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Task 1: Personal Brand (250 Words) 

My personal brand is built around reliability empathy and a genuine desire to support people within health and social care. I am someone who shows up listens well and tries to do things the right way rather than just the easy way. I value being approachable because I believe trust is the foundation of good care. I also bring practical experience from working in customer facing roles which has taught me how to communicate clearly and stay calm when things are busy.
 
To develop this brand further I plan to keep learning every day and seek out more hands on experience in care settings. I will work on being more confident when speaking in meetings and asking questions when I do not understand something. I also intend to build a professional online presence that reflects my values and shows my commitment to this sector.
 
According to Goffee and Jones (2015) an authentic personal brand comes from understanding your true strengths and values rather than trying to be someone you are not. This means my brand should always feel like me not a performance I put on for others. Additionally De Janasz et al (2018) explain that developing a personal brand is an ongoing process that requires self reflection feedback from others and consistent effort over time. This tells me I do not have to be perfect straight away I just need to keep growing.
















Task 2: Network Map and Rationale (250 Words) 

My Network Map
 
• Career: College tutors placement supervisors former managers and colleagues from my current job
 
• Support: Family close friends and classmates who understand what I am working towards
 
• Social: Friends from college community group members and people I volunteer with occasionally
 
• Community: Local library staff neighbourhood centre workers and people from my local faith group
 
Rationale
 
This network gives me different kinds of support that I cannot get from just one group. My career connections help me find opportunities and give me advice about what skills I need next. My support network helps me when I feel stressed or unsure about myself. Social connections remind me that there is more to life than work and study which keeps me balanced. Community connections help me understand the people I might one day support as a care professional.
 
However I recognise gaps in my network. I do not yet have many contacts who are working directly in health and social care roles so I need to build those over time. Some connections are also quite new so trust is still developing. I also need to be careful not to rely too heavily on just one or two people because if that connection changes I might lose that support.
 
Baker et al (2015) suggest that diverse networks offer greater access to different perspectives and opportunities which is vital for career growth. Yet Granovetter (1973) explains that while strong ties give emotional support weaker ties often provide new information and opportunities. This means I should nurture both my close relationships and newer connections to get the most benefit from my network.



Task 3: Blog (400 Words) 

The Real Cost of Understaffing in UK Care Homes
 
When we talk about health and social care we often talk about budgets policies and new buildings. But what we do not talk about enough is what happens every single day when there are not enough people to do the work. Understaffing is not just a number on a spreadsheet it changes the quality of care people receive and it changes the experience of the people doing that caring work.
 
In many care homes across the UK staff are working long hours with barely enough time to complete the basics never mind give the kind of compassionate care they went into this profession to provide. When someone is rushed a conversation becomes a quick task. A moment of comfort becomes a check on a list. Over time those small missed moments add up. They add up to residents feeling lonely or overlooked. They add up to staff feeling exhausted undervalued and like they are failing at the job they care about.
 
This is not about people not trying hard enough it is about a system that asks too much from too few. Good care takes time and you cannot create more time just by asking people to work faster or stay later. Understaffing also creates a cycle. Burnout leads to more people leaving which creates more understaffing which creates more burnout. It is a difficult cycle to break but we have to start somewhere.
 
We need to value care work as highly as any other important profession. That means fair pay safe staffing levels and listening to the people who actually do the work. They know what is needed and their voices should be part of the solution. At the end of the day care is about human connection. You cannot rush that and you cannot replace it with anything else. If we want a better care system we have to start by making sure there are enough people there to care.







Task 4: NHS EDI Quiz (250 Words) 

1. What is the primary goal of the NHS Equality Diversity and Inclusion Improvement Plan? Its main goal is to create an NHS where everyone is treated fairly and with respect regardless of their background identity or role so that staff feel valued and patients receive the best possible care.
2. How does the NHS EDI Improvement Plan propose to tackle the gender pay gap? It aims to improve pay transparency review pay structures create more flexible career paths and ensure women have equal access to promotion opportunities across all NHS roles.
3. What is meant by the term intersectionality as used in the NHS EDI Improvement Plan? It means recognising that people have multiple aspects to their identity such as gender race and disability and these combine to create different experiences of advantage or discrimination that should not be viewed in isolation.
4. Why is it important for the NHS to create a psychologically safe work environment? When staff feel safe they are more likely to speak up about concerns share ideas and be themselves at work which improves wellbeing and leads to safer better care for patients.
5. How does the NHS EDI Improvement Plan suggest improving the experience of internationally recruited staff? It offers better welcome programmes improved language support clearer career guidance and fairer treatment so international staff feel supported valued and settled in the UK NHS.
6. What role does leadership play in advancing EDI objectives according to the NHS Improvement Plan? Leaders must lead by example hold themselves accountable make EDI a priority at every level and ensure policies are actually put into practice not just written down on paper.
7. Identify one way the NHS EDI Improvement Plan aims to reduce health inequalities within the workforce. One key way is by ensuring staff from all backgrounds have equal access to professional development training and career progression regardless of where they start or who they are.
8. Why does the NHS EDI Improvement Plan emphasise the importance of collecting and analysing data on protected characteristics? Because you cannot improve what you do not measure. Good data shows where inequalities exist helps target action fairly and shows whether changes are actually working over time.
9. Explain how flexible working policies can contribute to equality and inclusion in the NHS workforce. Flexible working helps people balance work with other responsibilities such as caring for family which opens opportunities to those who might otherwise be excluded such as parents and disabled workers.
10. What is one strategy mentioned in the NHS EDI Improvement Plan to combat bullying and harassment in the workplace? One strategy is introducing clearer reporting procedures better training for all staff and stronger accountability so people feel safe speaking up and know action will be taken when issues arise.

