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Task 1 – Personal Brand
[bookmark: _Int_T4ndUMVV]Personal branding is the strategic action of shaping, introducing, and sustaining a recognizable image to others that conveys specific talents, values, and expertise to an intended audience (Nuzilawati, 2025). My own brand has been built on caring, empathy, and professionalism. As a support worker, I have known how to make patients trust and comfort them in their everyday lives. I listen to patients, am patient-driven, and respect them. These qualities are also central to my future career. 
My employment goal is to Deliver Compassionate and Professional Care to Older Adults. Employment at Newham Hospital will provide me with an opportunity to develop in a professional medical environment. It can enable me to learn with nurses and acquire the skills necessary to deliver quality and safe care (Reynolds et al., 2022).
To improve my personal brand, I need to enhance my clinical knowledge, communication, and decision-making capabilities. I can do this by training, mentoring, and lifelong learning. My other desire is to gain cultural awareness because Newham is a multicultural community. It will assist me in offering inclusive care and establishing positive relationships with patients and families.
Through determination, professionalism, and altruism, I will have grown into a successful nurse in the future. This will help me towards the attainment of my aim in the care of the elderly.
 





 
Task 2 - Network Map and Rationale
A network map indicates the career, support, social, and community ties of an individual within groups.
[image: ]
Figure 1: Network Map 
My career, support, social, and community groups are connected by the network map. My employment objective is to Provide Compassionate and Professional Care to Older Adults.
· Career: The examples of my career network are positions of healthcare assistant in nursing homes and agencies. Such experiences have provided me with firsthand experience of patient care, teamwork, and hospital routines. They support my nursing career and assist me in developing professional skills (Hassan et al., 2021).
· Support: Family, women's care groups, and older adults provide support. These networks provide emotional support, guidance, and life experiences of care requirements. They help to keep me motivated and balance the difficulties in my career course.
· Social: My social network consists of peer study groups, social work contacts, and nursing contacts. These networks contribute to my learning and development, allow me to share knowledge, and keep me up to date with professional standards. They also encourage collaborative work and solution-finding.
· Community: Community ties include local health clubs, cultural groups and care support organisations. These ties increase my cultural sensitivity, expand my inclusivity, and make me user-aware of various patient needs. As a prospective nurse, these attributes are part of and complement my personal brand of kindness and professionalism (Mills et al., 2024).
Task 3- Blog
Blog: The Staffing Crisis in Elderly Care: What Support Workers and Future Nurses Should Know. 
Target Audience: Support Worker, Student Nurses
Introduction
Elderly care in the UK is also facing growing pressures as demand increases. There is a shortage of caregivers, and more elderly people require services and assistance. The purpose of this blog is to educate support workers, student nurses, and healthcare managers about this issue, its impact, and possible action.
Current Challenges
Recent information reveals that there are about 152000 vacancies in adult social care in England, out of 1.79 million roles (kingsfund.org.uk, 2024). There is a difficult problem with recruitment, particularly during domiciliary care, and most organizations have problems retaining personnel. Poor pay overload and emotional workloads are key reasons why staff leave or quit.
Impact on Care Quality 
Older adults suffer because of these shortages. The reduced number of staff reduces the reliability of the care. The daily baths, medications, meals, or even assistance in getting around are frequently postponed or not undertaken. Delays in the release of patients also occur in hospitals due to the lack of care workers in the community.
What Can Be Done
Enhancement of remuneration and working conditions will aid in attracting and retaining individuals on the care line. Support workers should have better training and career opportunities to become registered nurses (gov.uk, 2025). International recruitment should be encouraged to alleviate the situation in the short term, but it requires long-term plans. The social care sector needs more funding and policy reforms to be supported.




Conclusion 
This crisis is significant to support workers and those who want to become nurses. Getting used to the frustrations will make you a change agent. By working together, policy makers, health leaders and staff, older adults can enjoy the compassionate and professional care that they deserve.
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Task 4- NHS Equality, Diversity and Inclusion Quiz 
1. What is the primary goal of the NHS Equality, Diversity, and Inclusion Improvement Plan?
 
The core objective of the NHS Equality, Diversity and Inclusion Improvement Plan is to promote equality, diversity and inclusion within the NHS staff and to develop a strong sense of belonging in staff with the aim of enhancing staff experiences (Kelly et al., 2022).
 
