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Task 1:
My personal brand reflects how I present myself professionally and the value I aim to offer in my career (Montoya and Vandehey, 2009). I see my brand as grounded in reliability, empathy and a strong commitment to personal growth. I am known for being organised, calm under pressure and able to build positive relationships, which helps me work effectively in team environments. These qualities shape how colleagues and employers currently perceive me and form the foundation of my professional identity.
However, I also recognize areas where I need to develop further. I will want to strengthen my communication skills (Sheperd, 2005), particularly in presenting ideas confidently to larger groups. I also aim to gain more practical experience in leadership so I can take on greater responsibility in future roles. By improving these areas, I will be able to demonstrate a stronger professional presence and align my brand more closely with the expectations of my chosen career path. Developing my personal brand will help me progress towards my long term goals by making me more visible, credible, modest and competitive in the job market. A clear and authentic brand will support my journey towards securing my dream role and achieving future career success.
















Task 2:



Social Network
Career Network



Tutors and lecturers                                                                                                              close friends 
workplace colleagues                                                                                                           classmates          
training providers                                                                                                                     work friends
                                                                                                                                               online study groupsMy social network





Community network
Support Network




Immediate family                                                                                              volunteering groups
Close friends who provide emotional support                             religious organisations
Mentors                                                                                                          cultural organisations
faith based or cultural support networks                                                   







Task 2:
My current network is best described as hybrid network, combining elements of closed, selective and open structures. At the core, I have a small, closed circle made up of family, close friends and long term colleagues who provide emotional support, trust and stability. Around this I maintain a selective layer of professional contacts, which including tutors, workplace supervisors and peers who I engage with for advice, opportunities and also skill development. Beyond this, I also connect with a wider open network through community groups, online professional spaces and social platforms, which exposes me to diverse perspectives and more new wider opportunities.
Although my network is supportive and understanding , I recognise areas for improvement in my social capital. I have strong bonding ties with people similar to me, but I need to strengthen bridging connections with individuals from different backgrounds, industries and levels of experience (Woolcock and Naryan, 2000). I also aneed to develop linking connections with people in senior or influential positions who can offer mentorship or career guidance (Putnam, 2000). Expanding these areas will help me access more broader opportunities, will increase my visibility and also support my long term career goals (Cole man, 1988).















Task 3:
Burnout has become one of the most pressing issues facing the health and social care sector today. A new professionals entering the field, it is essential to understand what burnout looks like, why it is increasing and how you can protect your well being while delivering high quality care. Burnout is more than feeling tired, it is a state of emotional, mental and physical exhaustion caused by long term stress (Maslach and Leiter, 2016), high workloads and constant pressure to meet service demands. Recent reports show that staff shortages, rising caseloads and the emotional intensity of care work have significantly increased burnout levels across the sector (Health and safety executive, 2024). Many new workers feel overwhelmed within their first year especially when adjusting to shift patterns, complex cases and the responsibility of supporting vulnerable individuals. Recognising early signs, such as irritability, fatigue, reduced motivation or feeling detached from work, is crucial for maintaining long term well being. Another important factor contributing to burnout is the emotional labour involved in caring roles. Health and Social Care professionals often support individuals experiencing trauma, illness or crisis, which can take a toll overtime. Newly qualified workers may feel pressure to remain strong and composed even when situations are emotionally challenging.
To manage burnout new professionals should prioritise self care, set healthy boundaries and make use of organisational support systems, this might include supervision sessions, peer support groups,  reflective practice or well being resources offered by employers (NHS England, 2022). Building strong professional networks can also help you feel supported and connected, especially during challenging periods. Addressing burnout is not only important for your personal well being but also for the quality of care you provide. When you feel supported, rested and valued, you are better equipped to deliver compassionate, effective and person centred care (West, Bailey and Williams, 2020). By understanding burnout early in your career, you can develop healthy habits that protect your wellbeing and help you thrive in the health and social care sector.









