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[bookmark: _Toc242691154]Task 1 – Personal Brand
Introduction 
As a learner and applicant, I have understood that the concept of personal branding is associated with the practice of shaping myself with proper identity, expertise and values. The expansion of my visibility and the process to develop credibility eventually impact my employers, colleagues and leaders to perceive me through my personal branding and characteristics. 
Strengths and further areas of improvement 
As a student of Health and Social Care, I have found interpersonal soft skills where I am very communicative and empathetic. I am capable enough to deal with the process of handling patients, being an active listener to provide clear explanations and application of proper emotional intelligence (Sylvester and Donald, 2023). The further area to improve and achieve my career goal as a health and social care expert will need a specific area of clinical depth, proper confidence and consistency to proceed with the system of clinical niche clarity (Rahayuert al., 2024). 
Conclusion 
I will develop my skills and competencies for the establishment of my personal brand as a health and social care expert, and the core skills will help to enhance my visibility as a competent applicant to achieve success in future with proper expertise.
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	Career and professional development 
Social circle and friends 




Best friend 
Weekend group
Café circle

Mentor Industry pressure
Skills training



My network hub



Emotional and practical support 
Community engagement and local connection 




Local club
Community
Volunteering

Parents
Care advisor
Close-friends









Source: Author 
Currently, I have a hybrid network because I connect with different types of people and get proper support in different aspects of my life. The close network of my family and friends provides me with proper emotional and practical support. I am selective about the process of choosing my classmates and colleagues who selflessly help me in the process of career development. The estimation of open networks is found with the engagement of a wide variety of people, combining the process of developing relationships, acquiring knowledge, enhancing confidence and accessing different types of opportunities for future career growth in the health and social care sector (Smolarek and Dzieńdziora, 2022).
The strength of my network includes bonding, bleaching and linking with relationships where my connection includes my family members, close friends and also my colleagues and the wider world to cover the purpose of linking relationships and developing bridges (Spann et al., 2025). My linking connection helps to look forward to building relationships with powerful people like managers and organisational hierarchies, where I get the opportunity to improve my career (Healy et al., 2022). 
The further area of improvement is found in the area of maintaining personal relationships in order to develop stronger links in the health care sector, where I will be able to look for more opportunities and improve my area of network with proper training sessions and development. 
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	Workforce crisis in the UK for adult social care
Introduction
Children and older adults are the most vulnerable within the health and social care sector. The blog explains the issues of the workforce crisis within adult social care, identifying the necessity of workers. The main focus of discussion is associated with the necessity of elderly people to perform their daily chores, and it is observed that different conditions like dementia, mental illness and other kinds of frailty make elderly people dependent on the dedication of the adult social care workers (Hussein and Hamid, 2026). 
About the blog
[image: ]These days, providing consistent and high-quality care becomes one of the challenging issues and a matter of concern. Workforce shortage is creating issues in the process of serving elderly people by adult workers, and it is not only affecting the patients but also hampering the care workers, the family of the patients and also the wider NHS (Carson et al., 2024). According to the increasing demand for adult social care, it is estimated that the adult social care
Source: (Hussein and Hamid, 2026).

sector will need approximately 685,000 between 2026 and 2035. The removal of the challenges behind the workforce shortage is going to be explored in this blog to highlight the scale and provide solutions for the improvement of retention and recruitment of staff.
Why is the workforce under pressure!?
The main focus of this discussion highlights the needs and demands of elderly people, and the purpose of adult social care includes a range of services like residential care homes, domiciliary care and a person-centred care approach to respect the dignity of elderly people, maintain their independence and provide necessary support for the dignity and equality of their life (Hussein and Hamid, 2026). 
[image: ]
Source: (Hussein and Hamid, 2026).


having importance, the workforce of adult social care is under pressure due to low pay and financial issues. It is noted that despite having considerable responsibility and excessive work pressure, the process of payment often becomes dissatisfactory for the workers and that does not adequately reflect the demands of their role (Vicario and Brookes, 2024). Apart from that, heavy workload and burnout of the staff create an excessive level of workload for the remaining staff, and that leads to different types of physical and mental illness, emotional burnout and reluctance towards their job role.
Conclusion
The removal of the issues of the quality of care, safety and safeguarding, along with the emotional connection development, will make the strategic execution of improving pay and working conditions, investment in training and career progression, supporting the well-being of the staff and using necessary technology to strengthen the purpose of workforce planning. The target audience of this blog is elderly people in the UK who will be benefited with the execution of proper elderly care to manage the crisis successfully (Carson et al., 2024).
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1. What is the primary goal of the NHS Equality, Diversity, and Inclusion Improvement Plan?
The primary goal of the NHS is to promote fairness in healthcare maintaining the principles of the Equality Act 2010 to remove discrimination, prejudice and inequality within the workforce and aims to create an inclusive workplace.
2. How does the NHS EDI Improvement Plan propose to tackle the gender pay gap?
The EDI implementation plan recommends the execution of the Mend Gap Review process, which will analyse the pay difference between different genders and promote flexible working and fair opportunities irrespective of gender to deal with proper career preparation.
3. What is meant by the term ‘intersectionality’ as used in the NHS EDI Improvement Plan?
The purpose of intersectionality is the concept where all oppressions are lined and it denotes different aspects of the Identity of an individual like race, gender and sexual orientation that overlap and interact.
4. Why is it important for the NHS to create a psychologically safe work environment?
The importance of psychological safety at the workplace highlights the provision of the staff to express their concerns, rectify the mistakes and share ideas without being bothered about discrimination.
5. How does the NHS EDI Improvement Plan suggest improving the experience of internationally recruited staff?
The EDI plan of the NHS suggests the purpose of improving the experience of internationally recruited staff by providing a clear process of pre-employment information, the provision of a comprehensive induction, along with the purpose of cultural support and guidance.
6.What role does leadership play in advancing EDI objectives according to the NHS Improvement Plan?
The NHS leader needs to focus on the development of specific and measurable EDI objectives covering the purpose of promoting inclusive behaviour, challenging discrimination and creating a culture of respect. 