2. How does the NHS EDI Improvement Plan propose to tackle the gender pay gap?
 
The NHS EDI Improvement Plan aims to bridge the gender pay gap through an analysis of pay gaps by protected characteristics and applying the recommendations of the Mend the Gap review on paying both medical and senior non-medical employees. It is also proactive in flexible employment and inclusive hiring to provide fair promotion.
 
3. What is meant by the term ‘intersectionality’ as used in the NHS EDI Improvement Plan?
 
“Intersectionality” with the NHS EDI Plan implies identifying that individuals each have a combination of identities (like race, gender, disability) and can be disadvantaged in several domains at the same time, which a single characteristic can fail to address (Kelly et al., 2022).
 
4. Why is it important for the NHS to create a psychologically safe work environment?
 
The NHS should ensure it implements a psychologically safe work environment, as it allows employees to express their irregularities and mistakes without fear. This results in enhanced patient safety, enhanced wellbeing, and enhanced teamwork.
 
5. How does the NHS EDI Improvement Plan suggest improving the experience of internationally recruited staff? 
 
NHS EDI Improvement Plan recommends helping recruited international staff undergo inclusive induction, mentorship, fair treatment, and management of the cultural huddle.
 
6. What role does leadership play in advancing EDI objectives according to the NHS Improvement Plan? 
 
Leaders would demonstrate inclusive behavior and encourage equality. They promote accountability and instill diversity in every practice of the NHS (Adegoke et al., 2024).
 
7. Identify one way the NHS EDI Improvement Plan aims to reduce health inequalities within the workforce.
 
The NHS EDI Improvement Plan seeks to limit health disparities through equitable recruitment and promotional actions. It also offers specific support to the underrepresented group of staff members.
 
8. Why does the NHS EDI Improvement Plan emphasize the importance of collecting and analyzing data on protected characteristics?
 
 
The NHS EDI Improvement Plan focuses on gathering data to acknowledge disparities (Dhanani et al., 2024). The analysis of protected characteristics facilitates intervention targeting and tracking the direction towards workforce equality.
 
9. Explain how flexible working policies can contribute to equality and inclusion in the NHS workforce.
 
Flexible working policies advocate equality by satisfying various personal needs. They foster positivity, enhance work/life, and remove involvement of personnel with different backgrounds and situations (Dhanani et al., 2024).
 
10. What is one strategy mentioned in the NHS EDI Improvement Plan to combat bullying and harassment in the workplace?
 
To overcome bullying, the NHS EDI Improvement Plan consists of drawing strong policies, avenues of reporting, and encouraging a respectful culture by training and holding leaders accountable.
 
 
 
 
 
 
 

 
Task 5- A Letter to Yourself
Dear Younger, 
I know that you felt a bit insecure and strained, especially when you started working in care and when you felt burdened by the multitude of diverse responsibilities. You might not have realized at the time that emotional intelligence and being hardy are crucial in guiding your actions and reactions. Emotional intelligence would have prevented you from knowing and understanding how other people feel, especially patients who depend on your care (‌Matta and Alam, 2023). By recognizing emotions, showing empathy, and communicating effectively, you could have built stronger relationships and decreased misunderstandings. 
Rather, resilience would have brought you the strength to get through all life setbacks and still have the said power to be inspired even when things are crashing all around. Caring may be emotionally demanding, and conditions when ill or sick people are ill may be difficult to cope with. You have not handled stress the way you would have done if you had strengthened your resiliency mindfully, remained focused and had a solution-oriented mind.
The ability to use the effectiveness of emotional intelligence and resilience would have enabled you to support yourself, provide warm care, and gain even more confidence in your professional skills. You would have been at an advantage in dealing with the demands of the workplace, attaining personal-professional fulfilment, and being prepared to learn patience and perseverance.
The growth process is a process that entails learning on the way. Sharing, finding support, and paying attention to your feelings will make you stronger (Tseng, 2023). Continue to develop these qualities in the future, as they would certainly continue to mould you into a caring, professional, and competent nurse as you would wish to be.
 
