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Task 1 

[image: ]
A personal brand can be described as the unique combination of skills, values, and experiences that an individual communicates to others, shaping how they are perceived in both personal and professional contexts (Peters, 1997). My personal brand is centred on resilience, care, and continuous growth. With 17 years of experience as a carer, I have developed empathy, responsibility, and the ability to support others effectively. As a single mother of four, I have strengthened qualities such as determination, adaptability, and time management, which are highly transferable to the workplace.
Over the past two years, I have invested in education, demonstrating commitment to lifelong learning and self-improvement. This, combined with my love of reading and travelling, reflects my curiosity and openness to new experiences. My enjoyment of time with friends highlights the value I place on teamwork and positive relationships.
Looking to the future, I aim to achieve several objectives to advance my career and personal development. I plan to obtain further qualifications in health and social care to pursue senior or specialised roles. Expanding my professional network will provide access to mentorship, career opportunities, and industry insights. I am focused on developing leadership and management skills to move into supervisory or training positions. Continuing lifelong learning through courses, workshops, and practical experience will ensure I remain competitive. I also intend to strengthen my personal brand visibility by communicating my skills, values, and achievements effectively to potential employers. Throughout these goals, I will maintain work-life balance while leveraging adaptability and resilience to succeed.
By presenting myself as motivated, skilled, and adaptable, I can create a strong value proposition that differentiates me in a competitive job market (Montoya, 2009).
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My personal network is best described as hybrid, integrating closed, selective, and open structures. At its core are closed networks of family and close friends, which offer strong emotional and practical support. Selective ties are evident in professional relationships with care colleagues, supervisors, and university tutors, all of which are oriented toward my academic and career development. Open networking emerges through volunteering and community involvement, enabling engagement with diverse groups and perspectives (Phillips & Ellinas, 2014).
A key strength within my network is bonding social capital, cultivated through 17 years in care work and enduring family connections. These ties foster trust and reciprocity, yet they may also constrain access to new ideas and opportunities (Putnam et al., 1993). My bridging capital is comparatively weaker, as many of my connections remain within the care sector, limiting exposure to other professions and communities. Strengthening these ties—through professional associations, interdisciplinary collaboration, and cross-sector engagement—would help diversify my network and broaden my perspective (Granovetter, 1973).
Linking capital is currently underdeveloped. I have few direct relationships with senior professionals or policy-level decision-makers, which restricts access to strategic opportunities and influence. To address this, I must proactively cultivate connections with mentors, thought leaders, and organisational gatekeepers who can facilitate upward mobility and systemic impact (Coleman, 1990).
Balancing bonding, bridging, and linking capital is essential to building a resilient, dynamic network that supports both personal wellbeing and professional progression. By expanding beyond familiar circles and investing in strategic relationships, I can ensure my network evolves in line with my aspirations in social work and advocacy.
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Unpaid carers are the backbone of the UK’s health and social care system. There are 5.8 million unpaid carers, many providing over 50 hours of care per week, saving the economy an estimated £162 billion annually (Carers UK, 2025). Despite this critical contribution, carers face serious personal and financial challenges that often go unrecognised.

Unpaid carers save the UK £162 billion a year, yet many provide over 50 hours of care a week while receiving only £151 in Carer’s Allowance. This often forces them out of paid work, leading to financial strain, exhaustion, declining health, and social isolation. The care system depends on them but does not sustain them.




Balancing care with paid work is incredibly difficult. Carer’s Allowance, at £151 per week in 2025, is insufficient to cover living costs or compensate for full-time caregiving (GOV.UK, 2025a). Strict earnings limits force many carers to reduce working hours or leave employment entirely, leading to long-term financial insecurity, loss of pensions, and limited career progression (GOV.UK, 2025a).
The relentless nature of caregiving without adequate respite contributes to physical exhaustion, chronic stress, and mental health problems. Nearly half of carers report new or worsening health conditions since taking on care responsibilities (ME Association, 2025). Social isolation is common; friendships, hobbies, and personal time often disappear, leaving loneliness as a persistent issue (Carers UK, 2025).Carers are legally entitled to a Carer’s Assessment, but many are never informed or supported through the process. Support is inconsistent, access is unclear, and essential respite is often unavailable. The system acknowledges their role in name, but not in function.

