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Task 1 – Personal Brand 
A person's professional image is reflected in their personal brand. As part of my  personal brand, I want people to know that I am committed, trustworthy, and able to  collaborate with a variety of individuals in the health and social care sector. I constantly  make an effort to support coworkers, do my best, and adjust to changing circumstances. I will enhance my abilities by learning more about my work, paying attention to criticism,  and participating in training in order to build my own brand. Using LinkedIn and social  media can also help me demonstrate my experience and get the trust of potential  employers. My brand is strengthened via effective communication, cooperation, and a  robust web presence. Increasing my self-assurance and showcasing my  accomplishments will also draw in employers. I want people to feel comfortable working  with me and trusting me. “By focusing on learning, staying positive, and connecting with  others, I will reach my employment goals and find new job opportunities in the future  (Nursing Education, 2024).” 
Task 2 - Network Map and Rationale 
. [image: ]Figure 1 – Network Map
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Career, Social, Support, and Community are the four primary categories into which my  personal network is divided. Every group adds something unique to my life, both  personally and professionally. Professionals on LinkedIn, placement supervisors, and  university tutors are examples of career contacts that assist me in finding new  possibilities, exchanging advice, and developing my employment abilities. Social ties,  including study group members, friends from local events, roommates, and coworkers,  are crucial for exchanging ideas and supporting one another during stressful times.  During both good and bad times, I get emotional support and encouragement from my  support group, which consists of my parents, boyfriend, childhood pals, and close  university friends. I can learn about topics that are important outside of work or school  from persons in the Community group, such as volunteer coordinators, members of  health groups, event planners, and neighbours. 
Although my network is rather diversified, a closer examination reveals that I  occasionally rely more on friends and family than on mentors in my career. I should  concentrate on meeting new individuals from diverse backgrounds and join more  professional organisations in order to get better. “Research shows that having a bigger  and more varied network helps people find better jobs, deal with change, and learn new  skills (Putnam, 2000).” This means keeping my network active and building new links is  important to reach my goals 
Task 3- The Challenge of Workforce Shortages in  UK Social Care  
The lack of employees is one of the main issues affecting health and social care in the  UK at the moment. Finding and retaining enough nurses, carers, physicians, and other  critical staff is a challenge for care facilities, hospitals, and community health organisations. Although this issue is not new, it is becoming much more severe in 2025  as fewer individuals are entering these professions and the need for care increases. 
Staff shortages may result in longer wait times and less access to services for those  who depend on health and social services. Staff members may feel worn out,  overburdened, and under pressure, and families may find it difficult to acquire  assistance for older family members. The lack of competitive wages and working  conditions in some places is one factor contributing to the shortage. Many employees  experience stress, and they occasionally work with too few coworkers to provide safe  and efficient care. Recruitment has become much more challenging as a result of  Brexit and the epidemic, particularly for those who formerly travelled from the EU to  work in the UK.
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Though experts think more is required, the government has taken certain actions, such  as providing additional chances for professional growth and training. Pay increases,  employee wellness initiatives, and more flexible scheduling might all help recruit and  retain workers in these vital positions. As the population ages over the next few years,  the UK may experience even worse disparities if nothing changes. “Everyone— government, employers, and local communities—needs to work together to make  careers in health and social care attractive and sustainable for the future (Care Show  London, 2025).” 
Task 4- NHS Equality, Diversity and Inclusion Quiz 
1. What is the primary goal of the NHS Equality, Diversity, and Inclusion  Improvement Plan? 
Establishing a just and inclusive workplace where everyone is valued and treated  equitably is the main objective of the NHS EDI Improvement Plan. 
2. How does the NHS EDI Improvement Plan propose to tackle the gender pay  gap? 
By examining compensation patterns and advocating for equitable career progression  possibilities, the approach addresses the gender pay gap. 
3. What is meant by the term ‘intersectionality’ as used in the NHS EDI  Improvement Plan? 
Understanding how many facets of an individual's identity, such as gender and ethnicity,  interact and influence their experiences is known as "intersectionality." 
4. Why is it important for the NHS to create a psychologically safe work  environment? 
It's critical to establish a psychologically secure workplace so that employees may  speak up without fear of retaliation or prejudice. 
5. How does the NHS EDI Improvement Plan suggest improving the  experience of internationally recruited staff? 
Through improved assistance, equitable treatment, and defined career paths, the  strategy recommends enhancing the experience of foreign-hired employees.
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6. What role does leadership play in advancing EDI objectives according to  the NHS Improvement Plan? 
By establishing inclusion priorities and ensuring that EDI objectives are fulfilled in  companies, leadership plays a crucial role. 
7. Identify one way the NHS EDI Improvement Plan aims to reduce health  inequalities within the workforce. 
Offering training to increase awareness and lessen prejudice in the provision of  treatment is one strategy to lessen health disparities. 
8. Why does the NHS EDI Improvement Plan emphasise the importance of  collecting and analysing data on protected characteristics? 
The NHS can better understand disparities and enhance policy by gathering and  evaluating data on protected characteristics. 
9. Explain how flexible working policies can contribute to equality and  inclusion in the NHS workforce. 
Flexible employment arrangements contribute to the NHS's increased inclusivity by  meeting a range of demands and living circumstances. 
10.What is one strategy mentioned in the NHS EDI Improvement Plan to  combat bullying and harassment in the workplace? 
Establishing an atmosphere that eradicates the circumstances that lead to bullying,  discrimination, harassment, and physical violence is one tactic included in the NHS EDI  Improvement Plan to address bullying and harassment in the workplace.. 
