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TASK 1 – PERSONAL BRAND
Personal branding is the process of promoting an individual’s unique skills, values, and qualities to stand out in a professional environment (Gorbatov, Khapova, and Lysova, 2018). My personal brand is based on being reliable, hardworking, and committed to continuous learning. I aim to present myself as an adaptable professional with strong communication skills who can work effectively both independently and within a team. A strong personal brand helps employers recognise the value and strengths a candidate can bring to an organisation.
To strengthen my personal brand, I would identify my key strengths, skills, and career interests. This would allow me to present a consistent professional image and build credibility with employers. Maintaining a positive reputation through professionalism, dependability, and a willingness to learn is also essential.
Another important step is improving my online professional presence. Creating and maintaining a professional LinkedIn profile that highlights achievements and engaging with industry-related content can increase my visibility to potential employers. Developing a clear personal brand statement can also help communicate my skills, values, and career goals effectively. According to Munsey (2025), a personal brand statement enables employers to quickly understand an individual’s expertise and value.
Developing my personal brand will support my employment goals by improving my competitiveness in the job market. It can help me expand my professional network, increase confidence during recruitment processes, and demonstrate commitment to professional development. In the long term, a strong personal brand can create opportunities for career advancement and continued growth.








TASK 2 - NETWORK MAP AND RATIONALE
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I would describe my network as a hybrid network because it combines both close personal relationships and wider professional connections. At the centre of my network are my family members, my dad, mum, sister, and brother, who provide strong emotional, practical, and personal support. These relationships represent bonding social capital, which strengthens trust, support, and a sense of belonging within close groups (Putnam, 2000).
My friendship and professional network include Solomon, my best friend, Emma, a lawyer, and John, my mentor. Each person contributes something different to my development. Solomon offers encouragement and friendship, Emma provides professional knowledge, and John gives valuable career advice and guidance. These connections help me access information and opportunities beyond my immediate family circle. I also have a few weaker or developing connections, including Mathew, James, and Hope. Although I do not interact with them regularly, they represent potential future contacts who may provide access to new information, opportunities, and resources.
One limitation of my network is that it is heavily focused on family and a small group of trusted individuals. While this provides strong bonding social capital, I need to develop more bridging social capital by connecting with people from different professional and social backgrounds. I also need to strengthen my linking social capital by building relationships with individuals in positions of authority within healthcare, such as NHS recruiters and healthcare managers (Woolcock, 2001). To achieve this, I plan to attend networking events, join healthcare-related groups, and expand my LinkedIn network to support my future career goals and professional growth.














TASK 3- BLOG - WORKFORCE SHORTAGES IN UK HEALTH AND SOCIAL CARE: IMPLICATIONS FOR THE POPULATION
The health and social care sector is fundamental to the well-being of individuals throughout the United Kingdom. This sector delivers a comprehensive array of services, such as hospital care, primary healthcare, residential care, and community support. Nevertheless, workforce shortages represent a significant and ongoing challenge for the sector. A workforce shortage occurs when there are not enough qualified staff available to meet service demands. The UK is currently experiencing shortages of nurses, doctors, social workers, and care workers, creating pressure across both health and social care services (The King’s Fund, 2024). Several factors have contributed to this issue, including an ageing population, increasing demand for services, staff burnout, and difficulties in recruiting and retaining employees.
The effects of workforce shortages are significant. Patients may face longer waiting times for appointments, treatments, and assessments. Existing staff often work under increased pressure, which can lead to stress, fatigue, and lower job satisfaction. In some situations, shortages may affect the quality and continuity of care provided to patients and service users (Health Foundation, 2024).
The social care sector has been particularly affected. Many providers struggle to attract and retain workers because of low pay, demanding workloads, and limited opportunities for career progression (Skills for Care, 2024). As a result, some vulnerable individuals may not receive the support they need, placing additional pressure on families and healthcare services.
To address these challenges, government and healthcare organisations have introduced various initiatives. These include recruitment campaigns, workforce training programmes, international recruitment, apprenticeships, and career development opportunities designed to attract new staff and improve retention (NHS England, 2023).
Workforce shortages affect everyone who relies on health and social care services. Addressing the problem requires long-term workforce planning, investment in education and training, and improved support for existing staff. Recognising the important contribution of healthcare professionals is also essential to maintaining a sustainable workforce (Health Foundation, 2024).
For those considering a career in health and social care, there are many opportunities to make a positive impact. By attracting, developing, and retaining skilled professionals, the UK can continue to provide safe, effective, and high-quality care for future generations.






















