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Task 1 – Personal Brand
When I reflect on my personal brand, two qualities stand out most: problem-solving under pressure and a consistently positive outlook. I respond to difficulties by focusing on practical solutions rather than becoming overwhelmed and I try to stay calm and constructive regardless of circumstances. These qualities are particularly relevant to support work where resilience and clear thinking under pressure directly influence the standard of care provided (Skills for Care and Skills for Health, 2013). However, possessing these traits is not enough on its own and a personal brand only becomes meaningful when demonstrated consistently enough for others to recognise it (Peters, 1997).
At present, my brand is communicated mainly through informal day-to-day behaviour rather than any deliberate approach. I have not articulated my strengths formally, for example through a personal statement or professional online profile and I rarely seek feedback from peers or supervisors on how I am perceived. This means my brand currently relies on chance impressions rather than being something I actively shape.
Moving forward, I intend to record specific examples of problem-solving, request honest feedback from tutors and supervisors and develop a clearer more structured way of communicating my strengths to others. I also plan to seek out opportunities to build my professional visibility and make my resilience and solutions-focused approach more evident to those around me.
Finally, I aim to strengthen my reflective practice, in keeping with expectations of those entering care-based professions (Skills for Care and Skills for Health, 2013), so my brand genuinely evidences my suitability for support worker roles.

Task 2 - Network Map and Rationale
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Figure 1  shows my network map which identifies one key connection within each of the four areas: my daughter (Career), my best friend Alexandra (Social), my mother (Support) and a student peer group who support one another with coursework (Community).
Overall, my network fits the profile of a Closed Network. My connections are limited in number and largely made up of people close to me, such as family and a close friend, rather than a broad mix of individuals from different backgrounds or professions.
Looking at my social capital, I hold the most strength in bonding capital  close, trusted relationships with people similar to myself, such as my mother and Alexandra, who provide emotional support but little professional guidance (Putnam, 2000). My bridging capital is more limited and the student peer group offers some of this, linking me to people beyond my closest circle, though I still lack broader connections across varied social or professional settings (Granovetter, 1973). My linking capital is the weakest of the three I have no direct professional ties to people in positions of authority, such as employers or industry contacts, beyond an indirect link through my daughter's role in the NHS.
To develop my network further, I need to establish genuine professional relationships of my own, such as with tutors and individuals working within health and social care, rather than depending on family ties. Actively pursuing mentorship and professional networking opportunities would help strengthen both my bridging and linking capital going forward.


Task 3- Blog
Why the UK Needs You: Inside the Social Care Workforce Crisis
Picture this: an elderly woman needs help getting dressed, having breakfast, and taking her medication safely each morning but no one is available to support her. This is a rare scenario. It is  a daily reality for thousands of families across England, where social care continues to face a significant staffing challenge, despite recent improvement.
The Scale of the Problem
The good news first: the adult social care vacancy rate has actually fallen to its lowest level in a decade, dropping to 6.2% in 2025/26, equivalent to roughly 96,000 unfilled posts on any given day (Skills for Care, 2026). However, this figure is still around three times higher than the vacancy rate across the wider UK economy (Skills for Care, 2026), showing that the sector remains under real pressure despite progress.
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A major concern is the falling number of British workers choosing care careers, alongside tightening restrictions on international recruitment. Skills for Care (2026) estimates the sector will need an additional 410,000 posts by 2040 simply to keep pace with England's ageing population  a significant gap to fill.
Why This Matters to You
If you are considering a career in health and social care, this is exactly the moment your contribution counts. Support workers aren't just "helping out" they're problem-solvers, advocates and often the first to notice when something is wrong with a person's health. The role demands resilience, compassion and the ability to stay calm under pressure, qualities that genuinely shape someone's quality of life.
There are also real opportunities for progression. Many support workers go on to further training, qualifications, or routes into nursing or other allied health professions, making it a genuine long-term career path rather than just an entry-level job.
What Needs to Change
Improving the sector further means more than recruitment campaigns. Pay remains a key issue: median care worker pay in the independent sector was just £12.00 an hour in 2025, with growth recently failing to keep pace with the National Living Wage (King's Fund, 2026). Addressing this, alongside clearer career progression and better recognition of the skills involved is essential to building a stable, motivated workforce.
A Call to Action
If you have ever considered care work, now is a meaningful time to look seriously at it. The sector needs compassionate, dependable people and it could be the start of a genuinely rewarding career.


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

The plan sets out to tackle both direct and indirect discrimination across the NHS workforce, helping build a safer, more caring and more efficient NHS for staff and patients alike (NHS England, 2023).


2. How does the NHS EDI Improvement Plan propose to tackle the gender pay gap?

Trusts are expected to analyse pay data by protected characteristic, apply recommendations from the Mend the Gap review, and support women's career progression through flexible working (NHS England, 2023).


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

Intersectionality describes how a person's overlapping identities, such as gender, ethnicity and disability, can combine to create compounded experiences of disadvantage (Berkshire Healthcare NHS Foundation Trust, 2023).

4. Why is it important for the NHS to create a psychologically safe work environment?

When staff feel safe to speak up, ask questions, or admit mistakes without fear, this improves wellbeing and retention and ultimately leads to safer patient care (NHS England, 2023).



