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Task 1 – My Personal Brand
Introduction
[bookmark: _Int_HTf2Xs9M]Personal branding is how I market myself to others for my skills, my values and my professional identity. It represents my employer's, my colleagues' and my professional network's perception of me. As Gorbatov, Khapova and Lysova (2018) explain, having a strong personal brand is essential to help individuals communicate their value and assist with their career. Thus, it is crucial to build a positive image about myself in the process of pursuing my future jobs.

Body
[bookmark: _Int_xM7zM8Aq][bookmark: _Int_fvlG1QRT]My personal brand is being reliable, committed and a learner. I work in an organised way and complete tasks on time, and I am able to work well with others. I am also flexible and willing to listen to feedback so that I can continually improve my performance. But there are other areas of my life that I need to improve. For instance, I need to build my networking skills and professional communication to gain a better level of confidence when dealing with employers and industry professionals. In the context of career opportunities and professional achievement, actively managing a personal brand can have a positive impact, as per Gorbatov and Lysova (2019). I want to invest in my LinkedIn profile, attend professional events and get some hands-on work experience to further build my brand. Additionally, Trang et al. (2024) recommend that a professional online profile is becoming a need for job seekers. These are ways that I will make a more independent and convincing professional impression.
Conclusion
In conclusion, cultivating my personal brand will increase my employability and support me to realise my career goals. I can make a good impression on my employers by building up my communication, networking, and professional visibility. These enhancements will help to enable me to continue to achieve a successful and rewarding career in the future.





Task 2 – My Current Network Map: Hybrid Network
[bookmark: _Int_4Hqggxo6][bookmark: _Int_Aiy56w3v][bookmark: _Int_aFBMaf2R]My current network is best described as a hybrid network, as it contains close family and friends, and some career and community contacts, as shown in figure 1. This is good because there are different aspects of my life supported by different people. Adler and Kwon (2002) describe social capital as the relationships which provide access to support, information and opportunities. My best skill is the one I am going to be using the most Bonding Capital. I am a very close family and friends and have emotional support from them. This demonstrates, however, a weakness. I do not yet have many strong bridging links with professionals outside my immediate circle. However, Granovetter (1973) states that weak ties are crucial because of their ability to expose one to new information and job possibilities. Also, I am not a very well-connected person on a networking level as I don't have many first-hand contacts with managers, recruiters and higher professionals. To grow my network, I need to attend more professional events, be more active on LinkedIn and connect with more people in my industry. This will help me to be able to get better advice, more opportunities and better career support.
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Figure 1: MY Current Hybrid Network Map indicating support, social, career and community links through bonding, linking
and bridging connections

Task 3- Closing the Digital Gap in NHS Care: Blog
Target audience: older adults and family carers
Introduction
Digital health care is now an anticipated area of NHS care but it is not always easily accessible. According to NHS England (2023) digital services should ensure that access is improved, but they must do so in an inclusive way and be backed by non-digital services for those who need them. This is important because patients must not be excluded due to lack of appropriate devices, proficiency or self-assurance.
Main Body
Digital exclusion is one of the biggest problems in the health and social care field in the UK. The UK Government (2025) defines digital inclusion as being able to access, acquire, use and apply online services with confidence, skills and support. The government also states that there are still a lot of people in the UK who are having difficulties gaining access to or effectively using digital technology. This poses challenges as healthcare services are made more digital.
Digital exclusion can be a big obstacle for older people and family carers. Many health services are now available online, such as booking an appointment and requesting a repeat prescription, or accessing health records using a smartphone app, the NHS App. NHS England (2025) has identified the potential for digital services to enhance access and efficiency in healthcare. But not everyone is skilled or confident enough to make effective use of these services.
Support is therefore essential. NHS England (2022) lists a number of important themes for action: Devices, digital skills, usability and trust. This in practice translates to the fact that patients may need assistance from their families, health care providers, libraries and community groups to use digital services safely and effectively. The UK Government (2026) has also committed funding to support local projects on digital inclusion, to address barriers and increase access for vulnerable groups.  The government has also backed local digital inclusion projects through an £11.9 million fund, showing that this issue is being treated as a real public concern



Conclusion
In conclusion, digital inclusion is a significant component of health care, not just an additional service. Digital solutions for health and social care services are still developing and, as this happens, the need to support those who may have barriers to technology must not be overlooked. Improved access, skills and confidence will guarantee that older people and carers are not barred from accessing vital services and that people of all ages can access healthcare without barrier.
Image: Process for Closing the Digital Gap in NHS Care Through Improved Access, Skills, Support and Inclusive Healthcare Services (Figure 2)
[image: ]

Task 4- NHS Equality, Diversity and Inclusion Quiz
Source: All answers are based on NHS Equality, Diversity and Inclusion Improvement Plan (NHS England, 2023).
1. Primary Goal of NHS EDI Improvement Plan
The NHS Equality, Diversity and Inclusion Improvement plan aims to improve equality, diversity and inclusion creating a fairer and more inclusive NHS for staff and patients.
2. Gender pays gap
The plan aims to reduce gender, race and disability pay gaps by improving pay transparency, implementing flexible working policies and following the Mend the Gap recommendations.
3. Intersectionality
In the plan, intersectionality means that people can experience multiple forms of inequality cannot always be understood by looking at just one characteristic alone.
4. Psychologically safe work environment
It is important because staff need to feel safe to speak up, ask questions and admit mistakes without fear. The plan links psychological safety with better teamwork, safer care and improved patient outcomes.
5. Experience of internationally recruited staff
The plan improves staff experience through better onboarding, support, cultural awareness and equal training opportunities helping to increase belonging and reduce bullying and harassment.
6. Role of leadership
Leadership is key with senior leaders responsible for EDI objectives and creating an inclusive workplace culture.
7. Reducing health inequalities within the workforce
The plan aims to reduce bullying and harassment while working with community organisations to improve social mobility and employment opportunities.
8. Why collect and analyse data on protected characteristics?
The NHS needs this data to identify inequality track progress and monitor pay gaps, representation and staff experience more accurately.
9. Flexible working and inclusion
Flexible working promotes equality by supporting different needs and making recruitment fairer and more accessible.
10. Strategy to combat bullying and harassment
One key strategy is to review bullying, harassment and discrimination data by protected characteristics and set reduction targets and providing early support and faster resolution for affected staff.