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 improve equality, diversity and inclusion and enhance the sense of belonging for NHS staff to improve their experience (NHS England, 2023). The plan was introduced by NHS England in June 2023 and aims to address prejudice, discrimination, and inequalities across the NHS workforce.

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 improving workforce data transparency, ensuring fair recruitment and promotion, and increasing access to leadership and career development opportunities (NHS England, 2023).


3. What is meant by the term ‘intersectionality’ as used in the NHS EDI Improvement Plan?
In the NHS EDI Improvement Plan, intersectionality recognises that overlapping characteristics such as gender, ethnicity, disability, and age can create unique experiences of inequality, which should be considered when developing EDI initiatives (NHS England, 2023).


4. Why is it important for the NHS to create a psychologically safe work environment?
It is important for the NHS to create a psychologically safe work environment because staff who feel safe, respected, and able to speak up are more likely to be engaged, supported, and able to contribute to improvements in care. The NHS EDI Improvement Plan highlights that psychologically safe workplaces help reduce discrimination and bullying while supporting safer and more effective patient care (NHS England, 2023).

5. How does the NHS EDI Improvement Plan suggest improving the experience of internationally recruited staff?
The NHS EDI Improvement Plan recommends supporting internationally recruited staff through effective induction, onboarding, pastoral support, and equal access to training and career development opportunities (NHS England, 2023).


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

The NHS EDI Improvement Plan highlights the importance of collecting workforce data on protected characteristics to identify inequalities, monitor progress, and support evidence-based actions that improve equality, diversity, and inclusion for staff and patients (NHS England, 2023).

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 inequalities within the workforce is by improving representation and career progression for staff from underrepresented groups, particularly through targeted actions to address disparities in recruitment, promotion, and leadership opportunities. This is intended to create a fairer and more inclusive working environment across the NHS (NHS England, 2023).

8. Why does the NHS EDI Improvement Plan emphasise the importance of collecting and analysing data on protected characteristics?

The NHS EDI Improvement Plan highlights the importance of collecting workforce data on protected characteristics to identify inequalities, monitor progress, and support evidence-based actions that improve equality, diversity, and inclusion for staff and patients (NHS England, 2023).

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

Flexible working policies contribute to equality and inclusion in the NHS workforce by enabling staff with different needs and responsibilities, such as caring responsibilities, disabilities, or health conditions, to remain and progress in employment. This helps reduce barriers to participation, improve workforce diversity, and create a more inclusive working environment (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 in the NHS EDI Improvement Plan is a zero-tolerance approach to bullying, harassment, discrimination, and violence, supported by clear reporting systems to address unacceptable behaviour and improve workplace culture (NHS England, 2023).







