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Task 1 – Personal Brand
[bookmark: _Int_ldbShBO0]Personal branding is the process of creating an image of how people see you. It highlights your unique skills, strengths, values, and experience, making people want to work with you or prospective employers to employ you (Hoover, 2023). A strong personal brand is essential as it helps establish your professional identity. Employers understand what to expect from you and what you could contribute to their company or organisation (Montoya and Vandehey, n.d.).
[bookmark: _Int_WTO4lokj]At present, I would describe my personal brand as hard working, reliable, trustworthy, and keen to learn. As a manager and now a fulltime student, I have developed strong organisational and time-management skills through balancing my academic responsibilities and personal commitments. These qualities demonstrate my professionalism and commitment to my employers and my personal development. In addition, I am approachable and a natural team player, which makes collaborating in group projects easier. Personal branding involves identifying and communicating the values that an individual has to offer (Khedher 2014), and I believe my willingness to learn and adapt reflects this principle.
However, as strong as these qualities are, I know I have areas that need some improvement. I would like to develop stronger networking skills which would also help improve my confidence in professional communication. To help develop these skills I plan to attend careers events and workshops held at university, ask for feedback from lecturers and create a more professional presence online through LinkedIn. These measures should help to build and expand my personal brand and increase my employability.

In conclusion, building on my strengths and addressing my weaknesses I can develop my personal brand creating a more competitive and professional identity.



















Task 2 - Network Map and Rationale
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I would describe my network as a mixed network. Most of my strongest connections are with family, close friends, and fellow students who provide emotional support, guidance, and encouragement throughout my studies and work. However, I am also beginning to expand my professional network through university, volunteering opportunities, and contact with professionals working within health and social care.
A key strength of my network is my strong relationships with family and friends. This represents bonding social capital, which refers to the close connections developed between individuals with similar backgrounds, values, or experiences. According to Putnam (2000), these relationships foster trust, reciprocity, and shared norms. These connections help maintain my wellbeing by providing emotional support, encouragement, and motivation throughout my studies.
One weakness within my network is limited bridging social capital. Although I interact with customers, local authorities, fellow students, and some professionals, I have relatively few connections with people from different professional backgrounds and organisations within health and social care. Bridging social capital is important because it creates opportunities to access the latest ideas, information, and career opportunities (Putnam, 2000). To improve this aspect of my network, I plan to attend university networking events, engage with professional social care groups within my community, and develop connections outside my immediate social circle.
My linking social capital is also limited, as I only have minimal interactions with professionals in positions of influence within the health and social care sector. To improve this, I intend to build stronger relationships with lecturers and experienced professionals through my volunteering activities. Strengthening both my bridging and linking social capital will enhance my personal brand, increase access to valuable opportunities and resources, and support my future career development within health and social care.
Task 3 – Blog 
The Unseen Journey: Balancing Life, Work, and a Parent’s Dementia
Caring for a parent can be extremely rewarding, but caring for a parent with dementia has its challenges both physically and emotionally.
According to the Alzheimer's Society (2024) there are nearly 1 million people living in the UK with dementia, and over 700,000 people acting as unpaid carers (Dening, 2023). Often this care falls on the person’s adult children who are trying to balance their own families alongside work-life challenges. When a parent is diagnosed with dementia the focus is naturally on the care that they need, however the wellbeing of the adult child carer is often overlooked. 
This Blog explores what the impact of caring for a parent with dementia can have on the mental health of an adult child and why more support is needed for family carers.
Dementia impacts both the diagnosed individual and their families. In the UK, two-thirds of people with dementia live at home, relying primarily on family members for their care. Adult children frequently step in to manage finances, coordinate medical appointments, and offer emotional support. As the condition progresses, these daily demands intensify significantly (Shah et al., 2024).
[image: ]
(The Senior List, n.d.)
Consequently, adult child carers often face severe stress, anxiety, and emotional exhaustion. Research indicates they are far more likely to experience poor mental health than those without caregiving duties. Witnessing a parent’s memory and independence fade also brings deep grief and sadness, making the caregiving journey incredibly challenging (Redican et al., 2024).
Despite the physical and emotional tolls of providing unpaid care, a sizeable portion of the UK’s 5.8 million unpaid carers do not seek formal help. Research from Carers UK (2019) reveals that 55% of carers take over a year to recognise their role, often due to guilt or a lack of awareness regarding what support is available. To bridge this gap, national organisations like Dementia UK and the Alzheimer's Society, offer vital practical guidance, support, and respite services to reduce isolation. Healthcare professionals remain crucial in proactively identifying these hidden carers and directing them to essential support.
Family carers are an integral part of dementia care, yet their wellbeing is often overlooked. Providing vital support for carers not only improves their mental health but enables them to continue caring for their loved ones. If you are caring for a parent with dementia, remember that you are not alone on the journey and that seeking the support you need is not a sign of weakness but strength.
Task 4
1. What is the primary goal of the NHS Equality, Diversity, and Inclusion Improvement Plan?
The primary goal of the EDI improvement plan is to build a more supportive culture in the workplace and hold leaders more accountable. This will be achieved with the 6 high impact actions. It will encourage staff to stay in their roles longer and provide better care for patients. The plan aims to stop bullying, discrimination, and prejudice, making the workplace safer and fairer for all staff. 