Accessing support from local authorities can be complicated and inconsistent. Many carers are unaware of their right to a Carer’s Assessment, which could provide respite services, practical assistance, and emotional support (GOV.UK, 2025b). Without proper guidance, carers often struggle to access the help they are legally entitled to, increasing stress and exhaustion.

The contribution of unpaid carers is invaluable, yet the system undervalues the personal cost of care. Increasing financial support, expanding funding for respite care, and ensuring all carers are offered assessments are essential steps to sustain carers and the wider care system. Carers should check their eligibility for a Carer’s Assessment with their local council. Recognition alone is insufficient; tangible support is required to protect well-being and prevent the collapse of the informal care network upon which the nation depends.Increasing financial support and guaranteed respite provision are required. Recognition must be material, not symbolic. The care network will not remain stable if the wellbeing of unpaid carers continues to be treated as expendable.










           


         

          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 is to create a more inclusive and fairer NHS by systematically tackling workforce inequality and discrimination. The plan aims to improve the personal experience of staff and the outcomes for patients from all protected characteristics by embedding EDI into core leadership and operational strategies (NHS England, 2023)

2. How does the NHS EDI Improvement Plan propose to tackle the gender pay gap?
It proposes tackling the gender pay gap by implementing fairer recruitment, promotion, and pay processes. This includes supporting flexible working and developing inclusive talent management strategies.

3. What is meant by the term ‘intersectionality’ as used in the NHS EDI Improvement Plan?
Intersectionality recognizes that individuals can face overlapping disadvantages based on multiple protected characteristics, such as race, gender, and disability. The plan emphasizes that EDI work must consider these complex, interconnected identities.

4. Why is it important for the NHS to create a psychologically safe work environment?
A psychologically safe environment allows staff to speak up without fear, which is vital for learning from mistakes and improving patient safety. It also directly supports staff wellbeing and reduces bullying and harassment.

5. How does the NHS EDI Improvement Plan suggest improving the experience of internationally recruited staff?
It suggests providing robust and culturally sensitive onboarding and ongoing support. This includes ensuring clear pathways for career progression and addressing discriminatory behavior.

6. What role does leadership play in advancing EDI objectives according to the NHS Improvement Plan?
Leaders are accountable for modelling inclusive behaviors and embedding EDI into all aspects of service delivery and people management. They are responsible for driving tangible change and ensuring EDI is a core strategic priority.

7. Identify one way the NHS EDI Improvement Plan aims to reduce health inequalities within the workforce.
The plan aims to reduce health inequalities by ensuring equitable access to occupational health services and wellbeing support for all staff. This involves tailoring support to meet diverse needs.

8. Why does the NHS EDI Improvement Plan emphasize the importance of collecting and analyzing data on protected characteristics?
Collecting this data is essential to identifying disparities, biases, and inequalities that may otherwise remain hidden. This evidence base allows for targeted, effective interventions and tracks progress.

9 Explain how flexible working policies can contribute to equality and inclusion in the NHS workforce.
Flexible working is a key enabler of inclusion. It allows staff with caring responsibilities, disabilities, or other personal circumstances to remain and progress in the workforce. This approach recognizes diverse needs and is crucial for retaining valuable talent, promoting a more equitable work environment (CIPD, 2023).


10 What is one strategy mentioned in the NHS EDI Improvement Plan to combat bullying and harassment in the workplace?
One key strategy is the implementation of effective, transparent reporting systems where staff have confidence that incidents will be addressed. This is supported by promoting civility and respect through training and clear standards.