Task 5- A Letter to Yourself 
I can recall my initial days in Italy as a support worker. Meeting the demands of many  individuals and handling stressful situations were only two of the numerous obstacles  that came with the work during that period. In retrospect, I realise how crucial emotional  intelligence was to me. Even in difficult situations, I was able to react with love and 
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patience because I understood how I felt as well as how others I cared about felt. This  ability increased the effectiveness of my work and helped me gain people's trust. Resilience had similar significance. I occasionally felt overburdened or demoralised but  being able to persevere in the face of obstacles had a significant impact. The work  became simpler and more fulfilling as a result of learning how to bounce back fast,  maintain a happy attitude, and adjust to shifting needs. 
If I could go back in time, I would advise myself to prioritise early resilience and  emotional intelligence development. I would take some time to think about how I feel  and figure out good strategies to deal with stress. I wouldn't think twice about asking  close ones or coworkers for help. These abilities have benefited me in both my  professional and personal lives as a support worker. I've discovered that every obstacle  presents an opportunity to get stronger. The secret to success is the capacity to  comprehend people and deal with challenges. 
Task 6- GANTT Chart 
[image: ]Figure 2 - Gantt Chart
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A schedule for professional development objectives from October 2025 to September  2026 is depicted in this Gantt chart. The chart displays a series of activities intended to  help you get ready for and begin a new career. Completing an October 2025–June  2026 course is the first step. The process of establishing a professional network begins  in early October and concludes in December 2025. Volunteering that supports skill  development and community participation takes place between November 2025 and  May 2026. Attending webinars, which offer continual learning opportunities, takes place  from October to July 2026. A professional profile can be updated from January to April  of 2026. March through July 2026 is when job applications will be accepted, and May  through August 2026 is when interview preparation will take place. Lastly, a new  position is scheduled to begin in July 2026 and last through September 2026. The  professional growth process stays on course and objectives are methodically met with  the aid of this chart, which helps arrange the assignments and deadlines. 
Task 7- Making Changes- Report - Using Kotter’s Eight Step Change Model
As the manager of the care facility, I intend to transition from paper-based records to a digital system to improve accuracy, efficiency, and data protection. To successfully implement this change, I will follow Kotter’s Eight Step Change Model (1995).
[bookmark: _55dxinkn3jws]1. Establishing a Sense of Urgency
The current paper system is slow, easily damaged, and increases the risk of errors. Digital documentation will save time, reduce mistakes, and keep residents’ information secure. Highlighting these issues will help employees understand why the change is necessary and urgent.
[bookmark: _l97ri75l9qrd]2. Forming a Powerful Guiding Coalition
To lead this change, I will create a small team of senior staff who are confident with technology and respected by their colleagues. This group will support others, communicate updates, and help solve any problems that arise during the transition.
[bookmark: _uk1ebem7xubo]3. Creating a Vision for Change
The vision is to create a safer, more efficient recording system where all staff can quickly access accurate information about residents. Digital records will support better care, streamline communication, and improve organisation across the facility.
[bookmark: _too8zia6mcog]4. Communicating the Vision
I will communicate this vision clearly during staff meetings, one-to-one discussions, and through written updates. Staff will be reassured that mistakes are part of the learning process and that support will be available throughout the transition.
[bookmark: _f8ubs6nkvfus]5. Empowering Employees to Act on the Vision
To remove barriers, we will provide basic training sessions and ensure there are enough PCs or tablets for staff to use. Employees’ concerns — such as lack of confidence or fear of technology — will be listened to and addressed. This empowerment will help everyone feel prepared and capable of using the new system.
[bookmark: _4lhmiae6tnxj]6. Creating Short-Term Wins
We will celebrate early successes such as staff completing their first digital reports or improvements in daily documentation speed. These small achievements will motivate the team and build confidence in the new system.
[bookmark: _7ri2efszascj]7. Consolidating Improvements and Building on Change
After the initial transition, feedback will be collected and used to make ongoing improvements. More advanced training can be introduced once staff feel comfortable. Gradually enhancing the digital system will strengthen long-term success.
[bookmark: _eng0ntm2uau2]8. Institutionalising New Approaches
Finally, the digital recording system will become part of the organisation’s routine practice. Policies and procedures will be updated to reflect digital documentation, and new staff will be trained in the system from the beginning. Over time, this will establish a stronger, more efficient culture of record-keeping within the care home.
By following Kotter’s model and ensuring good teamwork, patience, and clear communication, the change to digital records will benefit both staff and residents by creating a safer and more organised working environment.

Task 8- Self-Reflection  
I gained a lot of knowledge about who I am and how I collaborate with people during  this program. Knowing my emotions and how they influence my choices has helped me  to appreciate the value of emotional intelligence. I also discovered that resilience is  crucial, particularly in the health and social care sectors where difficulties might arise  often. I made an effort to remain composed and consider my options before acting  when presented with challenging group projects or assignments. I was able to support  my team and solve difficulties more effectively as a result. 
I was able to consider these events in detail by using Gibbs' Reflective Cycle. I talked  about the positive and terrible things that happened, as well as how I felt. I examined  these emotions and discovered that I might develop by being patient and receptive to  
criticism. I came to the realisation that I occasionally need to have more self-assurance  and ask for clarification when I don't understand something. My ability to listen more and  articulate myself clearly has improved as a result of this information. My ability to work  in a team and solve problems was also enhanced. I'll apply what I've learnt about  reflection in my future work to keep becoming better. I'll reflect on what I've done, grow  from my errors, and acknowledge my accomplishments. This will enable me to  collaborate effectively with my coworkers and deliver better treatment. 
“Gibbs’ Reflective Cycle is a useful tool for learning and growth in any job, especially  health and social care (Gibbs, 1988).” 
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