5. How does the NHS EDI Improvement Plan suggest improving the experience of internationally recruited staff?

It recommends providing clear information before staff join, structured onboarding support and equal access to training and career development once in post (NHS England, 2023).


6. What role does leadership play in advancing EDI objectives according to the NHS Improvement Plan?

Senior leaders, including chief executives and board members, must hold personal, measurable EDI objectives, embedding inclusive practice throughout the organisation (NHS England, 2023).



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

Organisations are required to examine workforce data by protected characteristic to spot inequalities and put targeted improvement actions in place (NHS England, 2023).


8. Why does the NHS EDI Improvement Plan emphasise the importance of collecting and analysing data on protected characteristics?

Without reliable data, it's difficult to identify where inequality exists or track whether meaningful progress is genuinely being made (NHS England, 2023).



9. Explain how flexible working policies can contribute to equality and inclusion in the NHS workforce.

Flexible working helps staff with differing needs, such as carers or disabled employees, stay in work and access fair progression opportunities (NHS England, 2023).


10. What is one strategy mentioned in the NHS EDI Improvement Plan to combat bullying and harassment in the workplace?

Trusts must review harassment and bullying data by protected characteristic, set clear reduction targets and act to improve staff experience over time (NHS England, 2023).


Task 5- A Letter to Yourself
Dear younger me,

I know this period feels overwhelming. You were supposed to be moving forward with your education at this point in your life, but circumstances got in the way and now it feels like that opportunity has slipped away for good. What you don't realise yet is that this isn't the end of the story it just feels that way because you cannot see what's ahead. Your confidence has taken a real knock and somewhere along the way, you have believing that a better education is still possible for you.

Here is something I wish I could tell you sooner: you simply have not discovered the options yet. There are routes back into education designed specifically for people who didn't follow the typical path mature students who come to learning later in life, carrying different experiences and different reasons for being there. Not knowing this isn't a measure of your potential and it is just a gap in information that will eventually close.

Since then, I have come to understand emotional intelligence and resilience properly, and I can see how useful they would have been to you now. Naming what you're feeling  the disappointment, the worry that this moment defines your future rather than burying it would have helped you move through it faster. Resilience isn't about avoiding difficulty altogether and it is about adjusting course and continuing when your original plan falls apart.

Eventually, you will uncover a path back and you will take it. The struggle won't disappear from memory, but it will teach you that setbacks are temporary and that reaching out for support or information is strength, not weakness.

Be gentle with yourself. You are far more capable than you currently feel.

                                                                                                                                           With care,
                                                                                                                                                     Me




Task 6- GANTT Chart 
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My aim is to complete the remaining stages of my qualification and move into a support worker role. The Gantt chart sets out the tasks needed to get there, starting with Level 5 (September 2025 to July 2026), followed by Level 6 (September 2026 to July 2027).
Level 6 relies on first passing Level 5 so keeping on top of coursework throughout this period is key to staying on track. During the final months of Level 6, I plan to gain relevant work experience to develop practical skills and build a stronger CV.
Once I have begun gaining experience, I will put together a professional CV and cover letter geared specifically toward support worker positions, then move on to submitting job applications. Interview preparation comes shortly afterwards, giving me time to look into employers and rehearse potential answers.
These closing stages all rely on one another  the CV depends on having relevant experience, applications depend on the CV being finished and interviews depend on applications being sent. Based on this plan, I am aiming to secure and begin a support worker role by October 2027.


Task 7- Making Changes- Report
Introduction
As manager of a residential care home, I want to introduce a Digital Social Care Record (DSCR) system to replace our current paper-based care plans, improving accuracy, communication, and how quickly we respond to residents' changing needs.
Planning the Change
At present, staff document care notes on paper, which takes considerable time, is prone to mistakes, and makes it harder to share information promptly between shifts. A DSCR system would allow real-time updates that all authorised staff can access instantly, helping deliver safer, more person-centred care (Local Government Association, 2024). Applying Lewin's (1947) three-stage model, I would begin by "unfreezing" existing routines, explaining the reasoning behind the change and listening to staff concerns. The "change" stage would involve introducing the system gradually, running it alongside paper records to begin with, before "refreezing" once staff feel confident, making it the new standard (NHS Knowledge Now, 2024). This would involve care staff, senior carers, IT support, and residents' families, with training delivered across several weeks.
Skills Required
Leading this change effectively would require clear communication to explain the rationale, leadership to keep staff engaged, patience to accommodate differing levels of digital confidence, and conflict-resolution skills to handle any pushback constructively.
Barriers and Solutions
Resistance from staff is likely, particularly those less comfortable with technology; involving them early in decisions and offering hands-on, personalised training can ease this transition (NHS Knowledge Now, 2024). Finding time for training amid busy shifts is another challenge; shorter, staggered sessions rather than one lengthy session would reduce disruption to care delivery and resident routines. Budget constraints for devices or software may also arise; applying for available NHS implementation funding, alongside phased purchasing of equipment, could help manage these costs more sustainably (Local Government Association, 2024).
Conclusion
Introducing a DSCR system would strengthen care quality, communication, and efficiency across the home. With careful planning, the right leadership skills, and realistic solutions to likely barriers, this change is both achievable and sustainable in the long term.
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Gantt Chart: Pathway to Support Worker Role
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