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Task 1 – Personal Brand
My personal brand is my professional identity I create to show employers who I am, what I value, and the unique strengths I will bring to the workplace. 
My personal brand centers on compassion, reliability, and communication to support children, young people, and families. 
These qualities shape how I present myself both online and in professional environments, helping me build trust and demonstrate my suitability for roles within Health and social care, and early help services.

Developing my personal brand is essential for achieving my employment goals. A clear and consistent personal brand increases employability by helping individuals stand out in competitive job markets and communicate their value effectively (Montoya and Vandehey, 2009). To strengthen my brand, I will ensure my online presence- particularly LinkedIn is professional, and up to date, and aligned with the message I want, my employers to see. This includes displaying my skills, qualifications, voluntary experience, and achievements. Related to supporting children and families.

I will also develop my brand by sharing relevant insights, engaging with professional communities, and demonstrating my knowledge of early intervention, safeguarding, and mental health awareness. Authenticity is a key part of my brand. Employers respond positively to applicants who consistently communicate their strengths and passion for helping others, I can position myself as a committed and capable candidate.
This deliberate development of my personal brand will support me in reaching my employment goals within the health and social care sector.



 




Task 2 - Network Map and Rationale

My personal network consists of four key dimensions= career, support, social and community each part of tis network plays a different role helping me progress towards my employment goals within health, social care, and early help services.

My career network includes tutors, placement supervisors, colleagues, and professionals, I engage with LinkedIn. These connections provide guidance, industry knowledge, and opportunities for professional development. Career networks are essential for accessing hidden job markets and gaining insights into sector expectations (Granovetter, 1995). By maintaining regular communications and sharing my achievements online, I strengthen these ties and increase my visibility to potential employers.

My support network consists of family, close friends, and mentors who provide emotional encouragement, practical help, and motivation support networks are proven to improve resilience, confidence, and persistence when working towards long-term goals (Cohen and wills,1985). This network helps me stay focused and grounded, especially during challenging periods of study or job searching.
My social network includes peers, classmates, and community groups. These connections offer shared experiences, informal learning, and opportunities to collaborate. They also help me develop impersonal skills that are essential in health and social care roles.
Finally, my community network includes local organizations, voluntary groups, and services such as family hubs and youth support teams. Engaging with commitment to supporting children and families.

Together, these networks create a strong foundation that supports my personal development, enhances my employability, and aligns with my long-term career ambitions.



Task 3- Blog= The Rise of Family Hubs – A New Era of Support for Children and Families in the UK.
Over the past few years, the UK has seen a major shift in how support for children, young people, and families is delivered. One of the most significant developments is the introduction of Family Hubs—a new model designed to make early help more accessible, more coordinated, and more effective. For parents and carers, this change could transform how they receive support during some of the most challenging moments of family life.
Family Hubs are replacing or expanding the role of traditional children’s centres. Their purpose is simple: to bring services together under one roof so families can get help without navigating complicated systems or repeating their story multiple times. Whether a parent needs advice on infant feeding, mental health support, help with school attendance, or guidance around special educational needs, the idea is that a Family Hub becomes the first, easiest place to go.
This shift comes at a crucial time. Many families are facing increased pressures—from rising living costs to long waiting lists for specialist services. For some, accessing support has felt overwhelming or confusing. Family Hubs aim to remove these barriers by offering a welcoming, community‑based space where professionals work together rather than separately. Importantly, they focus on early intervention, helping families before problems escalate.
Another key feature is their emphasis on digital access. Many hubs now offer online resources, virtual appointments, and digital parenting programmes. This is especially valuable for parents who may struggle to attend in person due to work, childcare, or transport challenges.
For professionals, Family Hubs encourage stronger collaboration between health, education, social care, and voluntary organisations. This joined‑up approach means families receive more consistent support and are less likely to fall through gaps in the system.
For parents and carers, the message is clear: you do not need to wait until things feel unmanageable. Family Hubs are designed to be a safe, supportive space where you can ask questions, seek guidance, and access practical help early on.
As Family Hubs continue to expand across the UK, they represent a hopeful step forward—one that prioritises prevention, community connection, and the wellbeing of every child.



Task 4- NHS Equality, Diversity and Inclusion Quiz
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 and ensure all staff feel a strong sense of belonging and have better experience at work (NHS England, 2023).

