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Task 1 personal brand.
My personal brand is centred on being a thoughtful, flexible, and solution-focused communicator who blends critical thinking with a team-oriented approach. I present myself as someone who picks things up fast, collaborates well with people from diverse backgrounds, and tackles problems creatively and expertly. Although this brand is still in its initial stages of development, it already highlights my organisational, communication, and problem-solving skills—qualities that are critical to my long-term career goals.
I have a few strategic options for enhancing this brand. First, by sharing thoughts, displaying projects, and proving connections with individuals in my target industry, I can keep developing my online profile on LinkedIn. In keeping with (Peters, 1997) contention that people must actively manage their brand in the modern workplace, maintaining a consistent online persona will assist reinforce how others view my abilities and values. Second, I may develop my knowledge via further education, credentials, and introspective practice. Strong brands are built on clarity and consistency, according to (Aaker  , 1996). As a result, consistently showcasing my skills—whether through volunteer work, academic accomplishments, or portfolios—will strengthen my professional identity.
I can increase my exposure, better convey my value, and put myself in a competitive position to achieve my future career goals by consciously building my personal brand.
Task 2 network map and rationalel
Career network
· University of wales trinity Saint David
· Classmates on the same university
· Industry professionals on LinkedIn 
· Work placement/future work job

Support network.
· Close family and friends support and love
· Academic support from lecturers
· Mentors form previous roles
· Guidance from my own notes

Social network
· University Peers and societies
· Sports or other hobby  
· Online communities with shared interest
Community network
· Local volunteering at my local pharmacy 
· Gp practice go gain more social skills 

Every aspect of my network—career, support, social, and community—contributes in a unique way to my professional and personal growth. For access to labour market information, opportunities, and guidance, career connections—such as lecturers, industry contacts, and employers—are crucial. My LinkedIn and alumni connections are especially crucial for future employment because (Granovetter ,1973) theory of "weak ties" states that acquaintances in professional settings frequently offer more useful job-related information than intimate contacts.
My support system, which consists of mentors, family, and friends, is essential to maintaining my wellbeing and motivation. Strong relationships provide emotional stability and reassurance, which is crucial because, as (Ibarra, 2003) research shows, career transitions rely on both professional capital and the self-assurance that comes from having supportive relationships.
My sense of identity and belonging are expanded by social and community networks. They offer unstructured learning environments where leadership, teamwork, and communication are naturally developed. The fact that my current network is still primarily focused on academic settings is a drawback, though. By volunteering, attending networking events, or joining professional associations, I could increase my industry contacts and fortify it. Although this network offers a solid starting point overall, further growth will be necessary to meet long-term professional objectives.
Task 3 blog.
Blog Title: the ongoing challenge of NHS staff shortages- why it matters for young adults considering a career in health and social care.

