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Task 1 – My Personal Brand 
I'm good when it comes to working with others as I like to meet new people and experience new things. I would say I'm a very empathic person who likes to consider other people's feelings and circumstances of what they might be going through. I aim to make complex ideas simple, accurate and easy to use. When dealing with a task I like to make sure it is done to the best of my ability. At work I like to think that I am compassionate and empathetic towards those who I work with. I am a compassionate and proactive healthcare professional who values empathy, teamwork and good communication I like to have ongoing training to better my skills which will enable me to be better at my job. (Peters, 1997) states that personal branding involves strategically managing how others perceive you in a professional context. I am very passionate about caring for others, helping with daily task, making people feel good about themselves is very rewarding. Looking at the smile on their faces and the appreciation they show when you've helped them, makes me feel good. What drives me to looking after others is family situations when I've had to step in to become the career of a family member / members doing the job that careers were paid to do but it was not being done very well so I took over the role of the career. My strengths are problem solving, and the ability to build trust with patients and colleagues. I would like to promote dignity, respect and person centre care no matter their race, age or gender. (Labrecque et al, 2011) says that developing a strong personal brand can enhance career progression and credibility. 


Task 2 – Network Map and Rational 

· Me – aspiring healthcare professional 
· Inner Circle: Family, close friend (emotional support) 
· Middle Circle: Manager, Tutor, placement supervisor, work colleagues, career advisor 
· Outer Circle: Alumni network, LinkedIn connections, local healthcare forums, voluntary organisations. 
· Critical Assessment 
My personal and professional network provides a balanced mix of emotional and career support. My family close friends offer motivation and encouragement, which is vital for maintaining resilience and wellbeing in a demanding healthcare environment. Professionally my tutor, supervisor and colleagues contribute guidance, feedback and opportunities for skill development. However, I can recognise that my wider professional connections are still developing. I could strengthen this area by engaging more actively with professional bodies, attending networking events, and using LinkedIn to connect with healthcare leaders. Critically, while my inner circle provides strong emotional stability, expanding my professional network will enhance my career prospects and provide broader perspectives on practice and innovation. Sheperd (2005) says that individuals must strategically market themselves much like products or services to stand out in competitive environments.  Building relationships beyond my current circle will allow me to gain broader perspectives, learn from experienced professionals and identify future careers opportunities. This critical reflection shows the importance of continuously reviewing and expanding my network to ensure it remains relevant, diverse, and supportive of my long-term professional goals. According to (Gibbs, 1998), reflection involves analysing experiences through six stages which are description, feelings, evaluation, analysis, conclusion and action plan all these can be applied to look at personal brand growth. 


Task 3 – Blog about Staffing Crisis in UK Health and Social Care 
The UK’s health and social care sector is facing a serious workforce crisis, with widespread quality and patient safety. In adult social care alone the vacancy rates have reached 8.3 in 2023/24, equating to around 131,000 unfilled roles. (Parliament UK 2025). The NHS experiences similar pressures with staff leaving due to high workloads, being burnt out having limited progression opportunities. (Kings Fund, 2025). Several factors drive this crisis. They are low pay and poor working conditions make many roles unattractive. Social care jobs often pay less than equivalent NHS positions despite similar responsibilities (Q Care Group, 2025). Recruitment is also challenging, with fewer domestic applications and stricter international visa rules reducing the overseas workforce that has historically filled gaps (Community Care, 2025). At the same time, demand for services is rising due to an ageing population and more complex health needs (HSCPN, 2025). 
The consequence is clear: staff shortages compromise patient safety, delay care and increase reliance on expensive temporary staff. The crisis also fuels a cycle of burnt-out and attrition, worsening the problem. 
Addressing it requires urgent action, increasing pay, improving working conditions providing career development and strengthening workforce planning. Integration between health and social care can also help reduce pressure on overstretched services. Recognising care work as a valued and skilled profession is crucial to retaining staff and sustaining services. 
Without decisive intervention, the strain on the UK’s health and social care system will continue to grow, impacting patients, staff and the wider community. 