2. How does the NHS EDI Improvement Plan propose to tackle the gender pay gap?
The NHS EDI will tackle the gender pay gap with High Impact Action 3. NHS           organisations must use real data to build clear plans that track and fix unequal pay between men and women. 

3. What is meant by the term ‘intersectionality’ as used in the NHS EDI Improvement Plan?
Intersectionality is the idea that people have many distinct parts that make up their identity, which can overlap and people can face more than one type of discrimination at the exact same time.
       4. Why is it important for the NHS to create a psychologically safe work environment?
 A psychologically safe work environment will eliminate bullying, discrimination and       harassment increase leadership accountability that will boost staff morale and             increase staff retention.
        
 




            
5. How does the NHS EDI Improvement Plan suggest improving the experience of internationally recruited staff?
The NHS EDI Improvement Plan focuses on this through High Impact Action 5. this action requires managers to create a fair, culturally welcoming workplace, better onboarding, and personal support, while ensuring that internationally recruited staff have the same access to training and career opportunities as their UK counterparts.

6. What role does leadership play in advancing EDI objectives according to the NHS Improvement Plan?
According to High Impact Action 1 of the NHS EDI Improvement Plan, chief executives, chairs, and board members are held personally accountable by having mandatory SMART (specific, measurable, achievable, relevant and timebound) EDI objectives included in their yearly performance reviews. Under this framework, senior leaders must utilise workforce data and lived experiences to address systemic inequalities, tracking their progress through the Board Assurance Framework while actively modelling an inclusive culture.

7. Identify one way the NHS EDI Improvement Plan aims to reduce health inequalities within the workforce.
Under High Impact Action 4, the NHS EDI Improvement Plan tackles workforce health inequalities by requiring line managers and supervisors to hold regular, structured health and wellbeing conversations with their staff. Additionally, NHS organisations must partner with community networks and bodies like the NHS Race and Health Observatory to support local social mobility and job access.

8. Why does the NHS EDI Improvement Plan emphasise the importance of collecting and analysing data on protected characteristics?
The NHS EDI Improvement Plan emphasises collecting and analysing data on protected characteristics so boards can identify specific demographic inequalities to track and measure the success of their diversity goals. This data-driven approach directly drives High Impact Action 1 to uncover general areas of workforce concern and High Impact Action 3 to specifically target and eliminate identity-based pay gap.

9. Explain how flexible working policies can contribute to equality and inclusion in the NHS workforce.
Flexible working polices within the NHS support the NHS EDI improvement plan by promoting equality and inclusion aligning with High Impact Action 3. By reducing barriers for staff with childcare commitments, caring responsibilities, or disabilities,
these policies can improve workforce retention and promote fairer career progression, helping to address inequalities in pay and opportunity.

10. What is one strategy mentioned in the NHS EDI Improvement Plan to combat bullying and harassment in the workplace?
Under the NHS EDI Improvement Plan, trusts must give full psychological backing to any staff member who comes forward about bullying, harassment, or discrimination. On top of that, organisations must overhaul their disciplinary and HR processes so everyone involved is treated with genuine fairness and compassion.
Task 5- A Letter to Yourself
Dear Younger Joanna,
I am writing this letter to you from a much stronger place than you can imagine right now. At this moment, your 32-year relationship has ended, and you are feeling hurt, shocked, and completely lost. The future you had planned has suddenly changed, and it feels as though everything you knew has been turned upside down.
What I want you to know is that you will get through this, even though it may not feel possible right now.
This experience will teach you a lot about emotional intelligence and resilience. You will learn to recognise your emotions, accept them, and understand that it is okay to feel angry, upset, disappointed, and heartbroken. Rather than ignoring these feelings, you will learn to work through them and become stronger because of them.
You will also learn that emotional intelligence is not just about understanding other people but understanding yourself. Looking back, there may have been times when you ignored your own needs or put other people first. In the future, you will become more aware of your own feelings and learn the importance of valuing yourself.
The next few years will test your resilience. There will be difficult days when you question yourself and wonder how you will move forward. However, resilience is not about never struggling; it is about finding the strength to keep going, even when life is challenging. Step by step, you will rebuild your confidence, create a new life for yourself, and discover strengths you never knew you had.
Although this experience is painful, it does not define you. It is only one chapter of your life, not the whole story. You will learn that your worth is not determined by another person's actions. You are strong, capable, and deserving of happiness.
Be patient with yourself, accept support when it is offered, and remember that healing takes time. One day you will look back and realise that this difficult period helped you become the person you are today.
With love and belief in your strength,
Your Future Joanna xxx

