


Online Portfolio: Personal Brand and Employability in Health and Social Care


1.  Personal Brand 
A personal brand is how people see you based on your personality, skills, behaviour and values. For example, I chose Nike because it is a well-known sports brand that sells sportswear, shoes and sporting equipment. I think Nike is successful because it has a strong brand image, good-quality products and effective marketing. Many customers see Nike as a stylish and high-performance brand. This shows me that having a strong and positive image can help people build trust and stand out from others.
Goffman (1959) explains that the way people present themselves can affect how others see them. I believe this also applies to my personal brand. In health and social care, I want people to see me as a caring, respectful, reliable and responsible person. These qualities are important because service users need to feel safe, valued and treated with dignity.
The NHS Constitution for England (Department of Health and Social Care, 2023) highlights important values such as compassion, respect and dignity. I can apply these values by listening to people, treating everyone fairly and respecting their privacy. I also need to improve my communication and teamwork skills to become more confident in the workplace.
My goal is to get a job in the health and social care sector and develop my skills for the future. To achieve this, I will improve my CV, gain work experience and learn from feedback. I will also continue developing my knowledge and skills.
Overall, looking at Nike has helped me understand the importance of having a strong brand image. I can use this knowledge to build my own personal brand by showing positive values and behaving professionally, which will help me achieve my employment goals. 


2. Network Map and Rationale


                     MY NETWORK MAPMY NETWORK MAP
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                               My goals: Learning, Employment and Personal Development
                              
SOCIAL NETWORK
SUPPORT NETWORK
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                         lecturers                                   • Close friends                              • Classmates
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                     • Care workers
                         and employers
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                                                               • Local groups
                                              • Community activities
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Part 2: Network Map and Rationale 
Writing
My current network is a hybrid network because it includes different types of relationships, such as family, friends, classmates and people who can support my career development. My family and close friends provide emotional support and encouragement when I face difficulties. My classmates also help me share ideas, discuss assignments and learn from other people's experiences. My tutors can provide academic guidance and advice about my future career in health and social care.

According to Granovetter (1973), weaker social connections can be important because they provide access to new information and opportunities. This has helped me understand that I should not only depend on people I already know. I could benefit from meeting health and social care professionals, attending career events and looking for volunteering opportunities.
One strength of my network is bonding social capital, which refers to close relationships with family and friends. Putnam (2000) explains that social connections can provide support and help people work together. However, one weakness may be that I do not have enough bridging connections with people from different professional backgrounds. I may also have limited linking connections with employers, managers and organisations that could help me find employment.
To improve my network, I will use university careers services, connect with people in the health and social care sector and seek advice from experienced professionals. I will also explore volunteering and work experience opportunities. These activities could help me gain new knowledge, develop confidence and learn about available jobs. Overall, improving my network will help me build stronger professional relationships and increase my opportunities for future employment.


3. Blog 

HEALTH AND SOCIAL CARE BLOG

Who Cares for the Carers? Why Supporting the Social Care Workforce Matters

Target audience: young adults, students and people considering a career in health and social care.

Choosing a career in health and social care can be rewarding because it allows people to improve the lives of others. Care workers support older adults, people with disabilities and individuals with complex needs. However, an important issue in the UK is how to recruit, support and retain a skilled and motivated care workforce.

Why is this an important issue?
Care workers often have demanding responsibilities, including supporting personal care, promoting independence, communicating with families and protecting people's dignity. These responsibilities require patience, empathy, resilience and effective teamwork. When staff experience excessive workloads, insufficient support or limited opportunities for development, their wellbeing may suffer. High staff turnover can also affect continuity of care and the relationships that service users build with familiar workers.
Skills for Care (2024) identifies recruitment, retention and workforce development as important issues for adult social care in England. This demonstrates why workforce planning must be considered alongside the quality of care delivered. However, staffing difficulties cannot be solved by expecting individual workers simply to become more resilient. Employers and policymakers must also address working conditions, access to training, fair treatment and opportunities for progression.

What can employers do?
Care providers can improve staff experiences by offering structured induction, regular supervision, continuing professional development and supportive management. Flexible working arrangements, appropriate staffing levels and recognition of good practice can also help staff feel valued. Managers should encourage employees to raise concerns without fear of bullying or unfair treatment.
The Care Quality Commission (CQC) emphasises the importance of safe, effective, caring, responsive and well-led services. Supporting staff is closely connected to these objectives because workers need appropriate resources, knowledge and leadership to provide safe, person-centred care.



