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TASK 1: PERSONAL BRAND


My personal brand is centred on compassion, resilience, and a strong commitment to supporting individuals to achieve independence and improved wellbeing. I present myself as empathetic, patient, and motivated, with a clear interest in holistic, person-centred care. These qualities align closely with the core values of occupational therapy, which emphasises enabling individuals to participate in meaningful daily activities despite physical or mental challenges. To develop my personal brand further and reach my goal of becoming an occupational therapist, I will focus on gaining relevant experience, such as volunteering or working within health and social care settings. This will strengthen my practical skills and demonstrate my commitment to the profession. 

Additionally, I will continue to build my academic knowledge by engaging with occupational therapy literature and developing reflective practice, which is essential for continuous professional growth (Royal College of Occupational Therapists, 2021). Networking with professionals and seeking mentorship opportunities will also enhance my understanding of the role and expectations within the field. Furthermore, maintaining a professional online presence, such as through LinkedIn, will allow me to showcase my skills, values, and experiences effectively. A strong personal brand can improve employability by clearly communicating one’s strengths and career intentions (Research Gate, 2017).










TASK 2: NETWORK MAP AND RATIONALE
 SUPPORT:
Tulin (Mentor)
Riffat (Therapist)
University Wellbeing Team
CAREER: University Careers Team
Professional Development: Working towards Health and Social Care Degree








ME



FAMILY


SOCIAL:
Amanda (Friend)



COMMUNITY: 
(Yasmin, Niaama) Babysitters
Weak Ties (family outside of the U.K) no family around





KEY INDICATIONS: 
· Thick Red Line - Strong Ties
· Thin Red Line – There is a Gap and Weak Ties
· Thick Yellow Line – Strong Ties
· Grey Line – Strong Ties

RATIONALE: 
This network map highlights the balance between strong and weak ties across career, support, social, and community domains. Strong ties, including Amanda, Tulin, Riffat, and the University careers team, provide consistent emotional, psychological, and professional support. These relationships enhance resilience and wellbeing, aligning with guidance from NHS England (2023), which emphasises the importance of supportive networks in developing a sustainable healthcare career.

However, there is a notable gap which is the absence of family support, which may impact emotional stability and access to informal guidance. While this represents a limitation, the Health and Social Care degree provides opportunities to compensate through peer collaboration, and professional networking. The social dimension is limited to a single point of contact (Amanda). While high-quality "strong ties" are vital, Granovetter (1973) argues that "weak ties"—wider acquaintances and community memberships are often more effective for discovering new information and job opportunities. To strengthen this network, expanding the community dimension beyond the university setting could provide a more diverse range of perspectives and long-term social sustainability. In conclusion, the network map and career plan demonstrates a strategic shift from formal university support to community self-sufficiency and will be proactively reducing the negative impact caused by the lack of family support to ensure long term stability. 

TASK 3: BLOG 
Chosen Topic: Staff Shortages

Staff shortages within the UK health and social care sector have become a growing concern, particularly for students and aspiring professionals entering the field. Organisations such as NHS England (2023) and Skills for Care (2025), have highlighted ongoing workforce gaps that impact both service delivery and staff wellbeing. For students aiming to pursue careers in professions such as occupational therapy, these shortages present both challenges and opportunities. However, disadvantages include increased workloads, stress and reduced quality of care or service delivery. While demand strengthens job security it may also negatively impact staff wellbeing and service user outcomes if not effectively managed. Furthermore, reduced staffing levels can place pressure on existing workers, leading to burnout, increased workloads, and limited time for quality, person-centred care.

 This can affect job satisfaction and the overall quality of care provided to vulnerable individuals. On the other hand, the demand for skilled professionals means there are increasing employment opportunities for graduates. According to The King’s Fund, workforce shortages are driven by factors such as an ageing population, increased demand for services, and difficulties in recruitment and retention. Additionally, the impact of the COVID-19 has intensified these issues, with many professionals leaving the sector due to overworking stress and exhaustion. For students, understanding these challenges is essential in preparing for future roles. Developing resilience, adaptability, and strong communication skills will be key in navigating this demanding environment. Furthermore, gaining practical experience through placements can help students build confidence and readiness for the workforce. 

Inconclusion, while staff shortages in the U.K health and social care present significant challenges and these challenges also highlight the critical need for passionate and dedicated healthcare professionals. Lastly, for aspiring professionals this would be an opportunity to make meaningful impact while contributing to the sustainability of essential services.  