TASK 5
A Letter to My Younger Self 

Dear Baidar

I am writing to you from sixteen years in the future. I remember you now, feeling lost and overwhelmed, alone with three children. The weight is crushing, and the future (university, a career, a home) feels like a fantasy. Every day feels impossible.

I need you to hear this, it will be okay.
Your fear and exhaustion are valid. What you lack is not strength, but perhaps a framework for your emotions. It would have helped me to know that emotional intelligence is not about perfection; it is about "noticing your feelings without letting them control you" (TTI Success Insights, 2024).
The resilience you need is already inside you. You build it with every meal you make and every night you stay awake worrying. These are acts of profound strength. Remember, resilience "isn't about never breaking. It is about continuing to show up, even when you feel like you cannot" (MentalHealth.com, 2025).
You will go to university. You will find your voice. Education will become your turning point—proof that you are capable and worthy. The life you imagine is impossible is not only possible; you are building it.
Your struggles do not define you; they shape you. You have always had the strength to keep going.

With love and certainty,
Baidar





Task 6- GANTT Chart
Compile a Gantt chart which illustrates the tasks you must complete to achieve your future employment goals
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Task 7
To: Care Home Stakeholders
From: Care Home Manager
Date: 30 October 2025
Subject: Plan for Implementing a Digital Care Planning System
Introduction
This report presents a plan to transition from paper-based records to an integrated digital care planning system at Claridge Palace Ltd. This strategic change is essential to enhance clinical safety, improve operational efficiency, and ensure compliance with national standards.
 Planning the Change
We will adopt Lewin's Three-Stage Change Model (1951) to ensure a structured and supportive transition. In the Unfreeze stage, we will build a case for change through open communication - examples. The Change stage will involve a phased rollout with comprehensive, role-specific training and staff champions. Finally, we will Refreeze the new system by integrating it into inductions and audit cycles to solidify it as standard practice.
Skills Required
Leading this change requires empathetic leadership and excellent communication to articulate the vision and listen to concerns. Strategic planning is crucial to anticipate and manage challenges throughout the process citation.
 Barriers and Solutions
The primary barrier is individual fear and insecurity regarding technology, which will be mitigated through intensive training and peer support. A secondary barrier is cultural resistance to altering routines. We will counter this by involving respected staff champions to demonstrate the system's benefits, highlighting how it reduces administrative burden and frees up time for resident care.
 Conclusion
This plan ensures the digital transition is managed effectively, minimising disruption and maximising staff engagement. This evolution will establish a foundation for safer, more effective, and outstanding care.

Task 8
Using Gibbs' Reflective Cycle (1988), I will reflect on my learning and development throughout this module.
Description: This module required me to analyse my personal brand, network, and professional context through various tasks, including a personal audit, a policy analysis on unpaid carers, and a change management plan.
Feelings: Initially, I felt apprehensive; articulating my value felt unfamiliar. However, exploring my 17 years as a carer and my role as a mother shifted this anxiety into pride. I began to see my lived not as barriers, but as a foundation of unique skills.
Evaluation: The most positive outcome was the reframing of my identity. Tasks like the network analysis revealed my strong bonding capital but also a need to build bridging and linking ties for career progression. Writing the letter to my younger self was emotionally powerful, solidifying how far I have come.
Analysis: This module helped me analyse my experiences through academic and professional frameworks. I learned that my resilience and empathy are not just personal traits but are transferable skills like crisis management and emotional intelligence. Understanding models like Lewin's Change Model gave me the vocabulary and structure to confidently propose professional improvements, moving me from a passive participant to an active change agent.
Conclusion: I underestimated the strategic value of my own narrative. I now understand that self-reflection is not self-indulgence but a critical professional tool for growth.
Action Plan: Moving forward, I will consciously articulate the skills from my personal brand in job applications and interviews. I will actively seek a mentor to develop linking capital and apply change management principles in my practice to advocate effectively for both clients and the carer workforce. This module has fundamentally informed my future practice by equipping me with the tools to leverage my past for professional impact.
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