What can students and future care workers do?
Students can prepare by developing communication, teamwork, problem-solving and emotional intelligence. Volunteering, placements and relevant training can help build confidence and provide insight into the realities of care work. It is also important to understand safeguarding, confidentiality, equality and professional boundaries.

Conclusion
A strong social care workforce benefits both employees and the people who receive care. Although individual commitment matters, sustainable improvement requires supportive employers, meaningful development opportunities and fair working conditions. If you are considering this career, remember that compassion is essential, but so are professional knowledge, teamwork and the confidence to speak up when something is wrong.

4. NHS Equality, Diversity and Inclusion Quiz 

The answers below are based on the NHS England Equality, Diversity and Inclusion Improvement Plan. 
NHS England

1. What is the primary goal of the NHS Equality, Diversity, and Inclusion Improvement Plan?

The primary goal is to tackle discrimination, prejudice and inequality within the NHS workforce. It aims to create a fairer, more inclusive workplace where staff feel respected, valued and able to progress.

2. How does the plan propose to tackle the gender pay gap?

The plan proposes analysing pay differences, addressing unfair recruitment and promotion practices, and implementing improvement plans to reduce pay gaps. It also supports fair career progression and flexible working. 
NHS England

3. What is meant by intersectionality?

Intersectionality recognises that different aspects of a person's identity, such as sex, ethnicity, disability and socioeconomic background, can overlap and influence their experiences of discrimination or disadvantage.

4. Why is psychological safety important?

Psychological safety enables staff to raise concerns, ask questions and admit mistakes without fear of humiliation or retaliation. This supports learning, teamwork, staff wellbeing and patient safety.

5. How can the experience of internationally recruited staff be improved?

The plan recommends comprehensive induction, clear information about employment conditions, pastoral support and equal access to training and career development. Managers should also promote culturally aware and inclusive teams. 
NHS England

6. What role does leadership play in advancing EDI?

Leaders should set measurable EDI objectives, monitor progress, challenge discrimination and demonstrate inclusive behaviour. They are accountable for making equality part of everyday workplace practice.

7. Identify one way the plan aims to reduce workforce health inequalities.

The NHS can analyse workforce data to identify groups experiencing poorer treatment or outcomes and implement targeted action to address those inequalities.

8. Why collect and analyse data on protected characteristics?

Data helps identify patterns of discrimination, unequal opportunities and differences in staff experiences. It allows organisations to develop targeted interventions and monitor whether improvements are effective.

9. How can flexible working improve equality and inclusion?

Flexible working can help employees balance work with caring responsibilities, disability-related needs or other commitments. Fair access to suitable arrangements can improve inclusion, recruitment and retention.

10. What is one strategy to combat bullying and harassment?

The plan recommends reviewing workforce experiences and employee relations processes, setting reduction targets and taking action where evidence shows problems. Staff should be supported to report incidents and access appropriate support. 
NHS England

5. A Letter to Yourself 

Writing

Dear Younger Me,
I know that there have been times when life has felt overwhelming and you have struggled to balance your responsibilities, manage your emotions and remain confident about the future. I want you to understand that experiencing difficulties does not mean you are weak or incapable. These experiences can help you develop resilience, emotional intelligence and a better understanding of yourself.
Emotional intelligence involves recognising and managing your own emotions while understanding the emotions of other people. Goleman (1995) identifies self-awareness, self-regulation, motivation, empathy and social skills as important elements of emotional intelligence. If you had developed these skills earlier, you might have recognised your stress sooner, expressed your feelings more clearly and asked for help instead of trying to manage everything alone.

Resilience is also important because it enables people to adapt to challenges and recover from setbacks. Rather than viewing mistakes as failures, try to see them as opportunities to learn. Remember that asking for support from trusted friends, family members or tutors is a sign of self-awareness, not weakness.
These qualities are particularly important for a future career in health and social care. Working with people who have different needs and experiences requires patience, empathy, effective Communication and the ability to remain professional during difficult situations. Understanding your own emotions can help you respond thoughtfully rather than react impulsively when under pressure.
I encourage you to practise self-reflection, maintain realistic goals and celebrate small achievements. When you encounter a setback, identify what you can learn from it and decide what you will do differently next time. Also, remember to look after your own wellbeing because supporting others requires you to recognise your own needs.
You cannot change every difficult experience from the past, but you can choose how you respond to future challenges. Be patient with yourself, keep learning and believe in your ability to grow.