Task 4 - NHS Equality, Diversity and Inclusion QUIZ 
[bookmark: _Int_nYsumH4V]1. The goal is to foster a more equitable, diverse and inclusive environment within the NHS, ensuring all staff members feel a stronger sense of belonging and are valued. This involves actively identifying and dismantling obstacles, as well as implementing focused strategies to combat specific instances of inequality, discrimination and marginalization that may affect particular groups or individuals. Special attention will be given to those with protected characteristics as defined by the Equality Act (2010). 
2. The objective is to act on the Mend the Gap (2020) review advice for fixing gender pay disparities in medicine within the NHS, such as encouraging flexible work arrangements for everyone. Additionally, a plan must be created to extend these suggestions to senior non-medical employees by March 2024.
3. We need to understand that people's experiences with discrimination or advantage are not shaped by just one part of who they are. Instead, it is the combination of various factors like their age, race, disability, gender, religion, sexuality, and socio- economic background that creates their unique experience. 
4. Having a diverse and inclusive workforce can really improve how involved the staff are, reduce the number of people leaving, and lead to more creative ideas. When employees feel passionate and like they belong, they are more engaged, motivated and feel better overall, which means they give better care and are less likely to leave their jobs. 
5. A good welcome process and support system makes new employees feel valued from day one, which helps keeps them around. Giving everyone the same chances to grow and making sure managers actively help their teams especially international staff get the training they need is key. Personal growth plans should focus on helping people reach their full potential and move up in their careers. 
6. NHS leadership is working on a plan to change the culture, making sure everyone is responsible, shows inclusive behaviour and creates equal opportunities. This way fairness, diversity and inclusion become a natural part of everything the NHS does. 
7. One way to lesson inequality is to pinpoint what is causing it, like hidden biases and barriers. Then we can focus on fixing the specific problems of unfairness, discrimination, and being pushed to the side that some people experience.
8.When leaders in the NHS see how different groups experience things, they can make the changes to ensure the workplace is fairer and more welcoming. This also helps them give equal care to everyone in the community. Due to the Equality Act 2010, the NHS has a duty to stop discrimination, give everyone a fair shot and build good relationships. The plan to improve equality, diversity and inclusion in the NHS says it is important to collect and study info about different characteristics. This helps find where things are not fair, guides actions to fix them, makes sure people are responsible and follows the law. In the end this makes things better and more inclusive for both the people who work at the NHS and the patients they care for. The NHS EDI Improvement Plan stresses the importance of collecting and analysing data on protected characteristics.
9. Having a flexible work option in the NHS can really boost equality and inclusion. It allows a more diverse group of people to successfully juggle their jobs and personal lives. 
10. Create a workplace environment that prevents bullying, harassment, and physical intimidation. This can be achieved by regularly conducting staff surveys to gather feedback on experiences related to bullying or harassment, identifying areas that require improvement, and taking appropriate actions to implement the necessary changes.

Task 5. A letter to my younger self 
As you grow, you will face many challenges that will test your patience., confidence and determination. During these times you will come to understand the true meaning of resilience the ability to adapt and recover from difficulties. Each setback will teach you to stay focused, learn from your experiences, and keep moving forward, even when situations feel uncertain. Resilience will become your foundation for personal professional growth. 
[bookmark: _Int_3KjLWPVr]You will also bein to develop emotional intelligence which according to Goleman (1995) includes self-awareness, self-regulation, motivation, empathy and social skills. You will learn to recognise manage your emotions and respond thoughtfully rather than react impulsively. Understanding others feelings will help you build meaningful relationships and communicate with compassion and respect. These skills will allow you to handle conflicts calmly and create positive connections both in your personal life and within your future workplace. 
There will be moments when you doubt yourself, but remeber that growth comes through discomfort and reflection. Use each challenge as an opportunity to learn and strenghtehn your sense of purpose. Be kind to yourself, maintain your integrity and continue to strive for progress rather than perfection. 
In time you will see that both resilience and emotional intelligence are not only tools for success but essential qualities for becoming the best of version of yourself. 
With pride and belief 
My Older Self  


Task 6 GANTT Chart 
	Timeline 
	Goals / Activities 
	Details 
	Outcome 

	Year 1 
	Gain Practical Experience 
	Continue employment in a residential care setting (senior care worker, deputy manager) Learn about CQC key lines of enquiry
Attending training 
	Develop strong understanding of care standards and service delivery. 

