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Task 1 – Personal Brand
A personal brand is an individual's way of communicating their professional identity‚ values, and capabilities within the work environment․ Furthermore‚ in a modern workspace‚ a personal brand can affect employed individuals' employability‚ allowing them to show their skillset and professional traits to employers/co-workers (Gorbatov et al․‚ 2019; Wetsch‚ 2023). 
My personal brand is that of a caring‚ trustworthy, and person-centred practitioner․ Person-centred care‚ which respects the dignity‚ independence, and preferences of the person‚ is essential to effective care provision (NHS England‚ 2023). I strive to show empathy‚ kindness, and professionalism in all interactions․
My strengths are my patience‚ communication, and teamwork․ These are all essential when working in adult social care, as you will be working with service users‚ their families, and fellow professionals․ As the Care Quality Commission (2023) states‚ care must be compassionate‚ respectful, and responsive․ Awareness of safeguarding‚ and maintaining professional boundaries‚ is key to safe practice․
My area of weakness is confidence in handling challenging behaviour or making quick decisions in high-pressure situations. To overcome this, I will continue to develop my knowledge through regular training, seek guidance from experienced colleagues, and reflect on my practice. Building experience over time and asking for feedback will help me become more confident and improve my decision-making skills in complex situations.
Conclusively, I will continue with my personal development‚ and seek further work experience‚ through a college course and volunteering‚ to better prepare me for adult social care․











Task 2 – Network Map and Rationale 
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On my network map‚ I have identified the people I know and organizations that can help me prepare for a successful career in adult social care․ I have divided my center into three areas: support‚ career‚ and social․ I am best connected with my close family and friends who are emotionally supportive and encouraging; these are strong bonding ties associated with trust‚ stability and psychological wellbeing (Ryan and Deci‚ 2020).
The majority of my relationships with lecturers‚ tutors and students are confined to the Health and Social Care course․ They are important for developing my knowledge and for my academic progression‚ but they're only related to my studies․ As such‚ they are seen as early forms of bridging ties‚ with the possibility of turning into professional ties (West et al․‚ 2022).
More broadly‚ I have university friends who will give me informal support and motivation‚ but I have fairly limited links with community organisations and care professionals․ This suggests there are weak bridging and linking connections to enable access to job opportunities and progression in health and social care․ (Skills for Care‚ 2024)
I will volunteer‚ attend careers events, and network with care professionals to build my personal network․ This will improve my chances of finding employment‚ while preparing me for work in the adult social care sector․























Task 3: Blog
Title: The Workforce Crisis in Adult Social Care: Why It Matters
Target Audience: Members of the Public and Aspiring Care Professionals
Adult‌ social care supports older people and vulnerable adults to live safely and independently in their own homes․ Adult social care is currently facing a severe and growing workforce‌ crisis‚ including workforce shortages‚ high turnover, and increased burnout (Skills for Care‚ 2024). These challenges are reflected‌ in the quality and continuity of care provided throughout the UK․
Recruitment and retention continue to be a‌ challenge with low pay‚ heavy workloads, and limited opportunities for career advancement highlighted as issues facing the workforce (Department of Health and Social Care‚ 2024). Staffing levels have been reported as difficult to manage‚ which can lead to‌ negative outcomes for service users․ High quality care involves compassion‚ communication and continuity (CQC‚ 2023)‚ which can be difficult to achieve in an environment where staffing levels are often not meeting the needs of those using‌ services. If services in the community are not available or accessible‚ this creates additional pressure on families and on NHS services (NHS England‚ 2023).
Investing in the adult social care workforce‚ in particular, improved pay and career progression‚ and promoting social care as a career of choice, is the long-term solution needed to ensure that high-quality care is available in the future․