With kindness and encouragement,

Your Future Self





6. Gantt Chart 

Career goal
My goal is to obtain an entry-level position in health and social care and develop the skills and qualifications needed for long-term career progression. The following years plan demonstrates how I will organise my activities, monitor progress and prepare for employment. Adjust the dates to reflect your actual circumstances and preferred role.


	Tasks

	Year 1
	Year 2
	Year3

	Complete Level 4

	██ 100%
	
	

	Complete Level 5

	
	██75%
	

	Attend relevant workshops

	██

	██

	██


	Gain relevant work experience

	
	██

	

	Prepare CV and cover letter ███
Apply for healthcare jobs ███
Prepare for interviews ███
Secure a healthcare role


	
	
	



Planned activity

I will review this plan monthly and record completed activities, challenges and evidence of progress. For example, evidence could include an updated CV, training certificates, placement feedback and records of job applications. If I encounter barriers such as financial pressures, limited experience or time constraints, I will prioritise essential tasks and seek support from university careers services.
This plan uses SMART principles by setting specific activities within defined timeframes. However, the schedule must remain flexible because job opportunities and training availability may change. Regular monitoring will help me remain accountable, identify skills gaps and adapt my approach. By following this plan, I aim to improve my confidence, employability and readiness to enter the health and social care workforce.



7. Making Changes: Report 

Report: Improving Communication During Shift Handover in a Care Home
To: Care Home Management Team
From: Care Home Manager
Subject: Implementing a Standardised Shift Handover System


Purpose: To improve communication, resident safety, and continuity of care.

1. Introduction
As the manager of a care home, I propose introducing a standardised shift handover system using the SBAR communication framework: Situation, Background, Assessment and Recommendation. The purpose of this change is to improve the transfer of essential information between staff, reduce communication errors and ensure residents receive safe, consistent and person-centred care.
Effective communication is essential in health and social care because incomplete or inaccurate information can result in missed care needs, medication-related risks and delays in responding to changes in residents' conditions. The Care Quality Commission (CQC, 2023) identifies safety, effectiveness, caring, responsiveness and leadership as important dimensions of care quality.

2. Implementation of the change
Lewin's (1947) change management model provides a useful framework for implementation through three stages: unfreezing, changing and refreezing.
Unfreezing: I will explain why current handover practices need improvement, using staff feedback, incident records and observations to identify communication gaps. Staff will be encouraged to discuss concerns and contribute suggestions. This will help create awareness of the need for change.
Changing: I will introduce an SBAR handover template and organise training sessions for care assistants, senior carers and nurses, where applicable. Staff will practise using realistic scenarios to communicate changes in residents' health, safeguarding concerns, dietary requirements and other relevant care needs. A pilot will be conducted on one shift before the system is introduced throughout the home.

Refreezing: Following the pilot, I will collect feedback, review documentation and monitor communication-related incidents. The procedure will be updated where necessary and incorporated into staff induction, supervision and regular refresher training.

Kotter (1996) also highlights the importance of communicating a clear vision, involving employees and creating short-term achievements. I will recognise staff contributions and share evidence of improvements to encourage continued engagement.

3. Skills required and potential barriers
Successful implementation requires leadership, communication, teamwork, problem-solving and emotional intelligence. I must explain the benefits clearly, listen to staff concerns and provide constructive feedback.
Potential barriers include staff resistance, limited time, staff shortages and differences in digital confidence. These challenges can be addressed through practical training, staff involvement, simple documentation and protected time for handovers. Confidential information must be shared securely and only with authorised individuals.

4. Evaluation and conclusion

The success of the change will be assessed after three months using staff feedback, handover documentation audits and the number of reported communication-related incidents. Any changes in incident numbers will be interpreted alongside reporting practices and other relevant factors.
Overall, a standardised handover system can strengthen teamwork, improve continuity of care and promote resident safety. Sustainable success will depend on staff engagement, effective leadership and ongoing evaluation rather than introducing a new procedure without adequate support.
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