

Task 1-Personal Brand:
Write about your own personal brand and how you could develop this to enable you to reach your employment goals. (200 words, 2 referenced sources)
A personal brand is defined by the intentional manner in which an individual expresses their skills and values to the world (Arruda, 2003). As a social care practitioner who is not only studying the field but also working within it, my personal brand is that of a compassionate and dependable professional with a strong focus on person-centred values. Combined with my academic knowledge, this makes me a credible candidate for a social care management position.

To develop a personal brand that supports my goal of becoming a social care manager, I intend to take the following steps. First, I will create a professional LinkedIn profile that accurately reflects my qualifications and values, as Labrecque et al. (2011) demonstrate that consistent online self-presentation strengthens professional visibility and career opportunities. Second, I will pursue a Level 5 Diploma in Leadership for Health and Social Care to formally validate my management capabilities. Third, I will seek mentorship from an experienced manager within my current workplace to gain practical insight into the role.

By consciously shaping the image I present professionally, I can clearly demonstrate to future employers that I possess the values and competencies required for social care management.
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Task 2-Network and Rationale
Create a map of your own network considering career, support, social and community dimensions. Additionally provide a supporting rationale explaining and critically assessing this. (200 words, 2 referenced sources)
Network Map:
Below is a representation of my professional and personal network across four dimensions:

	CAREER
	SUPPORT
	SOCIAL
	COMMUNITY

	Line Manager
	Family Members
	Friends Outside Work
	Local Voluntary Groups

	Colleagues
	Close Friends
	Social Media Groups
	Faith Community

	Mentors
	University Peer Group
	Interest Groups
	Service User Networks

	Lecturers/Tutors
	Student Advisor
	Former Classmates
	Professional Associations

	LinkedIn Contacts
	Occupational Health
	
	