2.How does the NHS EDI Improvement Plan propose to tackle the gender pay gap?
· The plan proposes analyzing pay gap data by protected characteristic and implementing targeted improvement plans to reduce gaps, including those related to sex (NHS England, 2023)



3.What is meant by the term ‘intersectionality’ as used in the NHS EDI Improvement Plan?
· Intersectionality refers to recognizing that individuals have multiple, overlapping identities and may experience combined forms of disadvantage that cannot be addressed through a single‑characteristic approach (NHS England, 2023).




4.Why is it important for the NHS to create a psychologically safe work environment?
· Intersectionality refers to recognizing that individuals have multiple, overlapping identities and may experience combined forms of disadvantage that cannot be addressed through a single‑characteristic approach (NHS England, 2023).




5.How does the NHS EDI Improvement Plan suggest improving the experience of internationally recruited staff?
· A psychologically safe environment ensures staff feel respected, able to speak up, and protected from discrimination, which improves wellbeing, retention and overall workforce performance (NHS England, 2023).




6.What role does leadership play in advancing EDI objectives according to the NHS Improvement Plan?
· The plan recommends clear communication before arrival, comprehensive onboarding, and equal access to training, development and career progression (NHS England, 2023).



7.Identify one way the NHS EDI Improvement Plan aims to reduce health inequalities within the workforce.
· Leaders must set measurable EDI objectives, be accountable for progress, and use organizational data and lived experience to drive cultural improvement (NHS England, 2023).




8.Why does the NHS EDI Improvement Plan emphasize the importance of collecting and analyzing data on protected characteristics?
· One approach is developing and implementing improvement plans that specifically address workforce health inequalities across protected characteristics (NHS England, 2023).




9.Explain how flexible working policies can contribute to equality and inclusion in the NHS workforce.
· Collecting this data helps identify inequalities, monitor progress, and ensure targeted actions effectively address disparities within the workforce (NHS England, 2023).




10.What is one strategy mentioned in the NHS EDI Improvement Plan to combat bullying and harassment in the workplace?
· 
Flexible working supports staff with diverse needs, improves work–life balance, and helps remove barriers faced by groups disproportionately affected by rigid schedules (NHS England, 2023).












Task 5- A Letter to Yourself
Dear Younger Me,
I know things feel heavy right now, and you’re trying to make sense of emotions that seem bigger than you. Looking back with what I’ve learned about emotional intelligence and resilience, I want to share what would have helped you through that time.
First, your feelings were valid. You often pushed them down because you didn’t want to burden anyone or appear weak, but emotional intelligence teaches us that recognising and naming our emotions is a strength, not a flaw. If you had understood this earlier, you might have felt less alone. You didn’t need to hide how overwhelmed you were; you needed space to understand it.
Resilience isn’t about “being tough” or pretending everything is fine. It’s about adapting, recovering, and learning from difficult experiences. Back then, you thought struggling meant failing, but it didn’t. Every challenge was shaping you into someone stronger, more empathetic, and more capable than you realised. If you had known that resilience grows through support, self‑care, and reflection, you might have been kinder to yourself.
You often believed you had to handle everything alone. But emotional intelligence teaches us the importance of reaching out, communicating our needs, and trusting others. You didn’t have to carry the weight by yourself; asking for help would have made the load lighter.
Most importantly, I want you to know that the difficult moments did not define you—they refined you. Developing emotional intelligence and resilience has helped you become someone who understands others deeply, who can stay calm in storms, and who can rise even when things feel impossible.
You survived that time, and you grew from it. I’m proud of you.
With compassion, Your Future Self









Task 6- GANTT Chart 
Gantt Chart: Steps Toward My Future Employment Goals
The following Gantt chart outlines the key tasks I need to complete over the next 12 months to progress toward my future employment goals. Each task is organised into phases, showing how activities overlap and build on one another.
Gantt Chart 
	Task
	Oct–Dec
	Jan–Mar
	Apr–Jun
	Jul–Sep

	Update CV and portfolio
	███████
	
	
	

	Complete training courses (safeguarding, mental health, Early Help)
	███████
	███████
	
	

	Build LinkedIn profile and professional network
	███████
	███████
	███████
	███████

	Gain voluntary or placement experience
	
	███████
	███████
	███████

	Attend workshops, webinars, and career events
	
	███████
	███████
	███████

	Apply for entry‑level roles in health/social care
	
	
	███████
	███████

	Prepare for interviews and skills assessments
	
	
	███████
	███████

	Review progress and adjust goals
	
	
	