Task 4: NHS Equality, Diversity and Inclusion Quiz
1. What is the primary goal of the NHS Equality, Diversity and Inclusion Improvement Plan?
The aim is to help create a workplace where staff are treated fairly‚ where discrimination is addressed‚ and where equality of opportunity is‌ promoted throughout the workforce (NHS England‚ 2023).
2. How does the NHS EDI Improvement Plan propose to tackle the gender pay gap?
The plan seeks to address pay transparency‚ fair recruitment and promotion‌ processes‚ and increase women's representation in senior leadership roles (NHS England‚ 2023; CIPD‚ 2023). 
3. What is meant by ‘intersectionality’?
Intersectionality is the idea that people's‌ overlapping identities‚ such as ethnicity‚ gender, and disability‚ influence how they experience inequalities and privilege (Equality and Human Rights Commission‚ 2022).
4. Why is psychological safety important in the NHS?
Psychological safety encourages staff to voice‌ their concerns without fear of blame or dismissal‚ which is conducive to organisational learning and patient safety (Edmondson and Lei‚ 2019).
5. How does the plan improve the experience of internationally recruited staff?
Supporting fair induction‚ mentorship‚‌ and career development opportunities will improve workplace inclusivity (NHS England‚ 2023).
6. What role does leadership play in advancing EDI objectives?
Leaders are responsible for creating inclusive cultures and ensuring accountability for the implementation of equality strategies (West et al․‚ 2022).
7. Identify one way the plan reduces workforce inequalities.
Increasing representation of underrepresented groups in senior leadership roles reduces inequalities in the workforce (NHS England‚ 2023).
8. Why collect data on protected characteristics?
Collecting data can help organisations identify inequalities and implement evidence-based solutions to these (Equality and Human Rights Commission‚ 2022).
9. How can flexible working promote inclusion?
Flexible working meets diverse employee needs in promoting a work-life balance and reducing workplace inequality (CIPD‚ 2023).
10. One strategy to combat bullying and harassment?
Reporting structures and a zero-tolerance policy can create a culture of respect (NHS England‚ 2023).




















Task 5: A Letter to Yourself 
Dear Younger Me,
I remember the time when you were insecure‚ when you had too much work and too many duties‚ when you were not sure whether you had the competence needed to be a person who cares for other people․ At the time‚ you may have thought that pushing through stress without acknowledging it was strength․ Now I see real strength begins with feeling․
Had you been more emotionally aware‚ you would have noticed your feelings when you started to get uncomfortable or tired, and you would have recognised and accepted these feelings instead of ignoring them․ It would have been helpful to learn how to manage my emotions‚ and speak up and ask for help when feeling defeated or overwhelmed․
Even when you didn't see it‚ your strength was growing․ Your ability to adapt and persevere grew with each challenge you faced․ Resilience is all about encountering difficulties head-on‚ learning through them‚ and making yourself stronger․ You were also developing your patience‚ empathy, and inner strength‚ and these skills will help you in adult social care․
Be easier on yourself․ Growth is not linear․ Mistakes are not failures; they are lessons instead. Keep reflecting‚ keep asking for help, and do not underestimate your own power to make a difference․ Have compassion for others but also for yourself․
With love,
Your Future Self









Task 6: Gantt Chart – Professional Development Plan (March 2025 – February 2027)
Career Goal: Employment in Adult Social Care
	Task / Activity
	Mar–May 2025
	Jun–Aug 2025
	Sep–Nov 2025
	Dec 2025–Feb 2026
	Mar–May 2026
	Jun–Aug 2026
	Sep–Nov 2026
	Dec 2026–Feb 2027
	Milestone

	Complete Degree
	
	
	
	
	
	
	
	
	Graduation (Aug 2025)

	Develop LinkedIn Profile
	
	
	
	
	
	
	
	
	Profile Completed

	Research Care Providers
	
	
	
	
	
	
	
	
	Provider List Created

	Volunteer in a Care Setting
	
	
	
	
	
	
	
	
	6 Months Experience

	Safeguarding & Care Training
	
	
	
	
	
	
	
	
	Certification Achieved

	Apply for Care Roles
	
	
	
	
	
	
	
	
	Applications Submitted

	Seek a Professional Mentor
	
	
	
	
	
	
	
	
	Mentorship Established

	Interview Preparation
	
	
	
	
	
	
	
	
	Interview Ready

	Secure Employment
	
	
	
	
	
	
	
	
	Job Offer (Nov 2026)