Rationale:
Networking is an important aspect of career development, and having diverse relationships in various facets of life is likely to improve career and individual development (Higgins and Kram, 2001).
The most developed aspect of my career network is based on my line manager, colleagues, university tutors, and mentors. These relationships offer direct guidance, leadership, and academic support, which are crucial for my career progression in social care management.
My support network, which includes family, close friends, and my university peer group, is the foundation that will enable me to cope with the demands of working and studying at the same time.
Whilst my social network is not directly related to my career aspirations, it still plays a role in a positive way to my well-being, which in turn has a direct impact on my professional performance (Karimi et al., 2021). However, my community network is the weakest and requires the most attention. Making greater efforts to become more familiar with organisations like the Social Care Institute for Excellence will enable me to increase my professional knowledge and visibility.
I understand that, in total, my network is somewhat limited, and it is going to be vital to my professional growth to expand my network outside of my familiar circles.
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Task 3-Blog:
Write a blog exploring a current topic or issue of your choice within the health and social care sector in the UK. The purpose is to inform a specific target audience of your choosing. (300 words)
Target audience: Health and social care students and newly qualified practitioners
The Social Care Workforce Crisis: What It Means for You
If you are either studying or just starting out in a health and social care profession, there is one issue you cannot afford to ignore: the workforce crisis. Indeed, the Care Quality Commission (CQC) and NHS England have consistently highlighted one of the biggest dangers to the standard of care today is a staffing crisis. There are over 150,000 vacancies in adult social care alone (The state of the adult social care sector and workforce in England, 2023), which puts a great burden on existing members of staff. 
What does all of this mean to you? Well, when you enter a care role, whether in a residential home, a domiciliary care setting, or a community-based role, you will likely be stretched. You will be in situations where you need to think on your feet, juggling competing demands, and helping colleagues who are just as stretched as you are. Burnout is a real risk, and the need to be resilient, self-aware, and emotionally intelligent cannot be overstated.
But there’s an opportunity too. In a profession crying out for skilled, dedicated professionals, those who invest in their own development will be identifiable. Leadership opportunities are emerging more rapidly than ever. Organisations are out there looking for people who have experience at a front-line level but also have leadership potential. Are you reading this as a student or newly qualified worker? Then you need to think about where you want to be in five years’ time. 
The workforce crisis is not going to go away overnight, but it is a crisis that a new generation of dedicated individuals can help solve. Develop your skills, build your network, and take a step forward. The profession needs people like you.
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‌Task 4-NHS Equality, Diversity and Inclusion Quiz
‌Answer the following questions based on the NHS EDI Improvement Plan. (250 words equivalent)
1. What is the primary goal of the NHS Equality, Diversity, and Inclusion Improvement Plan?
The main purpose of the NHS EDI Improvement Plan, which was published in June 2023, is to tackle all forms of direct and indirect prejudice and discrimination within the NHS workforce, creating a culture of inclusion and belonging to all members of the workforce, particularly those individuals possessing protected characteristics as set out in the Equality Act 2010 (NHS England, 2023).
2. How does the NHS EDI Improvement Plan propose to tackle the gender pay gap?
The Plan’s suggestions on gender pay gaps include inclusive approaches to recruitment, progression initiatives for underrepresented groups, flexible working, and building women’s networks to enhance internal promotion possibilities (NHS England, 2023).
3. What is meant by the term 'intersectionality' as used in the NHS EDI Improvement Plan?
Intersectionality is defined as the way in which a person’s various identity factors, such as race, gender, and disability, can intersect and exacerbate each other to create a more adverse experience in the workforce (NHS England, 2023).
4. Why is it important for the NHS to create a psychologically safe work environment?
Psychological safety promotes a culture where individuals can raise concerns, ask questions, and own up to mistakes without fear of blame or revenge. This not only promotes the well-being and retention of the staff but also enhances patient safety and quality of care, as communication helps to prevent errors (NHS England, 2023).
5. How does the NHS EDI Improvement Plan suggest improving the experience of internationally recruited staff?
The Plan also includes a comprehensive induction process for internationally recruited staff. This includes the provision of clear pre-arrival information about employment and immigration conditions and pastoral and professional support for the duration of their service (NHS England, 2023).
6. What role does leadership play in advancing EDI objectives according to the NHS Improvement Plan?
Leadership is identified as a key enabler of EDI, and the Plan sets out the expectation that leaders, including chief executives, chairs, and board members, must have clear, measurable EDI goals and be held to account against them through the annual performance management cycle (NHS England, 2023).
7. Identify one way the NHS EDI Improvement Plan aims to reduce health inequalities within the workforce.
The Plan aims to increase recruitment through the provision of career paths to the NHS through community partnerships, apprenticeships, and graduate management schemes, enhancing diversity and representation from underserved communities (NHS England, 2023).
8. Why does the NHS EDI Improvement Plan emphasise the importance of collecting and analysing data on protected characteristics?
Reliable and consistent data on protected characteristics is vital to identify inequalities, measure progress, and take effective action. Without robust data, organisations cannot hold themselves accountable and measure change (NHS England, 2023).
9. Explain how flexible working policies can contribute to equality and inclusion in the NHS workforce.
Flexible working practices promote equality as employees with caring responsibilities, disabilities, or health issues are able to continue in employment and advance in their careers on an equal basis with others, thereby removing any potential disadvantage (NHS England, 2023).
10. What is one strategy mentioned in the NHS EDI Improvement Plan to combat bullying and harassment in the workplace?
The Plan highlights the importance of line management in carrying out effective wellbeing conversations with their team members, as supported by the national NHS framework for health and wellbeing, as part of the proactive approach to tackle and prevent bullying and harassment (NHS England, 2023).
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Task 5-A Letter to Yourself
Think of a time in the past when you may have been experiencing issues or difficulties, and after considering what you have learned in this module about emotional intelligence and resilience, write a letter to your younger self explaining how these attributes were important at that time and perhaps how developing these areas could have been useful. (250 words)
Dear Younger Me, 
I am writing to you from a place of experience and, hopefully, hard earned knowledge. I understand that right now, things seem overwhelming. You're trying to manage work, school, and all of your other responsibilities, and some days it feels like there isn't enough of you to go around. I want you to understand that this fight is real and that it matters.
I wish someone had told you back then that emotional intelligence is not a soft skill, but rather a survival skill. Learning to recognise your own feelings, to pause before reacting, and to comprehend what others are feeling would have been quite beneficial at those difficult circumstances. This is self-awareness, which is the foundation of both effective leadership and personal resilience. When you were at your lowest, you might push others away or become reactionary under pressure. With more emotional awareness, you might have sought assistance sooner. 
I wish you knew more about resilience. It is not about being untouched by adversity; it is about recovering, learning, and moving on. Every challenge you endured prepared you for the career you are pursuing. Trust the process. 
You are more capable than you think. Invest in self-awareness, and all else will follow. 
With love and belief,
Your Future Self 
Task 6-GANTT Chart
Compile a Gantt chart which illustrates the tasks you have to complete to achieve your future employment goals. (200 words equivalent)
The following Gantt chart outlines the key tasks planned over the next 12 months to achieve my goal of securing a social care management role. Tasks are related to skill development, qualification completion, and active job searching.
	Task
	M1-2
	M3-4
	M5-6
	M7-8
	M9-10
	M11-12

	Complete BMHP5015 Portfolio
	· 
	· 
	
	
	
	

	Attend leadership/management workshops, seminars, courses
	· 
	· 
	· 
	
	
	

