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[bookmark: _Toc233397924]Task 1 – Personal Brand

Personal branding is the way a person presents themselves professionally to employers and colleagues. It reflects an individual’s values, skills, behaviours, and reputation in the workplace (Pawar and Gandhi, 2016). In health and social care, having a strong personal brand is important because employers look for trustworthy, reliable, and compassionate professionals who can provide high-quality care and work effectively within teams.
At present, I believe my personal brand reflects qualities such as kindness, responsibility, honesty, and willingness to learn. Employers increasingly value personal attributes such as reliability, confidence, adaptability, resilience, and effective communication skills, as these contribute positively to workplace performance and professional relationships (CIPD, 2024). I try to demonstrate these qualities through my academic work, communication with others, and ability to support people respectfully.
 I am also developing good teamwork and problem-solving skills, which are important in health and social care settings. However, I recognise that there are areas where I need further improvement. For example, I need to become more confident in public speaking and improve my leadership skills when working in groups. Conducting a SWOT analysis can help identify strengths, weaknesses, opportunities, and threats that may affect personal growth and career progression (Fitzgerald, 2020).
To improve my personal brand, I plan to attend professional training sessions, gain more practical experience, and continue developing communication and leadership skills. These improvements will help me become more employable and support my goal of achieving a successful career within the health and social care sector. Developing a strong professional identity will also help me build trust and confidence with future employers and service users.
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[bookmark: _Toc233397926]PERSONAL NETWORK MAP
Health and Social Care Student
[image: The image illustrates a complex network of support services and resources for students, featuring categories such as family, academics, emotional support, healthcare, career guidance, and community connections, highlighting various forms of assistance like mentorship, counseling, networking, and volunteering.

AI-generated content may be incorrect.]Building connections for learning, support, wellbeing and future career opportunities
Figure 1: Network map showing the relationships and connections that support my academic, personal, and career development as a Health and Social Care student. Created using Canva.
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A network map is an important tool for identifying relationships and connections that can support personal, academic, and professional development. My network includes career, support, social, and community dimensions, which together provide opportunities for learning, emotional well-being, and career progression. Research suggests that social networks help individuals gain access to information, opportunities, and resources that may improve future outcomes and overall well-being (OECD, 2021; Putnam, 2000). Strong professional relationships with lecturers, placement supervisors, and healthcare professionals can support employability and career development within health and social care settings (NHS England, 2023).
The career network is particularly important because it provides access to advice, placement opportunities, and professional guidance (OECD, 2021). LinkedIn and university employability services also help develop professional identity and networking skills. However, relying only on professional networks may limit emotional well-being, which is why support networks are equally valuable. Family, friends, and well-being services provide emotional resilience during stressful academic periods. Research shows that supportive relationships positively influence student well-being and academic success (Putnam, 2000).
The social and community dimensions also contribute to communication skills, confidence, and cultural awareness (Putnam, 2000). Participation in volunteer organisations and community projects helps develop teamwork and leadership skills relevant to healthcare practice. Nevertheless, some limitations exist within my network. For example, limited industry contacts may reduce opportunities for career advancement. Additionally, maintaining professional and personal relationships can be time-consuming. To strengthen my network, I aim to attend more professional events, engage with healthcare communities online, and participate in volunteering activities to build wider professional connections (Mlambo, Silén and McGrath, 2021).  
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Target Audience: People considering a career in health and social care
The adult social care sector plays a vital role in supporting older people, individuals with disabilities, and those with long-term health conditions. However, one of the biggest challenges currently facing the UK health and social care sector is the shortage of care workers. Understanding this issue is important for anyone considering a career in health and social care.
According to Skills for Care (2024), the adult social care workforce in England includes around 1.84 million posts, making it one of the largest employment sectors in the country. Despite this, employers continue to struggle to recruit and retain staff. High vacancy rates and staff turnover have placed significant pressure on care services. When there are not enough care workers available, service users may experience delays in receiving support, while existing staff can face increased workloads and stress.
Several factors contribute to workforce shortages. Low pay, demanding working conditions, limited career progression opportunities, and an ageing workforce all affect recruitment and retention. In addition, the impact of Brexit and the COVID-19 pandemic has reduced the availability of workers in some areas of social care (Skills for Care, 2024). These challenges have created difficulties for organisations trying to provide high-quality care.
Despite these issues, the sector offers many opportunities for people seeking meaningful and rewarding careers. Health and social care professionals make a positive difference in the lives of vulnerable individuals every day. The UK government and organisations such as Skills for Care are working to improve recruitment, workforce development, training opportunities, and career pathways to attract new workers into the sector. Furthermore, NHS England’s Long Term Workforce Plan highlights the importance of expanding training opportunities and improving staff retention to ensure a sustainable workforce for the future (NHS England, 2024).
For students and graduates, this situation presents an opportunity to enter a sector where demand for skilled and compassionate workers remains high. Employers increasingly value transferable skills such as communication, teamwork, problem-solving, resilience, and empathy, which are essential for providing person-centred care communication, teamwork, problem-solving, resilience, and empathy, which are essential for providing person-centred care (Tushar and Sooraksa, 2023). These skills not only improve the quality of care provided but also enhance employability within a competitive job market.
In conclusion, workforce shortages remain a major challenge for adult social care in the UK. However, with continued investment in training, recruitment, and workforce development, the sector can become more sustainable (NHS England, 2024). For those considering a future career in health and social care, there has never been a more important time to contribute to a profession that supports individuals, families, and communities across the UK.
 [image: Social Care Wales | New report shows almost 85,000 people work in the…]
Figure 2: A social care worker supporting an older adult in the community, highlighting the vital role of the adult social care workforce (Social Care Wales, 2024).
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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 (EDI) Improvement Plan is to make sure that everyone is treated fairly, respectfully, and equally at work, regardless of their background, race, gender, disability, age, religion, or sexual orientation.