	███████


Explanation 
This Gantt chart illustrates the structured steps required to achieve my future employment goals within the health and social care sector. The first phase focuses on building strong foundations by updating my CV, improving my portfolio, and completing essential training such as safeguarding, mental health awareness, and Early Help. Strengthening my LinkedIn profile and expanding my professional network is a continuous task throughout the year, helping me connect with employers and stay informed about opportunities.
The second phase involves gaining practical experience through voluntary work or placements, which will help me develop confidence, apply my learning, and demonstrate commitment to the sector. Alongside this, attending workshops and career events will support my professional development and increase my employability.
The final phase focuses on applying for roles, preparing for interviews, and reviewing my progress. This structured timeline ensures I stay organised, motivated, and on track toward securing a role that aligns with my long‑term career ambitions.























Task 7- Making Changes- Report

Introduction
As the manager of a care home, I would like to implement a digital care planning system to replace paper-based records. This change aims to improve the accuracy, accessibility, and efficiency of resident information, leading to safer and more person-centred care. Digital records can support better communication between staff, reduce administrative errors, and ensure information is updated promptly.
Implementing the Change
To successfully introduce digital care planning, I would use Lewin’s Change Management Model, which consists of three stages: unfreeze, change, and refreeze. The model supports organisations in preparing for change, implementing new practices, and embedding them into daily routines (Lewin, 1947).
During the unfreeze stage, staff would be informed about why the change is necessary. Meetings would be held to explain the benefits and address concerns. The change stage would involve providing training sessions, introducing the new software gradually, and offering ongoing support. Finally, in the refreeze stage, digital care planning would become standard practice, with regular monitoring to ensure the new system is used effectively and consistently (NHS England, 2018).
Skills Required
Several leadership and management skills are essential for successful implementation. Effective communication skills are needed to explain the purpose of the change and gain staff engagement. Leadership skills are important to motivate staff and maintain focus on the overall vision. In addition, problem-solving and coaching skills will help managers support employees who may struggle to adapt to new technology.
Potential Barriers
Resistance to change is one of the most significant barriers. Some staff may feel anxious about learning new technology or prefer existing paper systems. Limited digital skills and time constraints could also slow implementation. To overcome these barriers, staff must receive appropriate training, encouragement, and opportunities to provide feedback. The Care Quality Commission emphasises the importance of ensuring staff receive suitable training to deliver safe and effective care (CQC, 2026).
Conclusion
The introduction of digital care planning has the potential to improve quality of care, communication, and efficiency within the care home. By applying Lewin's Change Model, developing staff skills, and addressing barriers proactively, the organisation can achieve a successful and sustainable change.






















Reference List
Care Quality Commission (CQC) (2026) Staff training plan. Available at: https://www.cqc.org.uk/guidance-regulation/registration/supporting-documents-provider/document/staff-training-plan (Accessed: 13 October 2026).

Cohen, S. and Wills, T.A. (1985) ‘Stress, social support, and the buffering hypothesis’, Psychological Bulletin, 98(2), pp. 310-357.

Granovetter, M. (1995) Getting a Job: A Study of Contacts and Careers. 2nd edn. Chicago: University of Chicago Press.

Lewin, K. (1947) ‘Frontiers in group dynamics’, Human Relations, 1(1), pp. 5-41.

Montoya, P. and Vandehey, T. (2009) The Brand Called You. New York: McGraw-Hill.

NHS England (2018) The Change Model Guide. Available at: https://www.england.nhs.uk/publication/the-change-model-guide/ (Accessed: 13 October 2026). [england.nhs.uk], [england.nhs.uk]

NHS England (2023) NHS Equality, Diversity and Inclusion Improvement Plan. Available at: https://www.england.nhs.uk (Accessed: 13 October 2026).

NHS England (2023) Workforce Disability Equality Standard: 2023 Report. Available at: https://www.england.nhs.uk (Accessed: 13 October 2026).

NHS England (2023) Workforce Race Equality Standard: 2023 Data Report. Available at: https://www.england.nhs.uk (Accessed: 13 October 2026).

Peters, T. (1997) ‘The Brand Called You’, Fast Company. Available at: https://www.fastcompany.com (Accessed: 13 October 2026).

Skills for Care (2025) Statutory and mandatory training. Available at: https://www.skillsforcare.org.uk/Developing-your-workforce/Guide-to-developing-your-staff/Statutory-and-mandatory-training.aspx (Accessed: 13 October 2026).













 
1






2

image1.png
Prifysgol Cymru
Y Drindod Dewi Sant

University of Wales
Trinity Saint David




