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[bookmark: _Toc242913340]Task 1 – Personal Brand

My personal brand reflects my values, skills and how I want others to see me professionally. Gorbatov, Khapova and Lysova (2018) explain that personal branding helps people communicate their strengths and professional identity. In health and social care, I want to be recognised as a caring, reliable and respectful professional who puts people's needs first.
My main strengths are empathy, patience, teamwork and willingness to learn. These qualities can help me build trust with patients and colleagues. The NHS Constitution (Department of Health and Social Care, 2021) highlights compassion, respect and dignity as important values in healthcare. However, having these qualities does not automatically mean I can provide effective care. I must also demonstrate practical skills, professional knowledge and good decision-making.
One weakness I recognise is my limited practical experience in health and social care. Although I am developing theoretical knowledge, applying it in challenging situations may be difficult. Therefore, I plan to gain experience through volunteering, practical training and feedback from experienced professionals.
I also want to improve my communication and confidence. While creating a professional LinkedIn profile could increase my visibility, Gorbatov, Khapova and Lysova (2018) suggest that personal branding involves more than self-promotion. I believe genuine behaviour and consistent performance are more important than creating a positive online image.
Overall, developing my personal brand will help me prepare for future employment in health and social care. By combining personal strengths with practical experience and continuous learning, I hope to become a trustworthy and competent professional.
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[image: The image is a conceptual diagram illustrating various types of personal networks, including career, social, personal, support, community, and volunteer connections.

AI-generated content may be incorrect.]Figure 1:My Personal Network Map (Source: Created by the author using Canva, 2026).













As shown in Figure 1, my personal network includes career, social, support and community connections. I consider it a hybrid network because it combines close relationships with wider professional and community contacts. Putnam (2000) explains that social capital develops through relationships and trust, which can provide valuable support and opportunities.
My strongest area is bonding social capital, particularly through family and close friends. These relationships provide emotional support, motivation and practical help. However, depending too much on familiar people may limit my exposure to different experiences and career opportunities. Coleman (1988) suggests that social relationships can provide useful resources, although their benefits depend on how effectively these connections are used.
My bridging social capital includes classmates, colleagues and community groups. These relationships help me understand different perspectives and improve communication skills, which are important in health and social care. However, some connections may remain informal and provide limited professional guidance.
My linking social capital includes lecturers, career advisers and healthcare professionals. These contacts may provide career advice and access to employment opportunities. However, my network may be less effective if I have limited contact with healthcare employers and senior professionals.
To improve, I plan to attend career events, explore volunteering opportunities and build professional relationships. Although networking can create opportunities, qualifications, experience and professional behaviour remain equally important.
Overall, strengthening my bridging and linking connections while maintaining close relationships will help me develop a balanced network and improve my future employment prospects in health and social care.
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Blog title: The NHS Workforce Shortage: Why Staff Wellbeing Matters for Patient Care
Target Audience: Health and social care students, future healthcare professionals, NHS staff and individuals interested in workforce challenges and patient care.
Why Are Workforce Shortages a Problem?
Imagine needing urgent medical care but having to wait because there are not enough staff. This is an important challenge facing health and social care services in the UK. Skills for Care (2025) reported approximately 111,000 vacant posts in adult social care in England during 2024/25. Although vacancies have fallen, the figures show that recruitment remains a concern.
How Do Staff Shortages Affect Patient Care?
Staff shortages can increase workloads, waiting times and pressure on existing employees. NHS England (2026) reported that only 34% of its surveyed employees said they never or rarely felt burnt out because of work. However, this survey covered NHS England employees rather than all frontline NHS workers, so the findings cannot represent every healthcare setting.
Working under pressure may affect communication, concentration and patient safety. Nevertheless, staff shortages are not the only problem. Poor management, limited resources and inefficient working practices can also reduce care quality.
Is Recruiting More Staff Enough?
Recruitment is important, but keeping experienced employees is equally necessary. NHS England (2023b) introduced its Long-Term Workforce Plan, focusing on training, retaining and reforming the workforce.
This approach is useful because increasing staff numbers alone cannot solve problems such as burnout and poor working conditions. However, expanding training takes time, and recruitment programmes may have limited success if employees continue leaving.
Skills for Care (2025) found that adult social care workers with stronger employment and development conditions were less likely to leave. This suggests that improving pay, training and career opportunities could support retention.
What Should Healthcare Employers Do?
Healthcare organisations should provide manageable workloads, supportive leadership, flexible working and opportunities for professional development. The Nuffield Trust (2026) highlights the importance of retaining experienced staff alongside recruitment.
However, these improvements require funding and careful planning. For example, flexible working may improve wellbeing but can create staffing difficulties if shifts are not properly organised.
Final Thoughts
Workforce shortages cannot be solved through recruitment alone. Health and social care organisations must balance staffing levels, employee wellbeing and patient needs.
For future healthcare professionals, communication, teamwork, resilience and continuous learning remain essential. However, individual resilience should not replace employers' responsibility to provide safe working conditions.
Supporting healthcare workers is not only about protecting staff wellbeing; it is also about improving the quality and safety of patient care.
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1. What is the primary goal of the NHS Equality, Diversity, and Inclusion Improvement Plan?
The main goal is to create a fair, inclusive and respectful workplace where all NHS employees have equal opportunities, feel valued and can provide high-quality patient care (NHS England, 2023a).