	Ongoing CPD & Reflection
	
	
	
	
	
	
	
	
	Continuous Development



This Gantt chart outlines my two-year CPD plan for gaining employment in the adult social care field between March 2025 and February 2027․ The first phase of my plan focuses on completing my degree‚ building my portfolio‚ and identifying potential employers․ Increasing employability in competitive care environments relies on creating an identity as a professional (Gorbatov‚ Khapova, and Lysova‚ 2019).
Following this‚ the second stage involves a period working as an unpaid volunteer in a care setting‚ supplemented by safeguarding training․ Such exposure is particularly important in adult social care roles‚ improving competence‚ confidence, and understanding of the needs of service users (Skills for Care‚ 2024). They further develop employability skills such as communication and teamwork ‚ as in the case of study roles․
The third stage comprised applying for jobs in care‚ establishing mentoring relationships, and preparing for interviews․ It is acknowledged that networking is important for career development in the domains of healthcare (West et al․‚ 2022). The final phase is that of securing employment and engaging in a program of CPD․
Supported by a clear timetable for objectives and deliverables‚ this plan shows accountability‚ career development, and improved future sustainability of the adult social care workforce (NHS England‚ 2023).














Task 7 – Making Changes Report
As a care home manager, I propose introducing a digital health care planning system to replace paper-based records within the residential care setting. This change aims to improve documentation, enhance communication between staff and ensure compliance with current regulations and quality standards while promoting more efficient and person-centred care delivery. 
To implement the change efficiently, the unfreeze-change-refreeze model will be applied. During the unfreeze stage, the staff will be prepared through meetings and opportunities to express concerns. In this stage, the digital system will be introduced alongside structured training and continuous support to build staff confidence. Finally, in the refreeze stage, the new system will be embedded through daily practice through monitoring, feedback, and reinforcement to ensure it becomes part of the routine part of care delivery.
Successful implementation of this change requires a range of skills, including strong relationships, effective communication, and emotional intelligence to support staff throughout the transition. In addition, digital competence, problem-solving abilities, and training skills are essential to guide staff, address challenges, and ensure they feel confident and capable when using the new system.
However, several barriers may arise during the process, including staff resistance to new technology, concerns about increased workload, and a limited time available for training. These challenges can be addressed by providing clear and consistent communication about the benefits of the system,  involving staff in decision-making, and offering flexible and ongoing training opportunities. Appointing senior carers as change champions can help build trust and encourage engagement, while celebrating early success can bust moral and reduce resistance.
In conclusion, the introduction of a digital care planning system has the potential to significantly improve care quality, communication and efficiency within the care home. With careful planning, strong leadership, and ongoing staff support, this change can be successfully implemented and sustained in everyday practice.
․



Task 8: Self-Reflection
I will use Gibbs' (1988) Reflective Cycle to evaluate what I have learnt throughout this module.
Description
This module helped me evaluate my personal brand‚ assess my professional networks, and develop a planned career plan within adult social care․ It encourages private reflection on my current skills and career aspirations․
Feelings
The activity did not seem to affect my employability․ Before my Job Search Placement‚ I did not know what I should call myself as a professional or how much impact networking could have on employability․ However‚ I had more motivation and a clearer career direction as a result of the activities․
Evaluation
My strengths‚ including empathy‚ patience, and communication skills‚ are valued in adult social care (Skills for Care‚ 2024). However, I am concerned about my lack of experience and networks and how this might negatively affect my employability in the future in the care sector
Analysis
I have also learned that employability is related to one's professional identity and networks (Gorbatov‚ Khapova and Lysova‚ 2019) in addition to qualifications․ Developing a strong professional brand and building professional relationships are important aspects of employability․ Additionally‚ learning about change management improved my understanding of leadership‚ adaptability‚ and communication within care settings (West et al․‚ 2022).
Conclusion
Overall‚ the module helped me to realise my strengths and weaknesses‚ and understand the qualities required for working in the area of adult social care․
Action Plan
I will continue to network with other professionals to gain experience‚ to volunteer, and to reflect upon my practice to become a confident and skilled practitioner․
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