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Task 1 – Personal Brand
My personal brand is how I present myself as a health and social care professional. I want to be known as caring, respectful, reliable and hardworking, and someone who treats everyone fairly. These qualities matter because people using care services should feel safe, valued and listened to.
One of my strengths is my willingness to learn. Health and social care requires more than completing tasks; it also involves communication, patience, teamwork and respect for individual needs. The Care Certificate standards describe the knowledge, skills and behaviours expected of people starting work in health and social care (Skills for Care, NHS England and Skills for Health, 2025).
I can develop my personal brand by gaining experience, completing training and asking tutors or placement supervisors for feedback. I could improve my knowledge of safeguarding, confidentiality, equality and diversity, and person-centred care. I can also update my CV and record achievements so I have examples of my skills to discuss in interviews.
Dacre Pool and Sewell (2007) explain employability through a model that includes skills, experience and personal qualities. I can use this approach by setting career goals and identifying areas for improvement.
My goal is to progress into a responsible health and social care role, such as a senior care worker, and potentially move into management. A positive personal brand may help me achieve this. However, it must be supported by my actions, not just the qualities I describe. I need to demonstrate professionalism, respect and responsibility in my studies and employment.



Task 2- Network MapME
Health and social care student 






Career Network
· University tutors
· Careers advisers
· Fellow health and social care students
· Health and social care professionals

Support network
• Family
• Trusted people
• People who encourage me





Social network
• Friends
• Fellow students


Community network
• Community groups
• Voluntary organisations
• Local care services





Rationale
My network includes people and organisations that can support me as a health and social care student. My career network includes university tutors, careers advisers, fellow health and social care students, and health and social care professionals. These contacts can help me develop skills, understand career options, receive advice and learn about job opportunities. I can strengthen this network by asking questions, listening to feedback and taking part in university activities.
My support network includes family, trusted people and people who encourage me when studying or planning my career becomes difficult. My social network includes friends and fellow students, who provide companionship and opportunities to share ideas. My community network includes community groups, voluntary organisations and local care services. These connections could help me understand local needs and find opportunities to volunteer or gain experience.
Networking can improve access to information and resources that support employability (Batistic and Tymon, 2017). However, having a network does not guarantee employment or support. Some people have fewer professional contacts, and friends or family may not know about health and social care career pathways. I can widen my network through university events, volunteering and professional learning.
Dacre Pool and Sewell (2007) highlight the importance of developing skills and experience for employability. Therefore, I should not rely only on contacts; I also need to build my knowledge, communication and practical skills. Overall, my network can provide encouragement, information and opportunities, but I need to maintain relationships, seek different perspectives and take responsibility for my development.







Task 3 – Blog: Staff Shortages in Adult Social Care
Target audience: People interested in working in health and social care.
Why Are Staff Shortages a Challenge in Adult Social Care?

Adult social care is an important part of England’s health and social care system. Care workers support older people and adults with disabilities or other care needs to live safely and maintain their independence. However, recruiting and retaining enough staff remains a challenge.

Skills for Care (2026) reported around 96,000 vacant posts in adult social care in England during 2025/26, with a vacancy rate of 6.2%. Although this was the lowest vacancy rate since 2015/16, vacancies remain around three times higher than in the wider economy. The sector may also need an additional 410,000 posts by 2040 to meet the needs of an ageing population (Skills for Care, 2026).

Staff shortages can affect both care workers and people receiving care. When services do not have enough staff, workers may experience greater pressure and have less time to meet individual needs. People receiving care may experience delays or have fewer opportunities for conversations and activities. This can affect wellbeing, independence and person-centred care.

Several factors can make recruitment and retention difficult, including pay, working conditions, training and career progression. Skills for Care highlights the importance of attracting people to adult social care and supporting them to develop rewarding careers (Skills for Care, 2026).

Despite these challenges, care work can provide rewarding career opportunities. Workers can make a positive difference to people’s lives while developing communication, teamwork and problem-solving skills. With training and experience, they can progress to senior care worker or management roles.