7.Identify one way the NHS EDI Improvement Plan aims to reduce health inequalities within the workforce.
One approach by the NHS is  the execution of inclusive leadership which will be effective for the process to proivde training on unconcious bias and cultural competency and ensure effective reduce health inequalities within the workforce and develop an equitable working environment.
8.Why does the NHS EDI Improvement Plan emphasise the importance of collecting and analysing data on protected characteristics?
The collection and analysis of authentic data on protected characteristics becomes effective by the images to figure out the inequalities and patterns of discrimination and proceed with further levels of targeted improvement.
9.Explain how flexible working policies can contribute to equality and inclusion in the NHS workforce.
Flexible working practices keep the balance between the working area of the staff and their responsibilities, health and personal commitments. It also enhances equality in the workplace by accessing the system of retention and progression. 
10.What is one strategy mentioned in the NHS EDI Improvement Plan to combat bullying and harassment in the workplace?
The proper process to monitor the reports of bullying and harassment and eliminate the condition and environment of bullying becomes effective for the protection of characteristics and reducing the issues in the workplace, developing discipline and providing psychological support. 
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	Dear younger me, 
I have started learning in the discipline of Health and Social Care and found that you are learning a range of new things in this module. You are managing different areas of learning along with personal feelings, and you are often feeling stressed and overwhelmed due to your struggles. I also know that you have to deal with your problems alone, and believe me, you are doing great. Struggle is a part of life, and making mistakes will help you to learn new things every day. 
You know I have learnt the purpose of emotional intelligence along with resilience that have become helpful for me to deal with previous challenges. The learning area of emotional intelligence helps me to recognise and understand the process of managing my emotions and it will be helpful for you as well to understand the feelings of others. I wish I had learned about this skill earlier so that I might have been able to express my feelings to avoid stress and emotional turmoil. 
Moreover, I have also accumulated information about resilience, which is another ability to recover from difficulties and adapt to different types of unfavourable situations tactfully. You have often faced different types of challenges and experienced difficulties that have made you feel incompetent. My area of learning shows that resilience is one of the significant processes to remain positive and learn from different types of mistakes, where you can see challenges as an opportunity for your personal growth in your career. 
I am also suggesting you to develop your skills and competencies in emotional intelligence and resilience in a gradual manner, which will be helpful for you to be more patient and kind. It is not possible to control everything around and everything is not going to be perfect all the time. You have to be patient and resilient in terms of managing situations tactfully to become a more confident person. 
With love, 
Your better self. 
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	Tasks 
	Month 1-2
	Month 2-3
	Month 
3-4
	Month 
4-5
	Month 
5-6

	Research for job roles and requirements 
	
	
	
	
	

	UpdatingCV and skill set 
	
	
	
	
	

	Completion of training and development 
	
	
	
	
	

	Development of communication and emotional intelligence
	
	
	
	
	

	Preparation for interview
	
	
	
	
	

	Attend different types of walk-in interviews
	
	
	
	
	

	Secure employment and induction
	
	
	
	
	


Source: Author
The Gantt chart compiles a 6-month timeline with the action plan of employment, which will be effective for the completion of future employment goals. The consecutive activities of searching for a job, preparation for an updated CV, completing training and development to build a communication and emotional intelligence, competencies to attend walk-in interviews and the further area of securing the process of employment and induction will be followed within 6 months to achieve the future employment goals successfully.
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Introduction 
According to the necessity and emergence of the situation, different types of changes are required in the care home setup. The study will discuss the necessary skills to bring specific changes and ways to address possible barriers in order to achieve success.
The process to achieve changes 
The proposed system for achieving changes in the care home is the process of introducing a digital social care record system that will be effective for improving the accuracy of documentation and managing communication between the staff and the service provider. The overall process of implementation will take approximately 3 months, and there will be consecutive stages (McCaffertyet al., 2023). 
Assessment and planning - consultation with the staff and residents, identification of current problems and establishment of requirements through the estimation of digital execution.
Preparation for training - selection of an appropriate digital system, organisation for session training and the purpose of digital implementation will be related to the provision for additional technology support (Windleet al., 2023).
Implementation and evaluation - the application of this digital system will focus on the process of transparency and security, maintaining proper accuracy and progress to look forward for the satisfaction of the residents. 
Implementation of the change management model of Lewin's will be effective in this regard for the application of the approach in the health care setting (Windleet al., 2023).
Necessary skills 
The successful implementation will require a process of proper management and professional skills, considering the areas of leadership, communication, digital literacy, teamwork, organisation, problem-solving capacity, along with data protection awareness, to make the overall process digitally documented (McCaffertyet al., 2023). 
Possible barriers and solution 
Limitations in the area of digital literacy, resistance of the staff towards adapting new changes, different types of financial constraints, and risk of confidential and technical problems will be there in front of the execution of digital systems (Home and Zieliński, 2026). 
The provision of practical training and development, a systematic process of investment, proper technical support and regular security checks will provide solutions to those issues.
Conclusion
The introduction of digital care planning and the process of a digital record system will be beneficial for the maintenance of accuracy and person-centred care. The effectiveness of leadership and involvement of the staff will be required to achieve success in the implementation of the system, removing all barriers. 
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