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Task 1: Personal Brand 
The concept of a person is associated with how an individual shows their skills, abilities and knowledge to other people (Frank and Nance, 2026). On a personal level, I view my personal brand as something based on my reliability, motivation and caring attitude that will allow me to become an effective health and social care (HSC) practitioner in the future. Through my personal brand, I will highlight my strengths in communication skills and adaptability, which are the most critical skill for an HSC practitioner. These skills have also been identified by Skills for Care (2024) as critical areas that enable HSC practitioners to meet diverse needs of service users. Hence, I will use my personal brand to not only highlight my interest in this field but also display my respect towards key values that must be followed by HSC practitioners. 
I can further enhance my personal brand by obtaining relevant field experience through an active participation in volunteer work and completion of certificate-based courses to obtain required skills and knowledge. Following this, I will use LinkedIn as a key medium to highlight my education, skills and experience to professionals working in the field of HSC (Alam et al., 2026). I will also use my LinkedIn profile to connect with HSC professionals and identify employment opportunities within the field. To keep my personal brand updated with market requirements, I will continuously update my profile with new skills and experiences that I will gain throughout my professional career. By doing this, I will establish a clear and professional personal brand to support my long-term goals in the HSC sector. 


Task 2 - Network Map and Rationale 
In this section, I will create a network map to provide a visual display of my personal and professional connections that will help me in the identification of gaps in my abilities and plan my next career moves accordingly (McFaul, 2016). I will also provide a justification for my network map. I presented below; I will divide my network map into four categories including social, community, career and support. 

I have divided my network map into four sections and in each section, I have placed individuals and connections with relevance to my career and personal growth. For example, I have placed my university teachers, career advisors and LinkedIn connections in the career dimension because they can assist me in planning my career and provide professional support in improving my career outcomes. For example, my university teachers will provide me with knowledge and skills that will help me succeed in my professional career (Zeb et al., 2021).  
Likewise, in support dimension, I have placed supervisors, family and university fellows. I have placed supervisors in this dimension because their expert advice and support will guide me throughout my career and allow me to learn from my mistakes during my placements in healthcare institutes. The social aspect is somehow connected with support, but I have placed it in a different dimension because my friends, colleagues and previous colleagues will be my source of comfort as I often receive emotional support and assistance from these individuals to keep focused on my career. 
Lastly, in community dimensions, I have placed local community centers and local NGOs that can support me during challenging times. And not only this, but these centers can also provide me with volunteer opportunities to obtain field experience. 


Task 3- Blog
Challenges to adult social care in England
Adult social care in England in designed to support the elderly and disable population and those adults who need assistance with their everyday activities. However, the increasing demand of healthcare combined with workforce pressures in the region is negatively impacting the ability of the sector to provide the required support to the population. 
Increasing gap between those who need services and those who receive them
One of the major barriers to adult social care is the increasing gap between individuals who need services and those who receive these facilities. Concerning this, Mallorie (2023) stated that between 2021 to 2022, over 110,000 more working adults appealed for social support as compared to 2015 to 2016. In contrast, the number of individuals who received these facilities increased by only 11,000. It shows that the requests for support have increased by ten times more than the percentage of individuals who are receiving these services. 
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Figure 1 Working-age adults requesting support comparison (Mallorie, 2023)
Availability of social care staff
The availability of social care staff has also become a challenge in England. As per Bottery (2023), there were almost 152,000 vacant social care positions in 2022 to 2022; although the number reduced from 164,000 vacancies in 2021/22. However, the vacancy rate was still significantly high and the dependence of health and social care industry on international recruitment was also increased during this period. It shows a gap in the availability of required support that needs to be provided to the population.
High numbers of unpaid caregivers
Another growing challenge for adult social care is the high percentage of unpaid caregivers in the region. For example, Mallorie (2023) identified that over 5 million people in England and Wales were offering unpaid care. Not only this, over 51% of unpaid carers were providing care for more than 19 hours every week (Akarakiri, 2024). A gap in the required support and the availability of funds to support caregivers is leading to increased challenges for adult social care in the region. 
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Figure 2 Unpaid carers providing over 19 hours of unpaid care (Akarakiri, 2024).
Overall, adult social care is a pressing need in England with increasing numbers of adults requiring social support to manage their everyday activities. However, it is important to address challenges associated with the provision of care to improve the quality and accessibility of services for the population. 