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 of the plan is to improve equality, diversity and inclusion across the NHS and enhance the sense of belonging for all staff to improve their overall work experience (NHS England, 2023).
2. How does the NHS EDI Improvement Plan propose to tackle the gender pay gap?
The plan proposes to tackle the gender pay gap by requiring organisations to implement the Mend the Gap review recommendations and develop improvement plans to eliminate pay disparities (NHS England, 2023).
3. What is meant by the term intersectionality' as used in the NHS EDI Improvement Plan?
Intersectionality refers to the recognition that some individuals have multiple or overlapping identities, such as race, gender and disability that can combine to create unique barriers or forms of discrimination (NHS, 2023).
4. Why is it important for the NHS to create a psychologically safe work environment?
It is important to create a psychologically safe environment as it allows staff to raise concerns and admit to mistakes if they occur without fear of retribution, which is essential for staff morale and positive outcomes. (Integrated Care Journal, 2024). 
5. How does the NHS EDI Improvement Plan suggest improving the experience of internationally recruited staff?
The plan suggests improving the experience of internationally recruited staff by implementing comprehensive onboarding and pastoral support programmes and ensuring they have equal access to career development and training opportunities (NHS, 2023).
6. What role does leadership play in advancing EDI objectives according to the NHS Improvement Plan?
According to the plan, leaders are responsible for setting the tone and culture of the organisation and board members must have specific measurable EDI objectives, to which they individually and collectively can be accountable (NHS, 2023)
7. Identify one way the NHS EDI Improvement Plan aims to reduce health inequalities within the workforce.
The plan aims to reduce health inequalities within the workforce by proactively addressing causes of ill health such as bullying and harassment, which disproportionately affect staff with certain protected characteristics (NHS, 2023).
8. Why does the NHS EDI Improvement Plan emphasise the importance of collecting and analysing data on protected characteristics?
The plan emphasises collecting and analysing data on protected characteristics because reliable and timely is crucial for measuring progress, identifying areas of concern and guiding targeted actions for improvement (NHS Imperial College Healthcare, 2020) 
9. Explain how flexible working policies can contribute to equality and inclusion in the
NHS workforce.
Flexible working policies contribute to inclusion by supporting work life balance and helping to retain a diverse workforce, specifically those with caring responsibilities or health needs (NHS Employers, 2025).
10. What is one strategy mentioned in the NHS EDI Improvement Plan to combat bullying and harassment in the workplace?
The key strategy to combat bullying that is mentioned in the plan is to review disciplinary and employee relations processes to ensure that all staff are treated with fairness and compassion, while setting specific targets for reducing incidents of harassment (NHS, 2023).


TASK 5: A LETTER TO MYSELF

Dear Me,

I remember how heavy that time felt when losing loved ones so close together and then facing the disappointment of repeating Level 5 year due to grief and not being able to write assignments or concentrate. It felt like everything was falling apart at once, and you were trying to keep going without fully understanding what you needed. What I want you to know now is that what you were experiencing was deep loss, and it deserved space, patience, and compassion. Emotional intelligence would have helped you recognise and accept those feelings instead of pushing them aside. Being able to name your emotions sadness, anger, confusion would have allowed you to process them in a healthier way rather than carrying them silently.

Resilience is not about being strong all the time or pretending you are okay. It is about allowing yourself to struggle, but still finding ways to move forward, even if the steps are small. At that time, resilience could have looked like asking for support, speaking to your tutors, or giving yourself permission to pause and heal without guilt. Repeating the year was not failure it was part of your journey. You were rebuilding, even if you didn’t realise it then. Every challenge you faced helped you grow stronger, more empathetic, and more understanding of others. Be kinder to yourself. You are doing the best you can in a moment that is incredibly difficult. You will get through this, and one day, you will look back and see not just the pain, but the strength you gained from it.
TASK 6: GANTT CHART

	CATEGORY
	TASK/PROJECT 
PHASE
	START DATE
	END DATE
	ACADEMIC & PROFESSIONAL MILESTONE

	1. ACADEMIC
PROGRESSION
	LEVEL 5 FINALISATION
	MAY 2025
	MAY 2026
	ACHIEVEMENT OF LEVEL 5 (PASSING)

	
	STARTING LEVEL 6
	MAY 2026
	MAY 2027
	FINAL YEAR OF UNDERGRADUATE DEGREE

	
	FINDING A JOB AS ASSISTANT OCCUPATIONAL THERAPIST BAND 3
	MAY 2027
	JULY 2027
	GAINING EXPERIENCE IN OCCUPATIONAL THERAPY