The ongoing lack of workers in the NHS and social care services is one of the most urgent problems facing young adults considering careers in the UK health and social care sector today. Although the media frequently discusses this challenge, it's crucial to comprehend what it actually means for those getting ready to enter the field and why it offers both opportunities and challenges.
For a number of years, there have been many open positions in the NHS and social care, especially for nurses, caretakers, mental health specialists, and allied health professionals. Lack of staff puts strain on already-existing teams, prolongs patient wait times, and makes it harder to provide high-quality care. For instance, according to the Health Foundation (2023), one of the main obstacles to enhancing services and easing systemic strain is still a lack of qualified personnel. An ageing population, rising demand for long-term care, and difficulties with recruitment and retention are some of the factors contributing to these shortages.
However, this situation also highlights strong and long-term employment opportunities for young people thinking about a career in health and social care. There are several options available to meet the demand for skilled workers, ranging from university degrees to apprenticeships, and there is an obvious need for driven, caring people. At a time when the system most needs it, joining the industry now offers the opportunity to make a significant contribution to service improvement in addition to job security.
Long-term investment, improved working conditions, and encouraging career development are all necessary to address the labour shortage. Enhancing staff wellbeing, advancement pathways, and training is crucial to building a more stable workforce, as Skills for Care (2022) points out. Future professionals will need to comprehend the opportunities as well as the challenges in order to build a fulfilling career in this important field.
Task 4 NHS equality, diversity and inclusion quiz.
1 – what is the primary goal of the NHS equality, diversity and inclusion improvement plan?
The main objective is to establish a more equitable, just, and inclusive NHS where all employees can prosper and where patient care is enhanced by a workforce that is valued, represented, and encouraged.
2 – how does the NHS EDI improvement plan propose to tackle the gender pay gap?
By enhancing transparency, expanding opportunities for fair career advancement, and removing systemic obstacles that keep women from rising to senior positions, the Plan seeks to close the gender pay gap.
3 – what is meant but the term ‘intersectionality’ as used in the NHS EDI improvement plan?
The term "intersectionality" describes how a person's race, gender, sexual orientation, or disability can overlap to produce distinct experiences of disadvantage or inequality in the workplace.
4 – why it it important for NHS to create a psychologically safe to work environment?
A psychologically safe workplace is important because it lets employees voice their concerns, share their ideas, and report incidents without worrying about getting in trouble. This makes everyone happier, works better together, and keeps patients safer.
5 – how does the NHS EDI improvement plan suggest improving the experience if internationally recruited start?
The Plan says that induction, mentorship, and cultural support should be made stronger, that fair treatment should be guaranteed, and that paths to advancement should be improved so that internationally recruited staff feel valued and able to succeed.
6 – role of leadership in advancing EDI?
Leadership is crucial: executives and board members must have SMART EDI goals, be held responsible, and use data and personal experience to promote an inclusive workplace culture.  
7 – reducing health inequalities within the work force?
One method is by creating and carrying out an improvement plan that addresses under-representation, health disparities among employees, and equitable access to wellbeing assistance.  
8 - importance of collecting and analysing data on protected characteristics?
This is highlighted in the plan because the NHS can identify disparities, track progress, set specific goals, and hold leadership accountable with the help of trustworthy, high-quality data.
9 – flexible working contributing to equality and inclusion?
Flexible work arrangements help employees who have health issues, caregiving duties, or unconventional work schedules, which reduces gender disparities and promotes more equitable advancement.  
10 – strategy to combat bullying and harassment?
bullying by protected characteristic, establishing goals for reduction, enhancing disciplinary procedures, providing psychological support, and guaranteeing safe avenues for voice.
Task 5 letter to yourself.
To My Younger Self, I
I am aware that you are going through a challenging moment. You are trying to handle everything alone, and it feels heavier than you expected. I want to reassure you that your feelings are okay and that you are much more capable than you realise, based on my knowledge of emotional intelligence and resilience.
I wish you had realised then how powerful it is to accept your feelings instead of repressing them. My understanding of emotional intelligence has taught me that finding your feelings, giving them names, and understanding the reasons behind them is a strength rather than a weakness. It eases clearer decision-making, improved communication, and the avoidance of stress. You needed room to express yourself and gain a little more trust from people; you did not need to act like everything was all right.
Additionally, you were developing resilience without even realising it. Your capacity for adaptation was being shaped by every obstacle, perplexing situation, and setback. I wish you had understood, however, that resilience isn't the same as "toughness." It's about recognising that challenges are transitory, asking for assistance, and taking a break when you feel overburdened.
You could have handled that time with more self-assurance and self-compassion if you had developed these abilities sooner. You should still feel proud of yourself, though, because those experiences helped shape the resilient, introspective person you are today. 
Keep going. You are learning, even when you do not realise it.
With understanding,
Your Future Self.
Task 6 GANTT chart.

