential health and social care employers
	SUPPORT NETWORK
· Academic advisers and supervisors
· Mentors and careers guidance services
· Trusted family members and friends 
· People who provide encouragement and advice

	SOCIAL NETWORK
· Friends and acquaintances
· Current and former colleagues
· University peers
· Professional online communities
	COMMUNITY NETWORK
· British Red Cross Refugee Services
· Local community organisations
· Volunteering and support groups
· Relevant cultural or community networks (if applicable)



Access to advice, information, encouragement and employment opportunities through a professional network (Suarez and McGrath, 2022). At Amazon, there are opportunities to enhance communication and teamwork skills with colleagues and managers. He might also receive feedback from his peers when he is involved in peer training. University tutors can help him with his academic learning and give him advice with regard to relevant placements and career paths.
His previous volunteering with British Red Cross Refugee Services represents an important community connection. Interpretation and support for vulnerable people can be drawn on for inclusive communication and understanding of diverse needs. Social contacts can offer encouragement and support him to balance education and employment and stay motivated.
But it's only beneficial to have a network if you keep in touch with them and use it responsibly. Working mostly in the workplace may restrict the type of health and social care workers that Abraham interacts with. He should build relationships with placement supervisors, professional organisations and care practitioners. Reissner, and Armitage-Chan (2024) point to the development of professional identity as a result of interaction and experiences in the world of work. 
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Mental Health Matters: Building a More Supportive UK Care System
Target audience: Young adults, families and people working in health and social care
Mental health is a crucial aspect of wellbeing. It impacts thinking, feeling, coping with normal stress, and relationships. Mental health problems may occur in individuals from various backgrounds and ages in the UK. It is therefore crucial that access to support services and a reduction in stigma are addressed.
Why does mental health support matter?
Mental health problems can impact learning, work, relationships and everyday functioning. People could feel anxious, depressed, lonely or troubled because of financial difficulties, bereavement and physical illness.  The NHS has information on mental health disorders, treatment and support. But some people may postpone seeking help due to fear of being judged or not knowing how to access help. Encouraging access to appropriate support and listening without criticism from families, friends and care professionals can all have a positive impact (NHS, 2026).
The role of health and social care professionals
The importance of mental health should also be taken seriously and respected by health and social care workers. Person-centred support is listening to people, supporting their choices and understanding their unique situations. Staff need to be clear and concise in their communication, respect the person's right to confidentiality and not make assumptions about their experience. Evidence-based guidance is given by the National Institute for Health and Care Excellence to help ensure that assessment and care are appropriate (NICE 2026). 
What can families and communities do?
Families, friends and communities can help to minimise stigma by talking respectfully about mental health and challenging attitudes and beliefs that discriminate against it. Being socially connected, engaging in activities that matter, and reaching out for assistance early on can contribute to wellbeing. It is also important that people are aware that mental health problems are not a failure.
Anyone who has concerns about their mental health should speak to their GP or use the NHS mental health information to find mental health services that are suitable. Urgent mental health support could be provided in England via NHS 111. If there is anyone in immediate danger, they should call emergency services.
Moving forward
A supportive care system must be available to provide services, be trained to provide mental health care, and communities must be more concerned with mental health. This can help people to get support when they need it, respect their experiences and be more aware of their needs generally. Mental health is a vital aspect of person-centred health and social care.
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1. What is the primary goal of the NHS Equality, Diversity, and Inclusion Improvement Plan?
It is mainly about tackling discrimination, prejudice and inequalities in the NHS workforce. It is designed to provide an inclusive environment where staff feel respected, supported, and able to advance fairly.
2. How does the NHS EDI Improvement Plan propose to tackle the gender pay gap?
It encourages fair recruitment, development and progression for workers, with monitoring of workforce inequalities. These are steps taken to identify and address obstacles to women's progress and pay (NHS, 2026).
3. What is meant by the term ‘intersectionality’ as used in the NHS EDI Improvement Plan?
Intersectionality acknowledges that multiple forms of identity may intersect and result in unique experiences of disadvantage. Gender or ethnicity could, for instance, interact with one another to impact work experiences (NHS England, 2026).
4. Why is it important for the NHS to create a psychologically safe work environment?
Psychological safety allows employees to speak up when something is not right, make mistakes without being humiliated or retaliated against, and share ideas. This helps to maintain staff wellbeing, teamwork and patient safety.
5. How does the NHS EDI Improvement Plan suggest improving the experience of internationally recruited staff?
It suggests full induction and equal opportunities for training, development and career development opportunities. This is to welcome and support recruited staff from abroad.
6. What role does leadership play in advancing EDI objectives according to the NHS Improvement Plan?
Leaders should lead the way in demonstrating inclusive behaviour, take steps to improve and be held to account for improvements. They are responsible for tackling discrimination and ensuring fair treatment.
7. Identify one way the NHS EDI Improvement Plan aims to reduce health inequalities within the workforce.
It provides organisations with an opportunity to review their workforce information and tackle inequalities in staff experiences. Individual or specific interventions can promote better working conditions and access to opportunity.
8. Why does the NHS EDI Improvement Plan emphasise the importance of collecting and analysing data on protected characteristics?
The data assists in identifying patterns of discrimination and unequal outcomes. The results can be utilised to foresee specific enhancements and track progress at the organisation (NHS Employers, 2023).
9. Explain how flexible working policies can contribute to equality and inclusion in the NHS workforce.
Flexible working can assist staff in achieving a balance between work and caring and/or disability-related needs and other personal needs. Suitable arrangements which can support inclusion and retention can be achieved with fair access.
10. What is one strategy mentioned in the NHS EDI Improvement Plan to combat bullying and harassment in the workplace?
Organisations must monitor reports of bullying, harassment, discrimination and violence, establish reduction targets and enhance employment processes relating to these issues. Staff need to be able to report concerns safely.
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Dear Younger Abraham,
At times, the demands of responsibilities, change or uncertainty were challenging. Looking back, remember that difficult experiences can provide opportunities to learn, develop confidence and understand yourself better. Do not be ready with all the answers and feel that this is a prerequisite to progress.
Emotional intelligence is the ability to recognise and manage emotions and understand how other people feel. This is a skill that can be developed to handle pressure with a cool head. When making decisions, don't let frustration or worry get in the way, but take time to learn about the situation and think about how to solve it. 
Resilience is the capacity to cope and persist in achieving objectives in the face of challenges. It's not about ignoring issues or being a man of steel at all times. It involves identifying problems, asking for assistance if needed, and taking advantage of failures.  You can learn these qualities through your education, work and/or volunteer experiences. Must be patient, a team player and understand different viewpoints when working with different people. 
Above all, understand that seeking assistance is not a sign of weakness but of awareness of self. You can enhance relationships with emotional intelligence and deal with change and stay focused on your goals with your resilience. Continue to educate yourself, be patient, and be understanding of others. 
Best wishes,
Your older self


