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Task 1 – Personal Brand
Reflecting on My Personal Brand                                                                                          My personal brand is the way I am portrayed by my behavior, abilities, values, and professional attitude. In the role of a lunchtime supervisor, I want to be seen as a dependable, tolerant and friendly person who will be able to work professionally with kids and co-workers. The duty of my job is to convey messages clearly, follow regulations, create a secure atmosphere and act properly in emergency situations. 
According to Arruda (2003), personal branding means recognition and communication of distinctive traits that distinguish one person from another. In my case, I consider myself to be tolerant, team player and friendly person. University study experience helps me to acquire knowledge and organizational skills. Having friends at university allows me to share thoughts and opinions, get help and advice from people who have diverse backgrounds. 
Nonetheless, I accept the fact that my own personal brand still needs a lot of improvement. For me to develop myself and prepare for the future job in health and social care, I need to develop my ability to communicate, be a leader, and solve problems. Getting some experience and taking part in group work will enable me to know my weak areas. I will also need to widen my professional network and get to understand the opportunities in the care industry.
As stated by Shepherd (2005), personal branding needs an individual to reflect on the way he or she portrays himself or herself and the way others see him or her. Therefore, I am going to work hard on portraying myself as a reliable, empathic and enthusiastic person.



Task 2 - Network Map and Rationale
My Network and Social Capital
I will term my personal network as a hybrid network due to its composition of relationships and connections within various environments. Some members of my network are my relatives and friends who offer emotional support, other members are my university friends with whom I share the experience of studies while some other members are the colleagues because of my duty as a lunchtime supervisor. My potential professional contacts include my university tutors, the school managers and those people working in health and social care.
My network is a source of various types of social capital. According to Putnam (2000), bonding social capital refers to the connection among people who have a strong relationship and identity. This type of social capital is offered by my relatives and close friends because I can discuss my personal problems with them and seek their advice.                                                               Social capital bridge entails relations with individuals from other backgrounds or different social groups (Putnam, 2000). The involvement of classmates and colleagues from university in the development of this kind of relation is helpful because they have various experiences and information. My current network would be better developed if I took part more often in university activities, professional gatherings and voluntary services. For instance, talking to university tutors, managers and health and social care professionals will help me understand career opportunities to address this, I will build professional relationships, seek career advice, improve my confidence when approaching unfamiliar people and use professional networking platforms such as LinkedIn. Developing bonding, bridging and linking relationships will strengthen my social capital and help me progress towards my future career goals.
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Task 3- Blog
 
Why Staff Matter: Tackling Recruitment and Retention in Adult Social Care              Target audience: People interested in health and social care, including care workers, students and the public.                                                                                                                            Adult social care plays an essential role in supporting older people, disabled people and individuals who need assistance with everyday activities. However, recruiting and retaining enough skilled care workers remains a challenge. Staff shortages can affect the quality of care, increase pressure on existing employees and make it more difficult for people to receive timely support.
Understanding the Problem
As reported by Skills for Care (2025), there were around 111,000 vacancies within England’s adult social care sector in 2024/25, which resulted in a vacancy rate of 7%. This was certainly an improvement compared to other years; however, the sector is still experiencing problems when it comes to recruiting and retaining workers. According to Skills for Care, around 470,000 more posts could be required by 2040.
There are multiple reasons why the sector is struggling with recruiting and retaining workers. Work itself is often physically and emotionally draining as it involves providing care and dealing with unpredictable situations. Additionally, low level of job satisfaction, lack of progression and pressure on staffing can influence the process as well.
How Does This Affect People?
Staff shortages impact not only the staff but also on the individuals who receive their services. With fewer staff members, the remaining employees may have to carry heavier loads and more stress. This means that they will have less time to spend with the individuals in conversation and providing other services. To provide caring services, one needs to have patience, communication skills, teamwork abilities and judgment.
What Can Be Done?
The recruitment and retention strategies for care providers need to go together. The provision of proper training, good working conditions, supportive management, and promotional opportunities could enable employees to stay in the profession. Supervision could allow employees to share their problems, improve their skills, and get appreciated. Managers need to involve their employees in workplace changes as they know the difficulties involved in providing care services. Accepting their views could improve collaboration and could help in finding realistic solutions. Potential students interested in pursuing their careers in health and social care should also consider their training and development needs.
Conclusion
The problem of inadequate staffing within adult social care cannot be sorted out through recruitment only; the employers have to ensure that they have created good working environments for their staff. Staff development can be advantageous both to the staff and the people being served.










                                                                            






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?
(Answer in one or two sentences.)
The NHS Equality, Diversity and Inclusion plan is to give all NHS staff equal opportunity and ensure every patient receives the best possible care without any discrimination.


2. How does the NHS EDI Improvement Plan propose to tackle the gender pay gap?
 The NHS EDI Improvement plan is to reduce the gender pay gap by identifying pay inequalities and ensure the women are getting equal pay and the career opportunities. The gender pay gap in the UK has been declining over the last decade.


3. What is meant by the term ‘intersectionality’ as used in the NHS EDI Improvement Plan?

In the NHS EDI Improvement plan intersectionality means how different parts of a person’s identity such as their gender, race or disability can affect their experiences. For example, a black women may experience different barriers at work from that experience by a white woman.



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

The NHS can create an environment where staff can feel free to speak up and raise their concerns. They should provide psychological support to all the individuals who report that they are the victim of bullying, harassment, or violence. 


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

        The international recruit staff should receive clear communication guidance and support around their conditions of employment, including clear guidance on the latest Home Office immigration policy, conditions for accompanying family members, financial commitment and future career options. Give international recruits access to the same development opportunities as the wider workforce


6. What role does leadership play in advancing EDI objectives according to the NHS Improvement Plan?
(Answer in one to two sentences.)
The NHS leaders, especially chairs and chief executives, must lead by example and demonstrate that they are committed to creating an EDI environment for their workforce.