Task 4:
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 create a fair, inclusive workplace where all staff feel valued, supported and able to progress equally
1. How does the NHS EDI Improvement Plan propose to tackle the gender pay gap?
The plan tackles the gender pay gap by improving transparency, monitoring pay data and ensuring fair recruitment, promotion and development opportunities for women
1. What is meant by the term ‘intersectionality’ as used in the NHS EDI Improvement Plan?.)
 Intersectionality refers to how different aspects of a persons identity such as race,               gender, disability or age, combine to shape their experiences, advantages or  disadvantages.
1. Why is it important for the NHS to create a psychologically safe work environment?
A psychologically safe environment is important because it allows staff to speak up, raise concerns and contribute ideas without fear of blame or discrimination.
1. How does the NHS EDI Improvement Plan suggest improving the experience of internationally recruited staff?
The plan aims to improve the experiences of internationally recruited staff by offering better induction, pastoral support and fair career development.

1. What role does leadership play in advancing EDI objectives according to the NHS Improvement Plan?
Leadership plays a key role by modelling inclusive behaviours, setting expectations and driving organisational change that supports EDI objectives.

1. Identify one way the NHS EDI Improvement Plan aims to reduce health inequalities within the workforce.
one way the plan reduces health inequalities is improving access to development opportunities and addressing disparities affecting under represented groups.

1. Why does the NHS EDI Improvement Plan emphasise the importance of collecting and analysing data on protected characteristics?
collecting and analysing data on protected characteristics help the NHS identify inequalities, monitor progress and make evidence based decisions to improve fairness.
1. Explain how flexible working policies can contribute to equality and inclusion in the NHS workforce.
Flexible working policies support equality by helping staff balance personal responsibilities, reducing burnout and making the workplace more accessible for diverse needs
1. What is one strategy mentioned in the NHS EDI Improvement Plan to combat bullying and harassment in the workplace?
One strategy to combat bullying and harassment is strengthening reporting systems and ensuring staff feel safe to speak up without fear of retaliation.















Task 5:
Dear younger me, I know you are going through a difficult time right now, and it feels like everything is happening all at once. Your wellbeing is low, you feel overwhelmed and you are trying to hold everything together on your own. I want you to know that you are stronger than you think and the challenges you are facing now will shape you into someone more resilient, confident, and self aware.
If I could sit beside you in this moment I would tell you to slow down and listen to your emotions instead of pushing them aside. Emotional intelligence isn’t something you understand yet, but it will become one of your greatest strengths. Learning to recognise your feelings, understand why you react the way you do, and communicate your needs openly would make this time so much easier for you. You don’t have to pretend to be okay just t keep others comfortable. I also want you to know that resilience is not about being tough all the time. It is about allowing yourself to bend without breaking. Asking for help, taking breaks, and giving yourself compassion are all signs of strengths not weaknesses. If you had known this earlier, you would have carried far less guilt and pressure.
One day you will look back and realise that these struggles taught you how to grow, how to cope and how to support others with empathy. You will be proud of how far you have come.
With love,
Your future self












Task 6:
This Gantt chart outlines a realistic and structured pathway toward opening a care home, ensuring each stage builds on the knowledge, qualifications and experience requires for safe and effective management. This timeline begins with completing level 5 and level 6 qualifications as these provide the essential theoretical foundations. Gaining work experience overlaps with level 6 to maximise time. Then these later steps will lead to opening a care home.
	Task
	Duration
	start
	End 
	Dependencies 

	Complete level 5
	12 months
	May 2025
	May 2026
	none

	Complete level 6
	12 months 
	May 2026
	May 2027
	Level 5 coursework

	Gain work experience in Care settings
	12 months
	May 2026
	May 2027
	Can overlap with level 6

	Complete registered manager training
	6 months
	Aug 2027
	February 2028
	level 6 coursework

	Develop a business plan
	4 months
	Feburary 2028
	June 2028
	Manager training

	Secure funding and premises
	6 months
	June 2028
	Dec 2028
	Business plan

	Register Care home with CQC
	4 months
	Jan 2029
	May 2029
	Premises and documentation complete

	Recruit and train staff
	3 months
	May 2029
	Aug 2029
	CQC registration in progress

	Open care home
	1 month
	September 2029
	October 2029
	CQC approval and staffing complete

	
	
	
	
	