[bookmark: _Toc242901118]Task 6 – Gantt Chart: Achieving Future Employment Goals
	Tasks and Activities
	Month 1–2
	Month 3–4
	Month 5–6
	Month 7–8
	Month 9–10
	Month 11–12

	Review health and social care career options.
	
	
	
	
	
	

	Update CV and develop personal brand.
	
	
	
	
	
	

	Identify training and development needs.
	
	
	
	
	
	

	Search for relevant placements or volunteering.
	
	
	
	
	
	

	Build professional networks and seek feedback.
	
	
	
	
	
	

	Apply for suitable health and social care roles.
	
	
	
	
	
	

	Prepare for interviews and attend interviews.
	
	
	
	
	
	

	Evaluate progress and plan next steps.
	
	
	
	
	
	



Progress will be monitored monthly. The first step is to determine the skills and experience gaps to determine the requirements of a job. Updating the CV and professional profile will assist in the communication of transferable skills. The training, placement search, and networking should then foster the development of hands-on knowledge and confidence in the professional arena. 
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Report: Implementing a Falls Prevention Programme in a Care Home
To: Care Home Management Team
Subject: Improving resident safety through falls prevention
Introduction and proposed change
This report recommends implementing a falls prevention programme which will make residents safer and reduce avoidable injury. Prevention of falls is an important aspect of person-centred care and can impact mobility, confidence and independence. 
Implementation approach
Lewin's three-stage change model offers a useful framework for implementation: unfreeze, change and refreeze (Isiche and Mandere, 2024).
The manager will need to examine the incident records, speak to staff and residents and discuss the need for improvement during the unfreeze stage. This will help to identify any existing issues and motivate staff involvement.
The care home should implement individualised falls assessments and review identified falls risks and interventions through the change stage (Majka, 2024). Staff should check routes are clear and ensure that the use of walking aids and mobility equipment is appropriate. 
Skills required and barriers
The implementation needs to be led and coordinated, with communication, teamwork, problem-solving and organisation skills. The manager will share the reason for the change and will assign responsibilities for the change and oversee adherence to the change. Staff should also be appropriately trained in providing safe and individual care (McGuier et al. 2024). Factors that could be a barrier are staffing shortages, not enough training time, not wanting to use new procedures, or financial concerns. 
Evaluation and conclusion
Success should be measured through tracking falls and injuries, watching incident reports, and reviewing assessments completed and feedback received from residents and staff. Changes in resident needs and activity should be considered in conjunction with results, not in isolation.
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