7. Identify one way the NHS EDI Improvement Plan aims to reduce health inequalities within the workforce.
(Answer in one to two sentences.)
The NHS improvement plan should reduce bullying, increase civility, and have a robust approach to all the abuse and harassment. This will address some common causes of ill health, absenteeism and turnover within the workforce. This will improve inclusive teamwork, staff health and wellbeing.


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

Engagement with staff network informed the decision to combine some protected characteristics who face similar challenges in the workforce. Gender reassignment and sexual orientation are covered together. In Equality Act 2010 there are nine protected characteristic Age, disability, race, religion, sex, pregnancy, sexual orientation, gender reassignment and marriage and civil partnership.


9. Explain how flexible working policies can contribute to equality and inclusion in the NHS workforce.
Flexible working policies can help make the NHS more inclusive place to work. They support employees with different needs and improve their work life.



10. What is one strategy mentioned in the NHS EDI Improvement Plan to combat bullying and harassment in the workplace?
One strategy in the NHS EDI improvement plan is to encourage staff to speak up and report bullying or harassment without being afraid of being treated unfairly.Staff should feel safe.













Task 5- A Letter to Yourself
 (300 words)

Dear Younger Me,

It is important for you to know that the challenges that you go through are not going to define your future. You may experience moments where you feel like you are too stressed, disappointed or uncertain, but all these challenges can make you become more resilient and self-confident. Now that I look back, I know that emotional intelligence and resilience are some traits that can help you cope with the challenges.
Emotional intelligence refers to the awareness and management of one’s emotions as well as the ability to recognize the effect of one’s emotions on others. Do not think that discussing your problems with another person means that you are weak. It is important to be able to recognize other people’s emotions.                                                                                                                           Resilience refers to one's ability to adapt and bounce back in difficult circumstances. It is possible that at times you might think that you have failed due to the difficulty but that is not true because each difficulty is an opportunity for learning and growth. Early development of resilience would have been helpful as you would have been motivated, aware of your strong suits and that progress takes time.
These traits would have been useful for me because of my current job role as a lunchtime supervisor and as a student in university. My job as a lunchtime supervisor demands patience, empathy and staying calm while dealing with difficult situations. Likewise, university also needs organization, determination and confidence in asking for assistance.
I would suggest being kinder to yourself, appreciating the little successes, realizing that it is alright to ask for help and not let mistakes demoralize you. You can do nothing about the situation, but you can always do something about your response to it. Keep believing in yourself. With time, self-awareness and perseverance, you can develop the confidence and skills needed to achieve your personal and professional goals.






















Task 6- GANTT Chart (200 words equivalent)
My Career Development Plan
My long-term aim is to move on from my current job as a lunchtime supervisor and get employed in the area of health and social care. The Gantt chart below illustrates the activities that I should perform to reach my objective. The timing is rather flexible and may be altered according to my academic life and personal circumstances.
Explanation of My Gantt Chart                                                                                                   In the first two months, I will conduct research in relation to career prospects, develop my CV and strengthen my online professional presence. I will be completing my university tasks throughout the six months since obtaining my degree is critical for my future career. In the second to fifth months, I will be identifying training opportunities and working on my communication, team-working and problem-solving skills. The fact that I am a lunchtime supervisor can serve me well in terms of being responsible, patient and good at working with people. In the third month onwards, I will be researching and applying for health and social care jobs. I will also seek advice from tutors and other professionals about what qualifications and experience employers are looking for. In the sixth month, I will be assessing my progress, identifying the skills I need to develop further and setting new career objectives.
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Task 7- Making Changes- Report
 
Report: Improving Communication During Staff Handovers in a Care Home
1. Introduction
Introduction of standardized staff handover process in order to enhance communication among the care staff during their shift change will be one of my key initiatives if appointed as a care home manager. Communication plays a very crucial role in health and social care since information regarding needs, medication, wellbeing, and activities of the residents is transferred through this process. 
2. Proposed Change and Change Management Model
The change management model that I will use is the three-stage model of Lewin which includes the process of unfreezing, changing and refreezing (Lewin, 1951).
Unfreezing: The first stage of the process will involve getting employees ready for the change. This stage will include talking about the problem of inconsistency of handovers and informing people how improvements can help both the residents and the employees.  
Changing: The second stage of the process will involve implementation of the new procedure of handover. The new procedure will involve use of the checklist which will cover information related to the wellbeing of residents, changes in their needs, any incidents, pending jobs and important updates. The staff will be trained in using the checklist, effective communication and confidentiality.
Refreezing: The final stage involves making the new procedure part of everyday practice. I would review staff feedback, conduct regular audits and discuss handover quality during supervision. Positive results would be shared with the team to encourage continued participation. 
3. Skills Required
Leadership is essential to communicate the purpose of the change and motivate staff. Effective communication will ensure employees understand their responsibilities, while teamwork will encourage information sharing between shifts. Problem-solving and organizational skills will also be necessary to identify communication.
4. Potential Barriers and Solutions                                                                                                    The potential problems could be the following: resistance from the staff, shortage of time, shortage of the staff and non-uniform application of the checklist. The solution to these problems will be to involve the employees in the development process. The handover procedure must be brief enough not to disturb the existing routine and at the same time provide quality information exchange.
5. Evaluation and Conclusion                                                                                                   Evaluating the change would include assessing the completed handovers, collecting staff views, and evaluating communication problems that have occurred during the process.  Overall, having a standard approach to handovers can contribute to better teamwork, improved communication, and continuity of patient care. Using the change process by Lewin and offering proper training to the employees will help to ensure sustainability of the change.
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