Task 4- NHS Equality, Diversity and Inclusion Quiz 
1. [bookmark: _Hlk241464902]What is the primary goal of the NHS Equality, Diversity, and Inclusion Improvement Plan?
The NHS EDI aims to eliminate inequalities, minimise discrimination and promote an inclusive working environment across all NHS organisations. 
2. How does the NHS EDI Improvement Plan propose to tackle the gender pay gap?
The NHS EDI relies on high impact action 3 that demands organisations to integrate the suggestions of ‘mend the gap’ review for staff and implement them for senior workers operating in non-medical roles. 
3. What is meant by the term ‘intersectionality’ as used in the NHS EDI Improvement Plan?
The term ‘intersectionality’ in NHS EDI plan is used to recognize complex and multiple identities of individuals and also to identify that there are different types of inequalities and disadvantages that can create workplace barriers for individuals. 
4. Why is it important for the NHS to create a psychologically safe work environment?
It is important for the creation of a psychologically safe environment that empowers employees and encourages them to share unique ideas and admit mistakes without fearing retribution. 
5. How does the NHS EDI Improvement Plan suggest improving the experience of internationally recruited staff?
The improvement plan recommends comprehensive induction along with ongoing support inclusively for internationally recruited staff to improve their experience. 
6. What role does leadership play in advancing EDI objectives according to the NHS Improvement Plan?
The role of leadership is concerned with establishing organisational culture and designing an environment where EDI is a part of everyday organisational practices. 
7. Identify one way the NHS EDI Improvement Plan aims to reduce health inequalities within the workforce.
One way through this NHS EDI plan aims to minimise inequalities is by demanding supervisors and line managers to regularly communicate with their teams about their wellbeing and work experience. 
8. Why does the NHS EDI Improvement Plan emphasise the importance of collecting and analysing data on protected characteristics?
The NHS EDI plan emphasis this aspect because it allows relevant authorities to determine patterns of inequality and discrimination with the organisation to implement targeted action strategies for the vulnerable staff. 
9. Explain how flexible working policies can contribute to equality and inclusion in the NHS workforce.
Flexible work policies promote equality and inclusion by providing fair opportunities to diverse staff groups including parents, carers and those with disabilities to prioritise their work commitments without compromising on their health and wellbeing. 
10. What is one strategy mentioned in the NHS EDI Improvement Plan to combat bullying and harassment in the workplace?
The NHS EDI plan requires the identification and management of harassment and bullying patterns with NHS organisations to design target strategies for the creation of a safe environment for all employees. 


Task 5- A Letter to Yourself
Dear me
I still think about the time you started your first part-time job. I remember the first day of your job was not very pleasant. You came back home exhausted and tired, with no motivation to continue the job. However, you still showed up the next day and continue to show up to support your expenses. While you were doing everything in your power to earn independent income, you compromised your physical and mental health in this process.
Now that I look back at that time, I remember how you used to constantly feel exhausted and tired too the point where you had to even compromise on your social life. I still remember how you started experiencing burnout just three months after your part-time job because you were constantly working while fulfilling your academic duties. You had to leave that job within four months because of your declining health and exhaustion.
After reading about emotional intelligence and resilience, I want to tell you that it was ok to share your problems and ask for help rather than dealing with everything on your own. I still admire your strength but you could have stayed longer and performed well without burning out if you had prioritised your wellbeing rather than focusing on your duties overall and your health. You were resilient but at the cost of your health.
I want to tell you that you do not have to deal with everything alone and should never have compromised on your health to meet your goals. Moving forward, I would request you see people are source of help and focus on maintaining a balance between your personal and professional life. 
I am proud of you for helping me get where I am today.


Task 6: Gantt Chart
I have used a Gantt chart below to lay out the timeline for the achievement of my employability goals. As presented below, the Gantt chart provides a timeline of one year for the identification, development and achievement of employability goals (Bianconi, 2024). At this point, I can understand that one year timeline may not be enough to achieve all sorts of employability goals. However, I am planning on utilising this time to obtain some relevant skills like teamwork and time management skills and enroll in some short courses. I am also planning to purchase and read some books on skill development to identify and implement strategies that can help me maximise outcomes of my skills in my professional career. I believe that these measures will prepare me to apply for some relevant jobs in health and social care industry at an entry level. I used Canva to create this Gantt chart to present the information in a visually pleasant and clearer manner. 
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Figure 3 Gantt chart


Task 7: Making Changes- Report
1. Introduction
This report is prepared to determine and integrate strategic modifications in Long Stone Manor (LSM) care home through improved digitalisation of facilities for an improved outcome of operational processes. 
2. Introducing change through Lewin’s change model
The three steps of Lewin’s change model will be applied to introduce a digitalised system at LSM care home (Stanz et al., 2021). The digital system will be designed to improve record keeping process and reduce time and effort required for manual input of records. 
[image: 1: Kurt Lewin's Change Model | Download Scientific Diagram]
Figure 4 Lewin's change model (Beretu, 2018).
Stage 1: Unfreeze
The first stage is unfrozen (Quinlan, 2018); here, the importance of new system will be highlighted by changing employee and management’s perception of manual systems and emphasising benefits of digital record keeping system for the organisation. 
Stage 2: Change 
The next stage is changing; here, the change will be implemented by training the workforce and installing new digital system to improve record management at LSM care home. 
Stage 3: Refreeze
At this stage, the term ‘refreeze’ means that the change will be locked (Hospodková et al., 2021). It means that the digital system will become an ongoing part of LSM care home to manage and update records related to service users and employees of the organisation. 
3. Skills need for the change
The LSM care home will need some key skills to maximise outcomes of the new digital process. These skills will include communication, technical and leadership skills. Communication skills will be needed to understand and address employee concerns associated with the use of the new setup (Stasielowicz, 2024). Likewise, leadership skills will assist the management to identify training needs, determine gaps in the system and introduce required changes to improve performance of the workforce while using the new system. Lastly, technical skills will be needed to ensure that all employees are able to use the system and understand its key procedures. 
4. Barriers to change
The LSM care home can face certain barriers to change including employee resistance due to limited familiarity and comfort with the new system (Rehman et al., 2021), financial issues that can arise due to higher training and installation charges, and ineffective leadership that can reduce employee morale associated with the use of the new system. 
5. Conclusion
Overall, the new digital system will introduce significant changes at LSM care home by providing access to digital mediums for sustainable and advanced record management. 
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The number of working-age adults requesting support has increased ten
times more than the number receiving support
Change between 2015/16 and 2021/22
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Majority of unpaid carers spend up to 19 hours providing unpaid care
Hours spent caring by unpaid carers, by sex, 2022-23
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