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Task 1 – Personal Brand
For me, personal brand is not just a label we wear in a professional environment – it is the impression I leave behind through my actions, values, and way I convey my skills. In today’s digital world, it is essential to have a clear professional identity to distinguish oneself from others (Shepherd, 2005). It reflects not just what I do, but how I do it. At this point, I would characterize my brand as trustworthy, flexible and inventive. Your colleagues often say that I am calm under pressure and an honest leader. Other qualities employers in the UK value include reliability and confidence (Business Insights, 2023). I am proud to be driven and resilient when I solve problems or work in diverse teams. Nonetheless, I am aware that I need to refine my online presence by building a professional LinkedIn profile and digital portfolio that showcases my skillset better. I can open new doors and stay flexible in a rapidly changing workplace by always improving these elements. In the end, creating my personal brand through honesty and self-awareness—not because I can fit in, but rather because I can showcase my true strengths—will help attract employers that will align with my values and long-term goals.











Task 2 - Network Map and Rationale
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Network Map and Rationale 
The four dimensions of my existing networks are career, support, social and community. Within the career dimension, my contacts consisted of university lecturers, placement supervisors and health and social care professionals I have met through volunteering or work experience. They give insights, references, and advice on practice. The support dimension includes family members, friends, and mentors who provide emotional support, encouragement and practical assistance while managing academic or occupational difficulties. In terms of social aspects, my peers from my course and student societies are important as we work together, share resources, and develop transferable skills e.g. teamwork and communication. In the end, the charity organizations, local health organizations, and voluntary organizations make up the community dimension of the community where I worked as a translator and engaged in community services. This network is key as your professional and social connections go a long way in enhancing employability in health and social care. Interacting with other people opens up doors and helps you learn continuously. (Higgins & Kram, 2001). Working with diverse groups also helps me to develop cultural competence, which is crucial when working with vulnerable or different population groups (Healy, 2014). By keeping in touch with and responding to useful contacts, I can build on my professional identity and prepare myself for future career pathways.
Legend/Notes
Contacts who guide, mentor, and help you find a job. People give emotional, practical, and motivational support. Connections with peers to collaborate, learn, and gain skills. Participation in local organizations or volunteering that develops networks and cultural competence.













Task 3- Blog
The Social Care Workforce Crisis and Its Importance to Future Care Workers. 
The social care sector in the UK is under enormous pressure, facing a workforce crisis that threatens the quality and sustainability of care. The UK has around 131,000 vacant jobs within social care. The vacancy rate within adult social care has remained high at around 8.3%. Many of these jobs, especially in home and residential care, have poor retention too, with turnover at 28.3% in 2022/23 (The King’s Fund, 2024). One of the key factors for this crisis is low pay and poor working conditions. Care workers are usually paid the least in the whole UK economy. Pay levels for new recruits and experienced staff are little different (Age UK, 2025). Many jobs have zero-hours contracts with limited job strength or predictable working hours (House of Commons Library, 2025). At the same time, growing demands on social care are due to an ageing population and rising complexity of care needs (Age UK, 2025). The workforce crisis affects staff and service users, like you. According to the Care Quality Commission (CQC), staffing shortages have caused providers to either reduce their capacity or hand local authority contracts back, preventing care being consistent and of good quality (Care Quality Commission, 2024–25). For students who want to work in health and social care, this is both a challenge and an opportunity. The industry needs people who are skilled, compassionate, and motivated. By entering this profession, you get the opportunity to transform services in care by supporting workers correctly and properly. Workers need a pay rise, greater chances for development, and investment in training so that sector becomes more sustainable and attractive (The King’s Fund, 2024). It is the right time now to think about a career in social care, not just for your own career path but also to help build and strengthen the resilience of the UK’s health and social care system.





Task 4- NHS Equality, Diversity and Inclusion Quiz (250 words equivalent)
1. What is the primary goal of the NHS Equality, Diversity, and Inclusion Improvement Plan?

NHS Equality, Diversity and Inclusion (EDI) Improvement Plan aims to eliminate discrimination and reduce bias in the NHS workforce and create a more inclusive culture and environment where all NHS staff feel valued, supported, and able to contribute fully.

2. How does the NHS EDI Improvement Plan propose to tackle the gender pay gap?
The NHS EDI Improvement Plan plan seeks to tackle the gender pay gap by assessing pay differences across all roles and protected characteristics and developing targeted action plans to redress any issues. These plans will address pay, which includes senior medical and non-medical roles.

3. What is meant by the term ‘intersectionality’ as used in the NHS EDI Improvement Plan?


The term intersectionality is used in the NHS EDI Improvement Plan to explain how people can have multiple protected characteristics which intersect creating unique experiences. For example, individuals who identify as black women or disabled people for whom race has a gender.

4. Why is it important for the NHS to create a psychologically safe work environment?
NHS should create a right climate at work so that staff can speak up. This means they can share ideas and raise concerns. They must feel safe to do this so that NHS can take care of staff as well as patients.



5. How does the NHS EDI Improvement Plan suggest improving the experience of internationally recruited staff?
The NHS EDI Improvement Plan suggests improving the experience of internationally recruited staff by providing comprehensive onboarding, clear communication about employment terms, and equal access to training, development, and career progression opportunities.



6. What role does leadership play in advancing EDI objectives according to the NHS Improvement Plan?
The role of leadership in aiding EDI goals is crucial, according to the NHS Improvement plan. Leaders model inclusive behaviors, set measurable goals, and take accountability for sustaining an inclusive organization culture.


7. Identify one way the NHS EDI Improvement Plan aims to reduce health inequalities within the workforce.

One way the NHS EDI Improvement Plan aims to reduce health inequalities within the workforce is by using data to identify disparities in staff experiences and outcomes and implementing targeted actions to address these inequalities.