TASK 5 – A LETTER TO YOURSELF
Dear Me,
I am writing to you during one of the most challenging periods of your life, when your daddy fell ill and was no longer able to support your tuition fees. At that time, you felt worried, uncertain, and afraid that your education might come to a stop. The pressure was heavy, and it was difficult to see how you would continue your studies while dealing with such emotional stress.
I want you to recognise how strong you were during that time. Even though things felt overwhelming, you did not give up on your education. You found a way to continue studying, even when circumstances were not in your favour. That shows determination and inner strength that you may not have fully recognised then.
Looking back, emotional intelligence would have helped you manage your feelings more effectively. You experienced sadness, stress, and fear about the future, but learning to understand and process those emotions could have made the situation feel more manageable. It would also have helped you communicate your struggles and seek support more confidently.
Resilience played a major role in your journey. Instead of stopping when life became difficult, you adapted and kept moving forward. This experience taught you that setbacks do not define your future; how you respond to them does. It helped shape your ability to stay focused even in difficult times.
Although this period was painful, it also strengthened you. It taught you patience, perseverance, and the importance of continuing your education no matter the obstacles. You are still learning, still growing, and building a better future for yourself. Be proud of how far you have come.
With kindness and understanding,
Me







Task 6- GANTT Chart 
Career Goal: Secure employment as a qualified Social Worker in England.
	Tasks
	Jul
	Aug
	Sep
	Oct
	Nov
	Dec

	Complete degree requirements
	███
	███
	
	
	
	

	Update CV and LinkedIn profile
	███
	███
	
	
	
	

	Research Social Work England requirements
	███
	███
	
	
	
	

	Apply for Social Work England registration
	
	███
	███
	
	
	

	Attend CPD and skills workshops
	
	███
	███
	███
	
	

	Search for social work vacancies
	
	
	███
	███
	███
	

	Submit job applications
	
	
	███
	███
	███
	

	Prepare for interviews
	
	
	
	███
	███
	███

	Attend interviews
	
	
	
	
	███
	███

	Secure employment as a Social Worker
	
	
	
	
	
	███


Explanation 
This Gantt chart outlines the key steps required to achieve my goal of becoming a Social Worker in England. The first stage involves completing my degree requirements and improving my professional profile by updating my CV and LinkedIn, which are important tools for employability and recruitment (Prospects, 2024). I will also review the registration requirements set by Social Work England and begin the application process.
The second stage focuses on engaging in continuing professional development (CPD) activities and skills workshops to improve my knowledge and confidence. CPD is essential in social work as it ensures practitioners remain competent and meet professional standards (Social Work England, 2024). During this stage, I will also search for job opportunities in local authorities, the NHS, and voluntary organisations.
The final stage involves submitting applications, preparing for interviews, and strengthening my understanding of safeguarding, legislation, and professional codes of practice. I will also practise competency-based interview questions and reflect on placement experience to demonstrate readiness for practice.
By following this structured plan, I aim to secure employment as a registered Social Worker within six months, supporting my long-term career development in the social care sector.



TASK 7 – MAKING CHANGES: REPORT
Managing Workforce Shortages in a Care Home: A Change Management Report
Introduction
Workforce shortages in care homes are affecting the quality of care, increasing staff workload, and reducing continuity of care. This report proposes a recruitment and retention strategy to improve staffing levels and staff wellbeing.
Proposed Change
The plan includes recruiting additional care staff and introducing retention strategies such as flexible working, staff wellbeing support, and professional development opportunities. These changes aim to improve job satisfaction, reduce turnover, and support safe, person-centred care.
Implementation Process
Lewin’s Change Management Model (Lewin, 1951) will guide the process. In the Unfreezing stage, staff will be informed about the need for change and encouraged to share feedback. The Changing stage will focus on recruitment, revised shift patterns, wellbeing initiatives, and training. The Refreezing stage will embed these practices into daily operations and ensure sustainability through monitoring staffing levels and care quality.
Skills Required
Effective leadership, communication, teamwork, and problem-solving skills are essential. Strong leadership is important for motivating staff, managing resistance to change, and maintaining a positive working environment (Northouse, 2022).
Potential Barriers
Challenges may include recruitment difficulties, financial limitations, and resistance from staff. These can be addressed through open communication, staff involvement, ongoing support, and regular evaluation of progress.
Conclusion
Reducing workforce shortages is essential for improving care quality and staff wellbeing. By applying Lewin’s model, the care home can build a more stable workforce and improve outcomes for residents.
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