	Task
	Month 1
	Month 2
	Month 3
	Month 4
	Month 5
	Month 6
	Month 7
	Month 8
	Month 9
	Month 10
	Month 11
	Month 12

	Research target roles & employers
	X
	X
	
	
	
	
	
	
	
	
	
	

	Update CV & LinkedIn profile
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	Develop skills & qualifications
	X
	X
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	Apply for job opportunities
	X
	X
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	X
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	Prepare for interviews
	X
	X
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	Networking & professional connections
	X
	X
	X
	X
	X
	X
	X
	X
	X
	X
	X
	X

	Reflect & review progress
	X
	X
	X
	X
	X
	X
	X
	X
	X
	
	
	



Explanation and Critical Evaluation
A visual timeline for reaching my career goals is provided by this Gantt chart. It incorporates networking, application preparation, and skill development all at once, illustrating the necessity of striking a balance between several approaches. (Kerzner, 2017) asserts that by decomposing long-term objectives into smaller, more manageable tasks, Gantt charts aid in progress tracking, resource allocation, and motivation.
Flexibility is essential because unforeseen opportunities or delays might necessitates modifying the schedule. Frequent introspection enables adaptation while guaranteeing that tasks are in line with overarching goals. Proactive networking combined with the development of practical skills improves employability and prepares people for competitive positions in the health and social care sectors. Flexibility is essential because unforeseen opportunities or delays might necessitates modifying the schedule. Frequent introspection enables adaptation while guaranteeing that tasks are in line with overarching goals. Proactive networking combined with the development of practical skills improves employability and prepares people for competitive positions in the health and social care sectors (Kerzner, 2017).
Task 7 making changes- report.
Report:  implementing a Staff Wellbeing program in a care home.
The introduction
In my capacity as our care home's manager, I want to lower stress, boost employee happiness, and improve the standard of care given to residents by putting in place a program for staff wellbeing. This program is in response to mounting evidence that resident outcomes and staff wellbeing are closely related (West et al., 2017).
Plans for Implementation
Frequent mental health check-ins, counselling services, flexible work schedules, and wellness seminars are all part of the program. I'll employ Kotter's 8-Step Change Model to accomplish this change, starting with establishing urgency by showcasing staff burnout data, assembling a steering group of senior staff, and clearly outlining the goal. Prior to a broader rollout, the program can be adjusted by piloting it in a single department.
Required Skills
Empathy to comprehend individual needs, project management to plan activities and track results, and leadership and communication to inspire employees are essential. Proficiency in data analysis will also be helpful in assessing the program's efficacy.
Prospective Obstacles
Time constraints, financial limitations, and opposition to change are a few examples of barriers. Planning with staff, outlining the advantages in detail, and offering training can all help to reduce resistance. While time constraints can be managed by incorporating wellbeing activities into current schedules, budgetary concerns can be resolved by looking for outside funding or reallocating resources ( West et al., 2017).
In conclusion,
This wellbeing program can improve overall care quality, lower turnover, and increase staff satisfaction by carefully planning and implementing change management concepts. The change will remain sustainable and effective with regular review and staff input.

Task 8 self reflection.
My professional and personal development has improved as a result of this module, especially in the areas of emotional intelligence, resilience, and health and social care-related professional skills. I am able to critically evaluate my learning and how it will affect my future practice by using Gibbs' Reflective Cycle (1988).
My understanding of professional skills like networking, personal branding, and handling workplace change was unclear at the beginning of the module. I frequently had trouble relating my theoretical understanding to real-world applications.
Evaluation: I identified my planning and self-awareness strengths through exercises like the personal brand exercise, Gantt chart, and change management report. However, I also identified areas for improvement, such as assertive communication and leadership confidence. 
Analysis: Using ideas like emotional intelligence made it clear how crucial self-awareness, empathy, and relationship management are to helping coworkers and residents. Resilience was highlighted in the module as a skill that enables me to effectively adapt and deal with challenges.
Combining reflective practice with strategic planning promotes personal and professional growth. The author plans to utilise emotional intelligence in workplace interactions, pursue continuous professional development, and enhance leadership skills, emphasising adaptability, self-awareness, and proactive skill development for providing high-quality care.
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