Employers can help by providing good induction, supervision, training, fair treatment and opportunities for career development. Better working conditions may also encourage experienced workers to stay. Policymakers also need to consider how care services are funded and how the workforce can meet future demand.

In conclusion, staff shortages remain an important challenge in adult social care. A stable workforce is essential for safe, respectful and person-centred care. Supporting care workers through better working conditions and career opportunities can benefit staff, services and the people who depend on them.

Task 4 – NHS Equality, Diversity and Inclusion Quiz
1. What is the primary goal of the NHS Equality, Diversity, and Inclusion Improvement Plan?
The main goal is to improve equality, diversity and inclusion across the NHS workforce so staff feel valued and have a sense of belonging. It aims to address discrimination and improve staff experiences.
2. How does the NHS EDI Improvement Plan propose to tackle the gender pay gap?
The plan recommends implementing the Mend the Gap review recommendations for medical staff, analysing pay-gap data and creating improvement plans. It also promotes flexible working to help address inequalities.
3. What is meant by the term ‘intersectionality’ as used in the NHS EDI Improvement Plan?
Intersectionality means that different aspects of a person’s identity can overlap and affect their experiences of discrimination or disadvantage. For example, a person may experience discrimination related to both their race and sex.
4. Why is it important for the NHS to create a psychologically safe work environment?
A psychologically safe workplace helps staff feel able to speak up and raise concerns without fear. This can support staff wellbeing, teamwork and safer patient care.
5. How does the NHS EDI Improvement Plan suggest improving the experience of internationally recruited staff?
The plan recommends providing clear information about employment conditions before staff arrive, comprehensive induction and pastoral support. It also promotes equal access to training, development and career progression.
6. What role does leadership play in advancing EDI objectives according to the NHS Improvement Plan?
Leaders should set specific and measurable EDI objectives and take responsibility for progress. They should also use workforce data to identify inequalities and help create an inclusive workplace.
7. Identify one way the NHS EDI Improvement Plan aims to reduce health inequalities within the workforce.
One way is for line managers and supervisors to have regular wellbeing conversations with staff. This can help identify different health and wellbeing needs and provide
 appropriate support, helping to reduce inequalities within the workforce.
8. Why does the NHS EDI Improvement Plan emphasise the importance of collecting and analysing data on protected characteristics?
Collecting and analysing data helps the NHS identify inequalities and understand which groups may experience discrimination or barriers. Organisations can use this information to plan improvements and monitor progress.
9. Explain how flexible working policies can contribute to equality and inclusion in the NHS workforce.
Flexible working can help staff balance employment with caring responsibilities and personal commitments. Advertising flexible working options during recruitment can also make job opportunities more accessible.
10. What is one strategy mentioned in the NHS EDI Improvement Plan to combat bullying and harassment in the workplace?
The plan recommends reviewing data on bullying, harassment, discrimination and violence, setting targets to reduce these experiences and supporting affected staff. It also aims to ensure staff can raise concerns safely.



Task 5 – A Letter to Yourself
Dear younger me,

I remember a time when you were experiencing academic pressure and felt stressed, disappointed and unsure of yourself. You found it difficult to manage your emotions and stay positive when things did not go as planned. Looking back, I now understand that emotional intelligence and resilience could have helped you deal with this difficulty more effectively.

Emotional intelligence means understanding your own emotions and recognising how other people may feel. During that difficult period, developing emotional intelligence could have helped you recognise when you were becoming stressed and take time to calm down before reacting. It could also have helped you explain your feelings clearly and listen to advice from others. This may have helped you make better decisions and feel more in control.

Resilience is the ability to cope with difficulties, learn from mistakes and continue when things do not go as expected. At that time, being more resilient could have helped you see academic pressure as a learning experience rather than allowing it to reduce your confidence. It could have encouraged you to continue working towards your goals and recognise that setbacks do not mean failure.

These qualities will be important in your future health and social care career. You may work with people who are anxious, upset or vulnerable, so you will need to remain calm, respectful and understanding. Emotional intelligence can support effective communication, while resilience can help you manage pressure and challenging situations.