2. How does the NHS EDI Improvement Plan propose to tackle the gender pay gap?
The plan encourages organisations to examine pay differences, improve fairness in recruitment and promotion, and remove barriers preventing women from accessing senior positions (NHS England, 2023a).

3. What is meant by the term ‘intersectionality’ as used in the NHS EDI Improvement Plan?
Intersectionality means that people may experience several forms of discrimination at the same time, such as those related to gender, ethnicity or disability. These overlapping factors can create additional disadvantages (NHS England, 2023a).

4. Why is it important for the NHS to create a psychologically safe work environment?
Psychological safety allows employees to raise concerns, report mistakes and share ideas without fear of punishment or humiliation. This can improve teamwork, staff wellbeing and patient safety (NHS England, 2023a).

5. How does the NHS EDI Improvement Plan suggest improving the experience of internationally recruited staff?
The plan recommends better induction, cultural support, mentoring and fair treatment to help internationally recruited employees feel welcomed, respected and included (NHS England, 2023a).

6. What role does leadership play in advancing EDI objectives according to the NHS Improvement Plan?
NHS leaders must promote fairness, set measurable EDI goals and take responsibility for creating an inclusive workplace. Their progress should be reviewed through regular performance assessments (NHS England, 2023a).


7. Identify one way the NHS EDI Improvement Plan aims to reduce health inequalities within the workforce.
The plan encourages organisations to improve staff health and wellbeing by addressing bullying, discrimination and unequal workplace experiences, particularly among disadvantaged groups (NHS England, 2023a).

8. Why does the NHS EDI Improvement Plan emphasise the importance of collecting and analysing data on protected characteristics?
Collecting data helps identify unfair differences in pay, promotion and workplace treatment. It also allows NHS organisations to measure progress and develop targeted improvements (NHS England, 2023a).

9. Explain how flexible working policies can contribute to equality and inclusion in the NHS workforce.
Flexible working helps employees balance professional and personal responsibilities, including childcare, disability-related needs and caring duties. This can improve equal opportunities and staff retention (NHS England, 2023a).


10. What is one strategy mentioned in the NHS EDI Improvement Plan to combat bullying and harassment in the workplace?
The plan recommends creating safe reporting systems that protect employees who raise concerns and providing psychological support to those experiencing bullying or harassment (NHS England, 2023a).