8. Why does the NHS EDI Improvement Plan emphasise the importance of collecting and analysing data on protected characteristics?
The NHS EDI Improvement Plan emphasizes collecting and analyzing data on protected characteristics because it helps identify disparities in recruitment, pay, progression, and treatment, enabling the NHS to implement targeted actions to promote equality and inclusion.


9. Explain how flexible working policies can contribute to equality and inclusion in the NHS workforce.
Flexible working policies contribute to equality and inclusion in the NHS workforce by allowing staff to balance work with personal responsibilities, such as caring commitments, and removing barriers that may prevent underrepresented groups from fully participating in the workplace.


10. What is one strategy mentioned in the NHS EDI Improvement Plan to combat bullying and harassment in the workplace?
One strategy mentioned in the NHS EDI Improvement Plan to combat bullying and harassment is implementing safe and accessible reporting mechanisms, monitoring incidents by protected characteristics, and providing support to affected staff while taking early action to address inappropriate behavior.

Task 5- A Letter to Yourself
Dear Younger, Me,

I know that time was challenging for you. You were filled with overwhelm, frustration, and confusion about how to handle everything around you. Through emotions and management of feelings you have made your way in happiness through the power of emotional intelligence. Emotional intelligence is when you can understand your own feelings and the impact they have on your thinking and behavior. Had you taken a little moment to think about what you are feeling instead of reacting immediately to that feeling. You could have calmed down all the problems. By noticing the other members’ emotions, you can better manage conflicts and strengthen your relationships with them too. Resilience is to bounce back after facing something tough and difficult in life. When you experience a setback, don’t let it defeat you. Take it as an opportunity to learn something new. If you had developed resilience, you would have viewed challenges and difficulties as temporary. Taking small steps like (asking for help); (taking breaks); and (reframing negative thoughts) could have maintained your well-being. Having strengthened these skills, you could have dealt with that difficult time more confidently and self-aware. Don't forget that you are never going to be upset and stressed. It is about learning to express stress and recovery. The skills you learned will benefit you in life, helping you cope with lessons that come your way. 

With understanding and encouragement,
Catalina






Task 6- GANTT Chart 
To achieve my employment objectives in the future, I identified some critical activities and milestones which I have illustrated in a Gantt chart. 
The tasks include. 
The first two weeks will include research on roles that align with my interests, skills, and expectations. Skill gap analysis (Weeks 2-3): Identify the gap between my current skills and those required for the job. Between weeks three and ten, enroll in an online course, workshop or certification that addresses any skills gap. 
Networking and mentorship (weeks 4-12): Develop networks that can help you to grow. Attend networking events and seek mentorship. 
Revise your CV and LinkedIn Profile to cover different relevant attributes, competencies, and accomplishments (Week 6-7). Apply for jobs with unique cover letters and keep track of your emails.
From weeks 10 to 14, finishing interview preparation begins by practicing interview techniques, researching organization’s and providing answers to common questions. After you get the interviews and applications in hand, it now time to reflect on the feedback, improve things and continue to develop. The Gantt Chart Simultaneously Shows That Professional Development, Networking and Interview Preparation Are Done at The Same Time. It helps me advance in a structured way, hold myself accountable, and use my time efficiently while keeping my focus on getting a job.



[image: A graph with blue and white lines  AI-generated content may be incorrect.]











Task 7- Making Changes- Report
Implementing Staff Training for Digital Care Records Report Introduction
 As the manager of Sunnyvale Care Home, I propose implementing a digital care records system to move away from paper filing. The aim of this change is to improve consistency, accuracy, and access to local resident care information. 
Implementation Plan
The 3 changes in staff will take assessments training and integrated courses. First, teams will be informed about the advantages of digital records. Training sessions will then be performed to develop necessary digital literacy and familiarity with the software. Eventually, ongoing support will help integrate the system gradually. 
Skills Required
 Leadership, communication and digital skills are relevant for successful implementation. Managers should clearly express their vision and provide encouragement. Staff must be familiar with IT and confident in using them. Being able to solve problems will be important to fix technical issues or any disruption to the flow of work. Addressing Barriers. Some potential limitations involve staff pushbacks because of fear of technology; workload rises during change process and technical issues. Kotter's 8-step change model demonstrates the importance of feeling urgency, building a guiding coalition, and celebrating short-term success (Kotter, 1996). Employees will not hesitate to get involved with continuous feedback sessions and on-hand support.
 Conclusion
Sunnyvale Care Home could smoothly transition to digital care records by ensuring training, clarity of communication, and gradual handover. This will result in better care provisioning and a reduction 



Task 8- Self-Reflection 
Self-Reflection Using Gibbs’ Reflective Cycle
 Through this module, I have gained insights into my strengths and weaknesses as well as my overall profession. I can systematically analyze my learning and experiences through Gibbs’ Reflective Cycle (1988). The module involved the report writing, the research of management and leadership theory, and the management and leadership theory application. I performed critical analysis, problem solving, and professional communication. At first, I was not sure if I was applying theoretical models properly. As I moved forward, I grew confident to link ideas to practice. The tasks tested my ability to coordinate my work and think analytically, but they also demonstrated my adaptability and resilience under pressure. This feedback assisted in the improvement of my academic writing and research skills. I learned about the importance of planning, idea generation, and time allocation for quality projects. Through models of change and leadership I have gained insight into good management. In short, I have realized that I can successfully apply my theoretical knowledge to a practical situation and reflecting upon my practice is an integral part of my professional growth. In future, I will implement these skills in my profession by engaging in reflective practice to assess and enhance my decision-making, leading and managing abilities. The reflection gave me an insight into myself, increased my problem-solving ability, and better equipped me professionally for the future.
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