Task 5:  

 A Letter to Yourself (300 words)
 
Dear Me,
 
I am writing this to you from the future because I need you to know something important. Right now things feel really heavy and it seems like every small mistake means you are not good enough. But that is not true. What you are feeling right now does not define what you are capable of becoming.
 
Emotional intelligence is not about being happy all the time. It is about understanding what you are feeling knowing why and choosing how to respond rather than reacting in the moment. If you had known this then you might have been kinder to yourself when things went wrong. You might have paused before apologising for things that were not your fault. You might have seen that struggling is part of learning not proof that you are failing.
 
Resilience is also not about never feeling upset. It is about knowing you will be okay even when things are hard. It is about taking one small step forward when you can and being patient with yourself along the way. You do not have to carry everything alone. Asking for help is not weakness it is how we grow and learn.
 
Everything you are going through right now is teaching you things that will one day make you better at the work you want to do. You will be able to understand and support others because you have been there yourself. You are stronger than you realise and you have more time than it feels like right now.
 
Be kind to yourself you are doing better than you think.
 
Best wishes
 
Yourself in the future

 

Task 6 — Gantt Chart Narrative (200 words equivalent)
 
My Employment Goals Timeline
 
Now to 3 Months:
Complete my current university assignments and finish my portfolio. Research local care providers and send out speculative applications. Update my CV and LinkedIn profile. Speak with my tutor about potential placement opportunities.
 
3 to 6 Months:
Secure a work placement or volunteer position in a health and social care setting. Complete any required training such as safeguarding and manual handling. Reflect on my experience each week to identify what I am learning and what I need to improve.
 
6 to 12 Months:
Build relationships with colleagues and supervisors. Ask for feedback regularly. Consider applying for part time paid roles within the organisation or similar ones. Continue developing skills through short courses or online learning.
 
12 to 18 Months:
Apply for full time employment or a higher level apprenticeship in my chosen area. Update my portfolio with evidence of my work experience skills and achievements. Prepare for interviews by practising common questions and researching potential employers.
 
18 to 24 Months:
Settle into my chosen role continue learning on the job and work towards further qualifications if needed. Review my progress every six months to ensure I am still moving toward my long term career goals.







Task 7: Making Changes Report ( 350 Words) 

Report: Improving Staff Wellbeing Support in a Care Home
 
Change Proposed: Introduce a regular 15 minute wellbeing check in for every member of staff each week plus a quiet staff room space away from the work area where people can take breaks without interruptions.
 
Why this change is needed: Care work is emotionally and physically demanding but there is often little time or space for staff to talk about how they are feeling. When staff wellbeing is low quality of care suffers and staff turnover increases. Small consistent changes can make a big difference to how supported people feel at work.
 
Skills needed to implement this:
I need good communication skills to explain the change clearly and listen to concerns. I need empathy to understand why some people might be sceptical or too busy to participate. I need organisational skills to schedule the check ins without disrupting service delivery. I also need leadership skills to model the behaviour and encourage others to get involved.
 
Possible barriers and how to address them:
The biggest barrier is time. Staff might feel they cannot spare 15 minutes. I would address this by building the check ins into the rota so they are seen as part of the job not an extra task. Another barrier might be privacy or trust. Some people might not want to speak openly. I would reassure people that conversations are confidential and they do not have to share anything they are not comfortable with. Resistance to change is also natural. Kotter (2012) explains that people need to understand why change is happening before they will support it so I would explain the benefits clearly and involve staff in shaping how the change works.
 
Change models:
Kotter's 8 Step Change Model suggests creating a sense of urgency building a guiding coalition and communicating the vision clearly. Lewin's Change Management Model describes unfreezing the current state making the change and then refreezing it as the new normal. Both models remind me that change takes time patience and the involvement of the people affected.
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