[bookmark: _Toc242913344]Task 5- A Letter to Yourself
Dear Younger Me,
I remember a time when you struggled to balance university assignments with family responsibilities. You had several deadlines approaching and often felt stressed because there was not enough time to complete everything. Although you worked hard and wanted to succeed, you sometimes lost confidence and worried about making mistakes. Looking back, I realise that developing emotional intelligence and resilience could have helped you manage this situation more effectively.
Emotional intelligence means recognising, understanding and managing emotions. During that difficult period, you sometimes allowed stress and frustration to affect your confidence. Although your determination helped you continue studying, ignoring your emotions made the pressure harder to manage. Recognising your feelings and responding calmly could have improved your decisions and relationships with others.
Resilience is also important, but it does not mean handling every problem alone. You were determined to succeed, which was a strength. However, expecting too much from yourself increased unnecessary pressure. Setting realistic goals, organising your time and asking for support could have helped you manage your responsibilities more effectively.
Nevertheless, emotional intelligence and resilience cannot solve every difficulty. University deadlines and family responsibilities sometimes create pressures beyond personal control. Therefore, seeking support from lecturers, family members and university services is equally important.
These experiences are relevant to your future career in health and social care, where professionals must remain calm, communicate respectfully and respond to challenging situations. However, personal wellbeing should never be ignored while caring for others.
My advice is to believe in yourself, accept feedback and learn from difficult experiences. Remember that success requires determination, but also patience, balance and knowing when to seek help.
With care and encouragement,
Your Future Self


[bookmark: _Toc242913345]Task 6- GANTT Chart 
Career Goal: To become a Healthcare Support Worker in the health and social care sector.
Timeline: January–September 2027.


Table 1: Gantt Chart Showing My Future Employment Plan (Source: Own illustration).
	Tasks
	Jan
	Feb
	Mar
	Apr
	May
	Jun
	Jul
	Aug
	Sep

	1. Complete coursework
	■
	■
	■
	■
	■
	■
	
	
	

	2. Develop professional skills
	■
	■
	■
	■
	■
	■
	
	
	

	3. Gain work experience
	
	
	■
	■
	■
	■
	■
	
	

	4. Prepare CV and cover letter
	
	
	
	
	■
	■
	
	
	

	5. Apply for healthcare jobs
	
	
	
	
	
	
	■
	■
	

	6. Prepare for interviews and secure employment
	
	
	
	
	
	
	
	■
	■





[bookmark: _Toc242913346]Task 7- Making Changes- Report
Title: Improving Staff Communication and Resident Safety Through Structured Handovers in a Care Home

Introduction
As a care home manager, I would introduce a structured handover system to improve communication between staff during shift changes. Poor communication can lead to missed care needs, medication errors and confusion. The Care Quality Commission (CQC, 2024) highlights the importance of sharing accurate information to provide safe, person-centred care. However, introducing a new system requires staff cooperation and effective leadership.
Proposed Change and Implementation
I would introduce a standard handover checklist covering residents' health, medication, appointments and changing care needs. This would help staff share important information consistently.
I would use Lewin's three-stage change model: unfreeze, change and refreeze (Lewin, 1947). First, I would explain existing communication problems and involve staff in planning. Next, I would provide training and test the checklist for four weeks. Finally, I would review feedback and make the system part of everyday practice.
Although Lewin's model provides a clear structure, its stages may be too simple for a busy care home where needs change regularly. Therefore, ongoing reviews would remain necessary.
Skills Required and Possible Barriers
Successful implementation requires communication, teamwork, emotional intelligence and leadership. Skills for Care (2024) emphasises the importance of developing staff skills and effective leadership in adult social care.
However, some employees may resist the change because of increased paperwork or limited time. To address this, I would involve staff in designing a short checklist and provide practical training.
Another challenge is confidentiality. Sharing information improves care coordination, but unnecessary personal details could put residents' privacy at risk. Therefore, staff would receive guidance on secure information sharing.
Evaluation and Conclusion
I would evaluate the change after eight weeks using staff feedback, handover audits and reported communication incidents. Fewer missed tasks and improved staff confidence would suggest progress. However, fewer reported incidents would not automatically prove improved safety because reporting behaviour may also change.
Overall, structured handovers could improve communication and resident safety. Nevertheless, success depends on staff involvement, appropriate training and regular evaluation rather than introducing a checklist alone.
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