	Year 1 - 2
	Professional Development and Leadership 
	Enrol in level 7 Diploma in Leadership and Management for Health and Social Care or equivalent. Take short CPD courses on CQC regulations, auditing and inspection frameworks. Shadow a registered manager or compliance officer.
	Build leadership and regulatory knowledge. 

	Year 2 - 3

	Apply for CQC Compliance Roles

	Apply for Compliance Officer or CQC Inspector Assistant roles. Prepare for interviews focusing on legislation.

	Transition into a CQC related role.



	Year 3
	Continuous Improvement 
	Reflect on achievements using models like Gibbs (1998) Continue CDP in inspection frameworks and leadership. 
	Achieve professional growth and readiness for a full inspector role. 



Task 7. Issue Inconsistent medication administration documentation 
Description: Variations in how staff record medication administration can lead to errors, missed doses and potential harm to residents. Incomplete or unclear documentation adherence, identify adverse reactions, and ensure continuity of care between shifts. Hospitals must carefully manage high- alert medications to prevent errors (institute for safe Medication Practices, 2018). 
Steps for Improvement: 
1. Assessment and Planning: Review current medication administration records (MARS) and observe staff practices to identify inconsistencies. Engage staff in discussions to understand challenges and gather input. Set a SMART goal, such as ‘’Achieve 100% accurate and complete medication administration documentation within two months. 

2. Training and Education: 
Develop a comprehensive training program on proper medication administration documentation. Cover the importance of accurate recording, potential consequences of errors and specific procedures for documenting administration, refusals and adverse reactions. Provide hands on practice with MARs and address common challenges. 

3. Implementation and Monitoring:
Implement a standardized MAR system, whether electronic or paper based, that includes clear fields for all required information. Provide ongoing support and address staff questions promptly. Conduct regular audits of MARs to identify errors and provide feedback. 

Task 8 Self Reflection 
Using Driscoll’s reflective model encourages a deep dive into your experiences, helping me to understand what happened, why it happened, and what I will learn from it. By consistently reflecting on my actions and decisions, I can gain self- awareness, which is key to personal growth. This process allows me to identify my strengths and weaknesses, refine my skills and make better choices in the future. When sharing these reflections (thoughtfully and selectively), I can demonstrate authenticity, a growth mindset, and a commitment to improvement. These qualities can enhance my personal brand by showing that I am not just showcasing successes but also about learning and evolving, which builds trust and credibility with my audience. Jasper (2014) emphasizes the importance of connecting personal reflections with broader contexts, such as professional standards or ethical considerations. By consistently using the model, you gain a deeper understanding of your actions, motivations and the impact you have on other people. This self-awareness is crucial for personal growth and professional development. When sharing these through blog post, social media, articles you demonstrate authenticity and a commitment to continuous improvement. This transparency can resonate strongly with your audience. Moreover, using the Driscoll’s model in conjunction with Jasper’s perspective allows you to articulate your values and principles more clearly. This approach can help you to stand out but can also attract opportunities and connections that are aligned with your values, further strengthening your personal brand. 

Evidence of learning 
During this module I have learnt that joining websites such as Linked can help me to connect with others who are in the health care profession who can help me to obtain work in the healthcare sector. By giving me direction and advise and what to do to secure the job that I am wanting to do. I've also learnt about personal branding being able to sell myself to employers show casing my abilities. Looking at my strengths and weaknesses and areas where I may need to improve and taking the right steps to improve them. We also learnt about what the term well-being means and it encompasses how people experience and evaluate their lives. We also talked about social capital that has 3 critical components which was bonding, bridging, and linking. Common interest which are shared things or groups that others are interesting in which creates a common interest.  Osei and Anim- Wright (2024) done some research that says personal branding positively involves strategic self-presentation online and offline, enhancing career opportunities and professional recognition. Their systematic review identifies trends and challenges in managing personal brands. Ive learnt that teamwork is important, working with others can help to achieve better outcomes, improve learning and build a more positive and supportive environment. In health and social care teamwork is especially important because no single person has all the skills or knowledge needed to meet people's complex needs. 
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