	Enrol in Level 5 Management Qualification
	
	· 
	· 
	· 
	· 
	

	Develop LinkedIn profile & personal brand
	· 
	· 
	
	
	
	

	Shadow a care home manager
	
	
	· 
	· 
	
	

	Apply for deputy/assistant manager posts
	
	
	
	
	· 
	· 

	Expand professional network 
	
	
	
	· 
	· 
	· 

	Review and update CV and portfolio
	
	
	
	
	· 
	


    
M = Month
Coloured cells = Active periods for each task.                                                                                                                                         
 Task 7-Making Changes Report
You are the manager of a care home and want to make changes to your workplace. Identify one specific change and write a brief report on how this will be achieved, considering the necessary skills and addressing possible barriers to success. Relevant change models can be highlighted. (250 words, 2 referenced sources)
Introduction
This report proposes a plan to replace Aspect Supported Care Home's current informal verbal handover method with a structured, technology-assisted handover approach. Concerns about uneven communication during shift changes have contributed to gaps in care and raised staff stress, prompting the adjustment. An organised system based on a shared digital platform will standardise information flow and improve continuity of treatment.

Implementing Change: Kotter's 8-Step Model
Kotter's 8-Step Change Model provides a solid foundation for this plan. Developed in 1996, it targets both the emotional and situational aspects of change and has been frequently used in healthcare settings (Harrison et al., 2021). The method starts with introducing a feeling of urgency in staff by presenting handover-related incident data to demonstrate the need for change, followed by forming a guiding coalition of senior caregivers and nurses to support the new system. Before the system is trialled and integrated into ordinary practice, team meetings and written updates will express a clear vision.

Skills Required
Effective implementation requires strong communication skills to effectively engage the staff, digital literacy to facilitate the adoption of the platform, and change leadership skills to manage staff conflicts to change. Emotional intelligence would also be important in managing staff resistances to change.

Barriers to Success
The potential barriers may include resistance from the staff to change the existing routines, a lack of digital confidence among the staff, and the pressure of time during the shift changeovers. This will be overcome by a phased approach with training and feedback mechanisms to improve the system collaboratively.

Conclusion
With a clear leadership structure and change model in mind, this is a very promising initiative to enhance handover quality, staff confidence, and ultimately the safety and well-being of service users.

Reference:
Kotter, J. (n.d.). John Kotter’s Eight Step Change Model. [online] Available at: https://portal.ct.gov/-/media/sde/turnaround/school-improvement-resources/kotters_model.pdf?cm_ven=acquirgy&cm_cat=bing&cm_pla=VMware&ef_id=17dea2061e611434a899c7cacfae3a5d:G:s [Accessed 24 Mar. 2026].
‌
‌
Harrison, R., Fischer, S., Walpola, R.L., Chauhan, A., Babalola, T., Mears, S. and Le-Dao, H. (2021). Where Do Models for Change management, Improvement and Implementation meet? a Systematic Review of the Applications of Change Management Models in Healthcare. Journal of Healthcare Leadership, [online] 13(2), pp.85–108. doi:https://doi.org/10.2147/JHL.S289176.
‌
Task 8-Self-Reflection
Using one of the highlighted models of reflection, reflect on what you have learned about yourself during this module, the knowledge you have gained, and explain how this has developed your skills and informed your future practice. (250 words, must reference the model used)
For this reflection, I have used Gibbs' Reflective Cycle (1988), a six-stage model comprising description, feelings, evaluation, analysis, conclusion, and action plan. This framework provides a structured approach to learning from experience and is widely used in health and social care education.

Description
Throughout this module, I have been exposed to a variety of subjects such as personal branding, professional networks, change management, equality and inclusion, emotional intelligence, and resilience. This has been done through academic study, but at the same time, I have been able to apply all of these in my daily work within social care.
Feelings
At times I felt challenged, particularly when confronting the gaps between where I am now and where I want to be. However, I also felt motivated and increasingly confident as the module progressed and I began to see my professional journey more clearly.
Evaluation and Analysis
This module has increased my self-awareness considerably. Through learning about Goleman's (1998) model of emotional intelligence, I have become aware that my natural reaction to 'push through' challenges without acknowledging the emotional implications was a limitation for me. I have also become more aware of the importance of managing change rather than imposing it, particularly with Kotter's model that fits with my desire for a collaborative approach to management.
Conclusion and Action Plan
I have learned that to be an effective leader in social care, one must be both knowledgeable and mature emotionally. As I go forward, I plan to seek mentorship, further develop my management skills, and utilize the reflective practices I have learned in this module to make them a regular, intentional, rather than a reactive, part of my continuing practice.
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