Remember that asking for help is not a weakness. Listen to advice, learn from difficult experiences and give yourself time to improve. Be proud of your progress and continue treating yourself and others with kindness.
With love,
Your older self



Task 6 – GANTT chart: My future employment Goals
Career goal: To gain experience in health and social care, become a care worker and eventually progress to a senior care worker or management position.

	Tasks  
	Start date
	End date
	Duration 
	Dependencies


	Complete university assignments
	   October 2026
	December 2026
	3 Months
	None

	Improve communication and teamwork skills
	October 2026

	February 2027
	5 Months
	None 

	Research health and social care careers
	October 2026
	November 2026
	2 Months
	None

	Complete relevant training including safeguarding 
	November 2026
	December 2026
	2 Months
	Research relevant careers

	Seek practical experience or volunteering 
	January 2027
	March 2027
	3 Months
	Complete 
 relevant training 

	Prepare and update my CV
	March 2027
	April 2027

	2 Months
	Gain practical 
experience 

	Practice interview skills and apply for care jobs 
	April 2027
	May 2027
	2 Months
	CV completed 

	Review progress and plan future development 
	May 2027
	June 2027
	2 Months
	Job application 
and interview 
Practice 






	Task
	Oct
2026
	Nov
2026

	Dec
2026
	Jan
2027
	Feb
2027
	Mar 
2027
	Apr
2027
	May
2027
	June
2027

	University assignment 
	
	
	
	
	
	
	
	
	

	Communication/teamwork
	
	
	
	
	
	
	
	
	

	Research careers
	
	
	
	
	
	
	
	
	

	Safeguarding training 
	
	
	
	
	
	
	
	
	

	Practical experience 
	
	
	
	
	
	
	
	
	

	CV
	
	
	
	
	
	
	
	
	

	Apply/interviews
	
	
	
	
	
	
	
	
	

	Review progress 
	
	
	
	
	
	
	
	
	


Evaluation
I will review my progress regularly and ask tutors for feedback. I will develop my skills through studying, training and gaining experience. If I face difficulties, I will seek support and adjust my plan. These steps will help me prepare for a career in health and social care and work towards becoming a senior care worker in the future.






Task 7 – Making Changes: Report

As a manager of a care home, I would introduce regular staff wellbeing and feedback meetings. The purpose of this change would be to give staff an opportunity to discuss concerns, suggest improvements and receive support. This could improve communication, teamwork and the working environment. The Care Quality Commission states that staff should receive appropriate support, training, professional development and supervision (Care Quality Commission, 2025).

To introduce this change, I would first explain to staff why the meetings are needed and ask for their views. The meetings could take place once a month for around 30 minutes. Staff could discuss workload, communication, training needs and any concerns. After each meeting, I would record agreed actions and check that they are completed. Staff feedback could also be collected to see whether the meetings are useful.

Lewin’s change model could be used to support the change. The unfreezing stage would involve explaining why better staff communication and support are needed. The change stage would involve introducing the monthly meetings and helping staff become familiar with them. The refreezing stage would involve making the meetings a normal part of the care home’s practice (Open University, n.d.). However, Lewin’s model has been criticised because organisational change can be more complex than a simple three-stage process (Burnes, 2004).

Several skills would be needed to make the change successful. As a manager, I would need good communication, listening and leadership skills. I would also need problem-solving skills to respond to concerns raised by staff. Emotional intelligence would help me understand different opinions and manage disagreements professionally.

There may be barriers to the change. Some staff may feel uncomfortable speaking openly because they are worried about criticism. Staff shortages could also make it difficult for everyone to attend. I would address these barriers by creating a respectful environment, considering different meeting times and showing staff that their feedback leads to action.

Overall, regular wellbeing and feedback meetings could improve communication, staff support and teamwork. Using Lewin’s model would provide a structured approach to introducing and maintaining the change. I would regularly review the meetings and make improvements based on staff feedback.
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