Task 5- A Letter to My Self (Dear Younger Me)
Dear Younger Me,
As you know, this is a difficult time. You feel stressed, exhausted and insecure. Some days, everything feels heavier than it should. I want you to remind me that these feelings don’t mean You Are Weak. They mean that you are a human being.
A little bit later, I realise how much emotional intelligence would have helped you. You might be better able to identify your feelings and know that you were stressed earlier than later. You may have been able to get help earlier if you were more honest about how you were feeling. Part of emotional intelligence is also being able to understand other peoples' emotions  and this may have helped you express yourself better and to not take things so personally.
Resilience would also have made a real difference. At that time, it felt like each problem was bigger than it really was. You would have been more resilient and bounced back from challenges and failures and continue without losing faith in yourself. It would have made you aware that tough times aren't always permanent.
I wish you had known then that asking for help is not a weakness, it's a strength. I wish you had taken the time to rest, reflect and rebuild, and you would have been kinder to yourself. You did not necessarily have to work it all out by yourself. Self-care and patience, and support, were always significant.
I see that things that were hard on me shaped me today. They helped me to learn about the value of empathy, self-awareness and being strong in pressure. So be gentle with yourself. You are growing, developing and getting stronger than you know!
With care,
Your older self.






Task 6- Gantt Chart: Future Employment Goals
This Gantt chart (shown in Table 1) illustrates the activities that I need to undertake to meet my future employment objectives in the Health and Social Care sector. I must first finish my university studies successfully as that will enhance my skills and capacities and make me more employable. Meanwhile, I will also update my CV and cover letter to better reflect my skills, experience and achievements to the employer.
Networking will be a continuous process throughout the 9-month period. I intend to create my LinkedIn profile, connect with professionals and interact with organisations. This will enable me to establish professional relationships and gain insight into possible opportunities. I will also be taking part in training sessions and skills workshops to develop skills in communication, team working and employability skills sought after by employers.
I will be spending April looking for placements, graduate and job opportunities. This will enable me to get hands-on experience and improve my job prospects. In the last few months, I will be focusing on interview preparation which involves practicing for interviews and researching employers. By following this structured plan, I will be better organised, professionally developed and closer to my long-term career objectives.
Table 1: Gantt Chart
	Task
	Jan
	Feb
	Mar
	Apr
	May
	Jun
	Jul
	Aug
	Sep

	Complete university coursework
	
	
	
	
	
	
	
	
	

	Improve CV and cover letter
	
	
	
	
	
	
	
	
	

	Develop LinkedIn profile and networking
	
	
	
	
	
	
	
	
	

	Attend training and skills workshops
	
	
	
	
	
	
	
	
	

	Apply for jobs and placements
	
	
	
	
	
	
	
	
	

	Prepare for interviews and secure employment
	
	
	
	
	
	
	
	
	



Task 7- Report: Making Changes for Staff Wellbeing Program 
Change to be implemented: Staff Wellbeing Program
Introduction
As the manager of a care home, I plan to introduce a staff wellbeing programme. The purpose is to enhance staff wellness, decrease stress and job satisfaction. A well-compensated and well-supported staff will better care for residents. The NHS (2022) states that staff wellbeing is closely related to service quality and staff retention.
Planning the Change
The proposed change will include the regular implementation of wellbeing activities such as monthly wellbeing meetings, mental health support, stress management workshops and flexible wellbeing breaks. Prior to implementation, I would collect input from staff via surveys and informal conversations to determine their needs. This process would be followed by Lewin's (1947) Change Model. Staff would be briefed on the advantages of the programme in the unfreezing phase. The change phase would include implementing wellbeing programmes and promoting participation. Lastly, there would be a refreezing phase to embed wellbeing activities in the culture of the care home. Progress would be monitored through regular review and staff feedback to make improvements where necessary.
Skills Required
There are a few skills involved in being successful at this change. The ability to communicate is important for providing information about the purpose of the programme and to stimulate participation from the staff. Motivation of employees and fostering a positive culture requires leadership skills (Armenakis, 1999; Senior and Swailes, 2016). Time management skills to be used to organise effectively wellbeing activities. Emotional intelligence is also significant because managers should be aware of and address employees' concerns (Goleman, 1998).
Barriers and Solutions
[bookmark: _Int_bpF58m8P]Staff resistance, created by workload pressures may be an obstacle. There may be some employees who do not have the time to get involved. This can be mitigated by scheduling activities during work hours and communicating the advantages of wellbeing support. Peer support groups and wellbeing discussions are some low-cost activities that can help cut costs. There may be a lack of engagement as well. To address this, activities should be planned with staff and staff should be encouraged to give suggestions. Kotter (1996) states that when employees are engaged in change it enhances their commitment and decreases resistance.
Conclusion
To conclude, a staff wellbeing programme can have a positive impact on staff morale, minimise stress and help to improve the care for residents. The change can be a valuable part of the care home environment with effective planning, effective communication and staff involvement.
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