2. How does the NHS EDI Improvement Plan propose to tackle the gender pay gap?

The NHS EDI Improvement Plan aims to reduce the gender pay gap by ensuring women have equal opportunities for promotion, leadership roles, and career development. It also encourages fair and transparent pay and recruitment practices.


3. What is meant by the term ‘intersectionality’ as used in the NHS EDI Improvement Plan?

Intersectionality means that a person can experience different forms of discrimination or disadvantage at the same time because of their combined identities, such as race, gender, disability, or age. The NHS EDI Improvement Plan recognise that these overlapping factors can affect people's experiences in different ways.

4. Why is it important for the NHS to create a psychologically safe work environment?

The NHS needs to create a psychologically safe work environment so that staff feel comfortable speaking up, sharing ideas, and reporting concerns without fear of blame or punishment. This helps improve staff wellbeing, teamwork, and patient care.


5. How does the NHS EDI Improvement Plan suggest improving the experience of internationally recruited staff?

The NHS EDI Improvement Plan suggests improving the experience of internationally recruited staff by providing better support, fair treatment, and opportunities for career development. It also aims to help them feel welcomed, valued, and included in the workplace.

6. What role does leadership play in advancing EDI objectives according to the NHS Improvement Plan?

Leadership plays an important role by promoting fairness, inclusion, and respect in the workplace. NHS leaders are expected to set a good example, support EDI goals, and make sure all staff are treated equally.


7. Identify one way the NHS EDI Improvement Plan aims to reduce health inequalities within the workforce.

One way the NHS EDI Improvement Plan aims to reduce health inequalities is by ensuring all staff have equal access to health, well-being, and support services. This helps improve the health and well-being of employees from all backgrounds.


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 the NHS can identify unfair treatment or inequalities. This information helps the NHS make better decisions and ensure all staff are treated fairly.



9. Explain how flexible working policies can contribute to equality and inclusion in the NHS workforce.

Flexible working policies help staff balance their work and personal responsibilities, such as childcare, caring for family members, or managing health conditions. This promotes equality and inclusion by giving everyone a fair opportunity to work and succeed in the NHS.


10. What is one strategy mentioned in the NHS EDI Improvement Plan to combat bullying and harassment in the workplace?

One strategy mentioned in the NHS EDI Improvement Plan is to encourage staff to report bullying and harassment and ensure that concerns are taken seriously. The plan also promotes a respectful workplace where inappropriate behaviour is not tolerated.









