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Task 1 – Personal Brand 
A personal brand reflects how an individual is perceived by others and the reputation they develop (Szanto and Radacsi, 2023). My personal brand can be described as caring, organised and reliable, with a strong focus on putting the needs of others at the heart of decision-making. My future employment goal is to become a Care Coordinator. My core values are empathy, respect, confidentiality and accountability. These values are important in health and social care because they help to build trust and positive relationships with service users, families and professionals. My key skills include communication, people skills, planning and decision-making. These skills are important for a Care Coordinator because the role involves understanding changing needs, linking people to services and supporting care planning. As a future Care Coordinator, I aim to communicate with service users, families and professionals in a caring and sensitive manner. I want to build trust by listening carefully, explaining information clearly and taking appropriate action to support individual care needs. I also understand that the role can be challenging and requires good organisational and communication skills. I plan to develop my personal brand through practical experience, continued learning and professional networking. I will use platforms such as LinkedIn to develop my professional profile, connect with care professionals and share relevant learning and developments within the care sector. Overall, I want my personal brand to demonstrate reliability, compassion, professionalism and commitment to person-centred care.


Task 2 - Network Map and Rationale 
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Figure: Network Map for Care Coordinator
Source: Own
My network map includes four important areas: career, support, social and community. These areas are connected and can help me develop personally and professionally as a future Care Coordinator. My career network includes tutors, care professionals and employers who can provide guidance, knowledge and potential employment opportunities. My support network includes family, friends and tutors who can provide encouragement and advice when I experience challenges. My social network includes friends, classmates and online contacts. These relationships can help me share ideas, learn from others and become aware of different opportunities (Orduna, 2022). My community network includes community groups, charities and voluntary organisations, which can help me understand local services and the needs of different people. I have placed myself at the centre of the network because I need to develop relationships across all four areas rather than relying on one network. Building relationships with care professionals, families and multidisciplinary teams can support my career development. I can develop my professional network by attending relevant events, connecting with practitioners on LinkedIn and seeking advice about care planning, communication and career development. My network can provide support, knowledge, career opportunities and professional connections. Developing these relationships can also help me learn about local services and understand the importance of person-centred care. Overall, building a strong and varied network will increase my confidence, knowledge and career opportunities and help me prepare for my future role as a Care Coordinator. 

Task 3- Blog 
Serious Healthcare Workforce Shortage in the UK   
The UK health and social care sector is experiencing a serious workforce shortage. Workforce shortage refers to the gap between the number of workers needed in an industry and the number available to meet demand (Michaeli et al., 2024). This is a major concern because health and social care services require enough skilled staff to provide safe, effective and person-centred support. However, continued pressure on services, staff turnover and recruitment difficulties are contributing to workforce shortages. Workforce shortages are particularly important for individuals considering a career in health and social care. In England, the adult social care sector has experienced significant staffing pressures. In 2023/24, there were 1.71 million filled posts and around 131,000 vacant posts in adult social care, demonstrating the continuing workforce pressures within the sector (Skills for Care, 2024). These shortages can affect the quality of services and people’s access to care. When vacancies remain unfilled, existing employees may have to take on additional responsibilities, work longer hours and manage larger workloads.
Recruitment can also be difficult because some positions require specific qualifications, skills and an emotional commitment to supporting others. Therefore, simply recruiting more workers may not solve the problem if experienced staff continue to leave their roles. Employers need to consider both recruitment and retention when addressing workforce shortages.
The NHS workforce plan recognises the importance of increasing the workforce, improving retention and developing staff skills. Strategies such as training, career development, flexible working and supportive working environments can help attract new employees and encourage existing staff to remain in the sector. These approaches can also provide opportunities for workers to develop their knowledge and progress in their careers.
Overall, the healthcare workforce shortage is a serious challenge for the UK health and social care sector. Employers, education providers and policymakers need to work together to support recruitment, retention, skills development and staff wellbeing. Supporting staff wellbeing is also important because motivated and valued employees are more likely to remain within the sector and continue providing high-quality care. Effective workforce planning can help organisations prepare for changing population needs and increasing demand for care. Addressing workforce shortages is important to ensure that health and social care services remain safe, accessible and person-centred for the people who depend on them.

Task 4- NHS Equality, Diversity and Inclusion Quiz 
1. What is the primary goal of the NHS Equality, Diversity, and Inclusion Improvement Plan?
The primary goal of the NHS Equality, Diversity, and Inclusion Improvement Plan is to reduce discrimination and improve the experience of the NHS staff. (NHS England, 2023)

2. How does the NHS EDI Improvement Plan propose to tackle the gender pay gap?
The plan proposes analysing pay gap data, identifying inequalities and developing improvement plans to address them. (NHS England, 2023)

3. What is meant by the term ‘intersectionality’ as used in the NHS EDI Improvement Plan?
Intersectionality means recognising that people can experience different forms of inequality at the same time. The NHS aims to understand how different characteristics can interact and affect people’s experiences. (NHS England, 2023)

4. Why is it important for the NHS to create a psychologically safe work environment?
A psychologically safe environment can create an open and trusting workplace. It can promote teamwork, staff wellbeing, and safer care for patients. (NHS England, 2023)
5. How does the NHS EDI Improvement Plan suggest improving the experience of internationally recruited staff?
The plan involves clear information before employment, comprehensive induction, pastoral support and culturally aware teams. Internationally recruited staff should have equal access to training and career development. (NHS England, 2023)