Task 6
	             Task
	    Start date
	 End date
	      duration
	   dependency

	Complete level 5 in Health and Social Care
	   January
      2026
	December
    2027
	    
    12 months
	       
     None

	Research the Domestic Violence and abuse sector
	  
 November
      2026
	 
January
    2027
	     
     3 months
	      
     None

	Begin level 6 in Health and Social Care
	   
    January
      2027
	
December
    2027
	     
    12 months
	Completing and passing level 5

	Complete Domestic Abuse, safeguarding training online
	   
    January 
      2027
	
September                         2027      
    
	    
      9 months
	       
       None

	Gain relevant experience through volunteering
	    January
      2027 
	December
     2027
	      
     12 months
	       
       None

	Develop my knowledge of local services and pathways
	
       May
      2027
	
September                    2027
	
      4 months
	
 Ongoing     training

	Update CV and Cover letter
	
September
      2027

	
 October
    2027
	
       1 month
	
Training and experience completed

	Apply for positions in Domestic Violence and abuse sector
	
    October
       2027
	
December
     2027
	
      2 months
	
CV and Cover letter completed

	Prepare for interviews
	    December
       2027
	   January
     2027
	     
      2 months
	Job applications submitted

	
	
	
	
	





Task 7

 Introduction
As the manager of a care home, I would like to introduce a resident-centred meal planning programme. This change would allow residents to have more input into the meals they eat and ensure that menus meet their individual preferences, cultural needs, and dietary requirements. The aim is to improve resident satisfaction, encourage healthy eating, and promote person-centred care, which is an important aspect of quality care provision. The Care Quality Commission (CQC) highlights the importance of involving people in decisions about their care and support (Care Quality Commission, 2025). 
Planning the Change
To implement this change, I would use John Kotter's 8-Step Change Model. The first step would be creating a sense of urgency by discussing resident feedback and identifying areas where the current menu could be improved. A small team including care staff, kitchen staff, residents, and family members would then be formed to support the change. A clear vision would be communicated so everyone understands the purpose and benefits of the new meal-planning programme.
Residents would be encouraged to share ideas through monthly meetings and feedback forms. New menu options would be trialled and reviewed regularly. Positive feedback and successful outcomes would be shared with staff to maintain motivation. Once the programme is working effectively, it would become part of the care home's normal practice through regular monitoring and menu reviews. Kotter (1996) suggests that involving people throughout the process helps make change more successful and sustainable. Effective leadership and communication are also important in supporting staff through change and ensuring long-term success (Burnes, 2020).
Skills Required
Several skills would be needed to lead this change successfully. Communication skills are important to ensure residents, families, and staff are fully informed and involved. Leadership skills are needed to motivate staff and encourage participation. Time management would help organise meetings and reviews, while problem-solving skills would help overcome any challenges that arise during implementation. Teamwork is also essential to ensure effective collaboration between care and catering staff. According to NICE (2021), organisations should support communication and shared decision-making to improve the quality of care provided. 
Barriers and Solutions
One barrier may be staff resistance, as some employees might feel that the new system will increase their workload. This could be addressed by involving staff in the planning process and explaining how the change will benefit residents. Budget limitations may also affect menu choices, but this can be managed through careful planning and purchasing cost-effective ingredients. Another challenge could be residents who are reluctant to participate due to health or communication difficulties. Staff could support these residents through one-to-one discussions and by involving family members where appropriate.
NICE emphasises the importance of involving people in decisions about their care and ensuring that organisations create a culture that supports participation (NICE, 2021). In addition, Kotter (1996) argues that celebrating early successes can help reduce resistance and maintain motivation throughout the change process. 
Conclusion
Introducing a resident-centred meal planning programme would improve residents' dining experiences and help ensure their preferences are respected. By following Kotter's change model, using effective leadership and communication skills, and addressing potential barriers, the change could be successfully implemented and maintained within my care home.
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