With Care and Encouragement, 
Name: 
 
 
 
 
Task 6- Gantt chart 
	Task 
	Timeframe

	 
	October 2024-2025
	October 2025-2026
	October 2026-20287
	October 2027-2028

	Enhancing Clinical Knowledge 
	
	 
	 
	 

	Improving communication and decision-making skills 
	 
	
	 
	 

	Gaining cultural awareness 
	 
	
	 
	 

	Working as a Healthcare Assistant 
	 
	
	 
	 

	Applying for a Nursing degree 
	 
	 
	
	 

	Completing nursing studies 
	 
	 
	
	 

	Building a professional network 
	 
	 
	 
	

	Employment at Newham Hospital 
	 
	 
	 
	








 
Figure 2: Gantt Chart 
To illustrate the steps, I will follow to reach my long-term career objective of becoming a nurse and providing geriatric care to the elderly. A Gantt chart has been developed. This chart begins in October 2024 with the development of clinical knowledge, communication, and decision-making capabilities (Palombarini and Martínez, 2022). These tasks also run for 2 years and provide a vital foundation for my nursing career. I will also work on cultural awareness during this time, which will equip me to work in the multicultural society of Newham.
I will be employed as a healthcare assistant from October 2025 to 2026, which will provide me with practical experience in patient care, teamwork, and hospital routines. In this, I will plan and enroll in a degree or apprenticeship in nursing to formalize my professional development.
The time frame of 2026-2028 will be allocated to finishing my nursing education, as well as the academic and placements that will help me gain practical skills (Shibuya and Chen, 2021). Throughout. In all these stages, I will also develop my professional network with mentors, peers, and healthcare organizations. 
Lastly, by October 2028, I will have a vision to work as a graduate nurse at Newham Hospital and provide high-quality and compassionate care.
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Task 7- Making Changes- Report
Introduction 
As a manager at Newham Hospital's care home, I have also assessed the requirement to develop documentation practices. An effective record-keeping process is necessary to have a positive impact on patient safety, continuity of care, and staff productivity. The report describes the intended change, its implementation, the skills needed, and possible challenges.
Proposed Change
The targeted change is the implementation of a digital care record to abolish paper-based records (Muinga et al., 2021). This system will enhance accuracy, minimize errors, and give healthcare professionals the ability to share patient information in real time.
Implementation Approach 
The Change Management Model by Lewin will guide the change. The Unfreeze phase will involve educating the staff on the advantages of digital systems, such as their efficiency and better quality of care. Change stage will entail training of staff, mentoring and pilot testing (Amina et al., 2022). Lastly, the Refreeze phase will involve integrating the system into everyday life with the help of policies and continuous IT support.
Skills Required
Digital literacy, flexibility, team building, and effective communication capabilities on the part of staff also form a successful implementation. The skills needed by the managers at the workplace will be leadership, problem-solving, and motivational skills to facilitate the shift. 
Possible Barriers 
Challenges may be the resistance of employees to adopt technology, the workload, or the fear of digital tools. These can be solved with continuous training, open-ended comments, and technical advice.
Conclusion
The integration of digital care records by the Newham Hospital into practice resulted in the improvement of care delivery, support, and patient safety. With good leadership and training, such a change would be successful in the long term.




















Task 8- Self-Reflection 
Gibbs' reflection model was developed by Graham Gibbs in 1998 to give structure to learning from experiences (Soundiraraj and Babu, 2022). 
	Description:
	· As a part of this module, I was involved in personal branding, networking, change management, and professional development tasks. These events have propelled me to some very constraining decisions on my career choice and the skills required to become a nurse in practice.

	Feelings:
	· First, there was a lack of confidence in making up a professional image and mapping out my career path. As time passed, I got more engaged and had a desire to meet the objective of being a nurse.

	Evaluation:
	· The module was very helpful in revealing what my strengths were in empathy, care, and general professional approach, and what I had to work on, such as clinical knowledge, leadership, and cultural competence. It was useful because it gave me assurances as well as direction for the future (Bass, 2022).

	Analysis:
	· This experience confirmed to me that nursing is not solely a technical field, but also an emotional process and a flexible one. Establishing networks and employing organized planning software, such as Gantt charts, demonstrated that I can change objectives into achievable actions.

	Conclusion:
	· I have grown in terms of self-awareness, career aspirations, as well as a willingness to learn throughout my life. The gaps have assisted me in prioritizing external development of skills and training.

	Action Plan:
	· I will further strengthen my clinical knowledge, find mentorship, and participate in culture awareness training. These measures will aid my development towards providing high-quality care with compassion and being successful in Newham Hospital.
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Figure 3: Gibbs’ Reflective Model 
(Source: Author)
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