6. What role does leadership play in advancing EDI objectives according to the NHS Improvement Plan?
Leaders should set clear targets for EDI targets, monitor progress and demonstrate inclusive behaviour. This helps make equality and inclusion part of a workplace culture. (NHS England, 2023)

7. Identify one way the NHS EDI Improvement Plan aims to reduce health inequalities within the workforce.
One approach is to reduce bullying, promote civility and tackle workplace abuse and harassment. This can improve the wellbeing of staff and to create a healthier workplace. (NHS England, 2023)

8. Why does the NHS EDI Improvement Plan emphasise the importance of collecting and analysing data on protected characteristics?
This data can help identify inequalities, understand staff experiences and track progress for the NHS. It also provides evidence to support actions to address gaps. (NHS England, 2023)

9. Explain how flexible working policies can contribute to equality and inclusion in the NHS workforce.
Flexible working can support employees with different responsibilities and improve their work-life balance. It can also help organisations recruit and retain staff and support equal participation in the workforce. (NHS England, 2023)

10. What is one strategy mentioned in the NHS EDI Improvement Plan to combat bullying and harassment in the workplace? One strategy is to provide a safe system for staff to speak up and raise concerns, while also providing support to those been affected by bullying or harassment. (NHS England, 2023)
Task 5- A Letter to Yourself
My Younger Self,

I know you have experienced situations where you felt under pressure and were unsure of what to do. Remember that challenges can be a pathway to personal and professional development. If you had understood emotional intelligence earlier, you may have been able to recognise your emotions and respond to difficult situations more calmly. Taking time to understand your feelings, consider your options and choose an appropriate response could have helped you make better decisions. Emotional intelligence and resilience are important qualities for healthcare professionals, particularly when working in demanding environments (He et al., 2026).
You would also have benefited from improving your time management and being more punctual. Managing your time effectively can support productivity. Developing self-awareness would also have helped you recognise your strengths and weaknesses and learn from your experiences.
Resilience is also important during difficult times because it can help you remain positive, recover from setbacks and continue working towards your goals. Being empathetic is important because it helps you understand other people’s feelings, particularly when dealing with conflict or misunderstandings.
Most importantly, remember that making mistakes does not mean you are a failure. Mistakes are opportunities to learn, develop and improve. Asking for help is not a weakness; it is a strength. Continue learning, take your time and believe in yourself. These qualities will help you manage pressure, build positive relationships and make better decisions throughout your career.

From,
Your Future Self





Task 6- Gantt Chart

	Activity
	1st year
	2nd year
	3rd year
	4th year
	5th year
	6th year
	7th year
	8th year
	9th year
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	Develop communication skills 
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	Take part in care coordinator role play 
	
	
	
	
	
	
	
	
	
	

	Prepare for interviews 
	
	
	
	
	
	
	
	
	
	

	Gain professional achievements  
	
	
	
	
	
	
	
	
	
	

	Secure employment as a Care Coordinator
	
	
	
	
	
	
	
	
	
	



I have created a 10-year career development plan to help me achieve my goal of becoming a Care Coordinator. The plan focuses on developing my knowledge, skills, experience and professional network. During the early years, I aim to develop my care knowledge, complete relevant training and improve my communication skills. These areas will provide a strong foundation for my future career. Gaining practical care experience is also an important part of my development. This will allow me to apply my knowledge in real situations and improve my confidence when working with individuals and other professionals. Building a professional network will also help me learn from experienced people within the health and social care sector. As I progress through the plan, I will update my CV and LinkedIn profile to reflect my developing skills and experience. Taking part in role-play activities as a Care Coordinator will help me practise communication, decision-making and care-planning skills. I will also prepare for interviews so that I feel confident when applying for future opportunities. In the later stages of the plan, my aim is to achieve professional development and secure employment as a Care Coordinator. I will continue learning and developing throughout my career to ensure that my skills remain relevant and that I can provide effective, person-centred care.

Task 7- Making Changes- Report
Introducing a Digital System for Person-Centred Care Planning
One specific change that could be implemented in a care home is the introduction of a digital system for person-centred care planning. The system would allow staff to record residents’ needs and preferences, care activities and progress in one place. This change could improve information sharing, reduce paperwork and support more consistent care. Kurt Lewin’s change management model is appropriate for managing this change (Bak and Bak, 2024).
The first stage is Unfreeze: Staff would be informed about the need for change and the problems associated with paper-based records. Staff meetings and feedback sessions could provide opportunities to discuss concerns, reduce uncertainty and develop understanding of the new system. Training needs could also be identified at this stage.
The second stage is Change: The digital system could be introduced gradually, with practical training for staff on recording information, updating care plans and maintaining confidentiality. Managers should provide clear guidance and support. Important skills include communication, decision-making, leadership and adaptability. A small pilot could also be introduced before the system is implemented across the whole care home.
The final stage is Refreeze, where the digital system becomes part of normal working practice. Managers could monitor its use, review care records and gather feedback from staff. Refresher training and regular reviews could help maintain standards and identify areas for improvement.
Several challenges could affect the successful implementation of the change. Staff may resist because they lack confidence with digital systems or are concerned about workload. Training costs, technical difficulties and data security may also create challenges. However, adequate training, clear communication, technical support and gradual implementation can help overcome these barriers. Ongoing monitoring and staff support can encourage acceptance and keep the change focused on improving person-centred care. Staff should also be encouraged to provide regular feedback about their experiences with the system, allowing managers to identify problems and make improvements. This can help ensure that the digital system continues to meet the needs of both staff and residents while supporting high-quality, person-centred care.
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