	2. CLINICAL INTEGRATION
	SPECIALIST OCCUPATIONAL THERAPIST SHADOWING
	JULY 2027
	ONGOING
	EVIDENCE BASED PRACTICE OBSERVATIONS FOR PORTFOLIO BUILDING

	
	PROFESSIONAL PLACEMENT
	
	
	HANDS ON DEVELOPMENT OF BAND 4 CLINICAL COMPETENCIES

	3. EMPLOYMENT STRATEGY
	JOB SEARCH AND APPLICATIONS
	JANUARY 2028
	ONGOING
	TARGETTING NHS/PRIVATE ASSISTANT OCCUPATIONAL THERAPIST ROLES LEVEL 5

	
	POST GRADUATE ENTRY
	SEPTEMBER 2027
	ONGOING
	ENTRY INTO FORMAL CLINICAL WORKFORCE AS OCCUPATIONAL THERAPIST

	4. FUTURE PATHWAY
	MSc PRE- REG APPLICATION
	AUGUST 2027
	ONGOING
	APPLICATION FOR HCPC ACCREDITED MASTER’S PROGRAMME FOR OT’S

	5. CONTINUE PROFESSIONAL DEVELOPMENT (CPD)
	
	ONGOING 
	ONGOING
	


(Royal College of Occupational Therapists, 2021)


TASK 7: MAKING CHANGES REPORT

As the manager of a care home, I would propose working with multidisciplinary teams and implement a structured staff wellbeing support programme to address burnout and improve staff retention. High levels of stress within the sector, highlighted by organisations such as Skills for Care, have contributed to ongoing workforce challenges, making staff wellbeing a priority. 
This change would be implemented using Kotter’s 8-Step Change Model (Kotter, 2026). 
· The first step is creating urgency by presenting evidence of staff turnover and sickness rates and negative service user outcomes. 
· This would be followed by forming a guiding team of senior staff to support the initiative. A clear vision will then be developed, focusing on improving staff morale through regular supervision, mental health support, and access to wellbeing resources. 
· Key skills required include leadership, communication, and emotional intelligence. 
· Effective communication will ensure staff understand the purpose and benefits of the change, while leadership skills will be essential in motivating and guiding the team. 
· Emotional intelligence is particularly important in recognising staff needs and fostering a supportive environment.

Potential barriers include staff resistance, limited funding, and time constraints. Some employees may be sceptical about the effectiveness of the programme, while financial limitations may restrict available resources. To address these barriers, staff will be actively involved in the planning process to encourage engagement, and low-cost interventions such as peer support groups will be prioritised. According to the King’s Fund, staff engagement is key to successful change implementation. Inconclusion, implementing a staff wellbeing programme can improve job satisfaction and enhance the quality of care provided. Careful planning and strong leadership with staff involvement will be essential to achieving sustainable success. 


TASK 8: SELF REFLECTION (Using Gibbs’ Reflective Cycle)


This reflection uses Gibbs’ Reflective Cycle to explore what I have learned during the “Building Your Brand and Career” (The University of Edinburgh, 2026).

Description: Throughout this module, I engaged in activities focused on identifying my strengths, values, and career aspirations, particularly my goal of becoming an occupational therapist. I developed my personal brand by recognising key qualities such as empathy, resilience, and communication skills.

Feelings: Initially, I felt uncertain about how to define my personal brand and present myself professionally. However, as the module progressed, I became more confident in understanding my abilities and how they align with my career goals.

Evaluation: A key strength of my learning was increased self-awareness. I now understand how my values connect to person-centred care and professional expectations. However, I recognised that I need to further develop my confidence in professional communication, particularly in formal settings.

Analysis: This module has enhanced my understanding of employability and the importance of personal branding in health and social care. According to Gibbs (1988), reflection allows individuals to learn from experience and improve future practice. Applying this model has helped me critically evaluate my development and identify areas for improvement.

Conclusion: I have learned that developing a clear personal brand is essential for achieving career goals. I am more aware of my strengths and areas for growth.

Action Plan: Moving forward, I will seek opportunities to improve my communication skills, such as participating in group discussions and gaining practical experience in care settings. This will support my progression into occupational therapy and enhance my future professional practice.
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