Task 7:
As a care home manager the change I want to implement is a structured staff wellbeing programme. Care home staff experience high workloads, emotional pressure and burnout, which can affect morale and the quality of care delivered (Dawson, 2018). A wellbeing programme is needed to support staff mental health, reduce stress and improve retention. This change will involve all care staff, senior carers, the management team and external well being providers. I will use Kotter’s 8 step model by creating urgency, forming a guiding team, communicating the vision and embedding well being practices into the organisational culture.
To lead this change effectively, I will need strong communication skills to explain the purpose of the programme and encourage staff engagement (CIPD, 2021). Leadership and empathy will be essential for understanding staff concerns and motivating them to participate. Time management and organisational skills will help me coordinate well being sessions, training and feedback processes. I will also need problem solving skills to adapt the programme based on staff needs (Skills for care, 2021). Potential barriers include staff resistance due to workload pressures, limited time to attend well being sessions and possible budget constraints. Some staff may also feel uncomfortable discussing well being openly.
To overcome these barriers I will schedule short, flexible wellbeing activities during quieter periods, involve staff in designing the programme and ensure confidentiality. I will also seek low cost or free well being resources and communicate the long term benefits clearly. By supporting staff well being the care home can improve morale teamwork and overall quality of care.












Task 8:
During this module the most significant moment of learning for me was developing a clear career goal and understanding hoe to plan long term change, especially through creating my Gantt chart and exploring change management models. At first I felt unsure and slightly overwhelmed because planning a long term career path felt like a big responsibility. However as I worked through the tasks I became more confident and motivated. I realised I had more direction than I originally thought. A positive aspect of this experience was gaining clarity about the steps I need to take to reach my goal. I also improved my organisational skills. The challenging part was recognising gaps in my experience, which made me feel slightly anxious, but it also pushed me to think  realistically.
This learning helped me understand my strengths such as planning, reflection and commitment. It also highlighted areas I need to develop, including leadership and confidence. Understanding change management models, helped me see how structured planning can support both personal and professional growth. Looking back I could have asked more questions earlier to deepen my understanding. However the process helped me recognise the importance of self awareness in career development. In the future I will continue using structured planning tools seek opportunities to build leadership skills and regularly reflect on my progress to stay focused on my long term goals (Gibbs reflective cycle, 1988).













References: 
Montoya, P. and Vandehey, T., 2009. The brand called you. New York, NY: McGraw-Hill.
Shepherd, I.D., 2005. From cattle and coke to Charlie: Meeting the challenge of self marketing and personal branding. Journal of marketing management, 21(5-6), pp.589-606.
Coleman, J.S., 1988. Social capital in the creation of human capital. American journal of sociology, 94, pp.S95-S120.
Woolcock, M. and Narayan, D., 2000. Social capital: Implications for development theory, research, and policy. The world bank research observer, 15(2), pp.225-249.
Putnam, R.D., 2000. Bowling alone: The collapse and revival of American community. Simon and schuster.
NHS England (2022). NHS England» NHS health and wellbeing framework. [online] www.england.nhs.uk. Available at: https://www.england.nhs.uk/supporting-our-nhs-people/health-and-wellbeing-programmes/nhs-health-and-wellbeing-framework/.
West, M., Bailey, S. and Williams, E., 2020. The courage of compassion. Supporting Nurses and Midwives to Deliver High-Quality Care. London: The King’s Fund, London.
Health and Safety Executive (2024). Statistics - Working Days Lost in Great Britain. [online] www.hse.gov.uk. Available at: https://www.hse.gov.uk/statistics/dayslost.htm.
Maslach, C. and Leiter, M.P., 2016. Understanding the burnout experience: recent research and its implications for psychiatry. World psychiatry, 15(2), pp.103-111.
CIPD (2022). Survey report HEALTH AND WELLBEING AT WORK 2022 in partnership with. [online] Available at: https://www.cipd.org/globalassets/media/knowledge/knowledge-hub/guides/health-wellbeing-work-report-2022_tcm18-108440.pdf.
Dawson, J., 2018. Links between NHS staff experience and patient satisfaction: analysis of surveys from 2014 and 2015. Health Serv Deliv Res, 2(50), pp.1-52.
Skills for care (2021). Wellbeing of Adult Social care workforce. [online] Available at: https://www.skillsforcare.org.uk/About-us/Our-strategy/Annual-review-2021-21.aspx.
University of Cumbria (2020). Gibbs’ Reflective Cycle. [online] University of Cumbria, University of Cumbria, pp.1–4. Available at: https://my.cumbria.ac.uk/media/MyCumbria/Documents/ReflectiveCycleGibbs.pdf.

‌


‌


‌



‌