Task 5- A Letter to Yourself
Dear Gazala,
I knew you were going through a difficult time. You felt stressed, overwhelmed, and unsure about your future. Balancing your studies, personal responsibilities, and daily challenges often seemed impossible. You worried about making mistakes and sometimes doubted your abilities. I wanted you to know that these feelings were normal, and that you were stronger than you realised.
Looking back, I realised how important emotional intelligence was during that period. Emotional intelligence means understanding and managing your emotions while also recognising the feelings of others. If you had been more aware of your emotions, you might have understood that feeling stressed or anxious did not mean you were failing. Instead of keeping your worries to yourself, you could have spoken to trusted friends, family members, or tutors for support. Learning to manage your emotions calmly would have reduced some of the pressure you placed on yourself.
I also learned the importance of resilience. Resilience is the ability to recover from difficulties and keep moving forward when life is challenging. At that time, setbacks often felt like failures. However, I later understood that mistakes were opportunities to learn and grow. If you had focused more on finding solutions instead of worrying about problems, you might have felt more confident and positive.
Another important lesson I learned was the value of well-being. Taking care of your physical and mental health through rest, exercise, and spending time with supportive people made a big difference. You did not have to deal with everything alone. Asking for help was a sign of strength, not weakness.
My advice to you is simple: be kind to yourself, believe in your abilities, and remember that difficult times do not last forever. Every challenge helped you grow into a stronger and more confident person. Keep going, because your hard work and determination eventually paid off.
Best wishes,
Your Future Self
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Career Goal: Secure a Health and Social Care Practitioner position after completing my degree.
Table 1: Personal career development Gantt chart illustrating the tasks, milestones, and timeline for securing employment within the Health and Social Care sector. Created using Microsoft Word.
	Tasks/Activities
	2025
	2026
	2027
	Status

	Complete Level 5 studies
	
	
	
	In Progress

	Complete Level 6 studies
	
	
	
	Planned

	Develop communication and leadership skills.
	
	
	Ongoing

	Attend training courses and workshops.
	
	
	Ongoing

	Gain volunteering/work experience.
	
	
	Planned

	Build a professional network (LinkedIn, career events)
	
	
	Ongoing

	Update CV and cover letter
	
	
	
	Planned

	Search and apply for jobs.
	
	
	
	Planned

	Attend interviews
	
	
	
	Planned

	Secure employment in Health and Social Care
	
	
	
	Goal


Explanation
This Gantt chart outlines the key tasks I need to complete to achieve my future employment goal of working in the health and social care sector. My priority is successfully completing Level 5 studies this year, followed by Level 6 studies. These qualifications are essential for developing the knowledge and skills required for professional practice.
Alongside my studies, I plan to improve my communication, leadership, teamwork, and problem-solving skills through academic activities, workshops, and practical experiences. I also intend to gain volunteering or work experience to strengthen my understanding of health and social care settings and improve my employability. Building a professional network through LinkedIn, university careers services, and healthcare professionals will help me learn about employment opportunities and career pathways.
Towards the end of my studies, I will update my CV and cover letter, apply for suitable jobs, and prepare for interviews. This structured plan helps me monitor my progress and stay focused on achieving my long-term career goal of securing employment within the health and social care sector.
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Introducing an Electronic Medication Administration Record System in a Care Home
As the manager of a care home, one change I would introduce is an electronic medication administration record system (eMAR). This system would replace paper-based medication records with a digital system that records when medication is given, missed, refused, or delayed. This change is important because medication errors can affect residents’ safety, dignity, and trust in care services. The Care Quality Commission highlights that adult social care providers must keep accurate and up-to-date medicine records to support safe care and good governance (CQC, 2025).
The main strength of eMAR is that it can improve accuracy, reduce missing information, and help staff follow medication schedules more effectively. It also allows managers to monitor records more easily and identify patterns, such as repeated delays or missed doses. This is relevant in care homes where staff may be under pressure due to workload and staffing shortages. Skills for Care (2026) shows that recruitment and retention remain key issues in adult social care, so systems that support staff efficiency are important.
However, this change also has limitations. Some staff may feel anxious about using new technology, especially if they are confident with paper records. There may also be costs for purchasing the system, training staff, and maintaining data security. Therefore, introducing eMAR without staff support could create resistance and reduce its success.
To manage the change, I would use Kotter’s change model. This is useful because it focuses on creating urgency, building a team, communicating the vision, removing barriers, and making the change part of normal practice (Campbell, 2020). First, I would explain why the change is needed, using examples of delays or recording problems. Second, I would involve senior carers, nurses, and administrators in planning. Third, all staff would receive training and time to practise before the system becomes fully active.
The key skills needed include leadership, communication, problem-solving, digital skills, teamwork, and emotional intelligence. Alternative approaches, such as improving paper records, may cost less, but they may not solve long-term recording and monitoring problems. Overall, eMAR is not a perfect solution, but with training, staff involvement, and clear leadership, it can improve medicine safety and make care home practice more organised and accountable.
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