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[bookmark: _Toc222780395]Task 1 – Personal Brand
My career ambition is to be employed as a Healthcare Assistant (HCA) in an NHS hospital where patients can receive high-quality and patient-centred care. My own brand revolves around compassion, dependability, and patient-oriented care (Oparah-Evoeme, 2023). My reputation is to remain calm and composed even during pressure, treat patients with dignity, and be sensitive to their needs. I have strengths such as good communication skills, teamwork, and empathy that are necessary in the provision of person-centred care. As an example, my studies and practical training have enabled me to acquire skills in safeguarding, infection control, and proper record-keeping. NHS states that HCAs are required to be compassionate, committed, and communicative, and these statements correspond to my values.
The changes I will make to build my brand include improving my presence on the Internet by updating my CV and LinkedIn profile with NHS values. Another skill I will use in relation to building professional relationships during placements and getting feedback to better my practice will be networking, because it opens more opportunities and career advancement. These will enhance my employability as they will enhance my skills, visibility, and professional contacts, making me more likely to be hired in an HCA position (Sarpong and Maclean, 2021). 











[bookmark: _Toc222780396]Task 2 - Network Map and Rationale
Part 1: Network Map



Part 2: Rationale
The network that I have nowadays can be termed as a hybrid network because it has both strong bonding ties (family and close friends) and a few bridging and linking ties through university and work. Mark Granovetter characterises the weak ties as acquaintances and business contacts as useful, as they give one access to new information and opportunities (Khanal and Subedi, 2025). Although I am heavily emotionally supported by the family and friends (bonding capital), my bridging capital is average and is confined to classmates and even colleagues. One of the weaknesses of my network is that there is little linking social capital, i.e. I have very few contacts with people of influence, like senior managers or organisational leaders. Pierre Bourdieu elaborates on the social capital as a source of resources and opportunities; i.e. more viable professional connections would give me a better chance of getting a job. I would have to extend my professional networks to get a better network by participating in networking activities, talking to professionals on LinkedIn, and pursuing mentorship roles (Jezek, 2024). The enhancement of bridge and connection relationships will enhance the diversity of my network and provide more opportunities to access career-related information and development.


[bookmark: _Toc222780397]Task 3- Blog
The phenomenon of mental health issues in young adults is growing in the UK, where the proportion of individuals with anxiety, depression, and stress-related disorders is rising. This problem is important because early adulthood is one of the most significant stages of life that implies education, work, and independence. Timely and effective support can help a lot with long-term well-being. Recently reported statistics indicate that there is a further increase in the number of referrals to mental health services among the youth (Cohen et al., 2021). Although NHS Talking Therapies offers free talking therapies in the National Health Service, the lengthy queues have been a problem. Any lag in the treatment may make the symptoms more distressing and will make victims feel disheartened to seek more assistance. The other critical area of concern is the issue of transitioning (Child and Adolescent Mental Health Services), CAMHS, to adult services. Most youngsters indicate that they feel unsupported in this transition, and consequently, there are care gaps. Nevertheless, charities like Young Minds and Mind provide help lines, web-based resources, and advocacy assistance specific to young adults. Counselling services have also been increased in universities and colleges to meet the increasing needs. Despite these improvements, there still exist inequalities. Disadvantaged young adults can have other obstacles, like stigma, digital exclusion, or even ignorance of the services available (Tomczyk et al., 2023).  Despite the growing mental health services for young adults, there are still high pressures and challenges to access. Some of the ways of getting help are by approaching your GP, university wellbeing service, or a mental health charity (in case you are struggling). Timely assistance can enhance the results and make sure that you do not struggle with them on your own.
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Figure 1 Mental health services for young adults (Source: namidanecount, 2025, https://www.namidanecounty.org/)
[bookmark: _Toc222780398]Task 4- NHS Equality, Diversity, and Inclusion Quiz
1. What is the primary goal of the NHS Equality, Diversity, and Inclusion Improvement Plan?
The NHS Equality, Diversity and Inclusion (EDI) Improvement Plan is mainly aimed at building a more inclusive and fairer NHS workforce where discrimination is reduced, enhancing staff experience and career advancement, and leadership opportunities are equalised (Assessment et al., 2025). 
        
2. How does the NHS EDI Improvement Plan propose to tackle the gender pay gap?
The plan suggests addressing the gender pay gap through pay reporting transparency, accessing more flexible working and women rising to higher and senior posts (Wong et al., 2023). 

3. What is meant by the term ‘intersectionality’ as used in the NHS EDI Improvement Plan?
Intersectionality is the term that is used to describe the combination and overlap of various elements of identity of an individual (such as race, gender, disability, or sexuality) that produce distinct experiences of discrimination or disadvantage (Block Jr, Golder and Golder, 2023). 

4. Why is it important for the NHS to create a psychologically safe work environment?
The NHS should also establish a psychologically safe work environment to ensure that the staff members are not afraid to raise concerns, report on discrimination, and share ideas without the fear of being blamed, bullied, or approached negatively (Vogt et al., 2024). 

5. How does the NHS EDI Improvement Plan suggest improving the experience of internationally recruited staff?
The plan will enhance the experience of the internationally recruited employees by enhancing induction procedures, addressing discrimination, providing pastoral care, and ensuring equitable access to career development opportunities (Hesketh and Stubbs, 2025).  

6. What role does leadership play in advancing EDI objectives according to the NHS Improvement Plan?
Leadership is very important as it sets a positive example of inclusive behaviours, accountable to outcomes of EDI, putting equality goals within the organisational strategy, and influencing cultural change among teams (Groenewald, 2024). 


7. Identify one way the NHS EDI Improvement Plan aims to reduce health inequalities within the workforce.
The plan will minimise workforce inequalities by one means of ensuring that disparities in recruitment, promotion, disciplinary action, and training are reduced, especially among ethnic minority employees and other underrepresented groups (Yeager et al., 2023). 

8. Why does the NHS EDI Improvement Plan emphasise the importance of collecting and analysing data on protected characteristics?
 The plan focuses on gathering and assessing data on characteristics that have been safeguarded to find out disparities, track progress, and formulate evidence-based interventions (Komi et al., 2025). 


9. Explain how flexible working policies can contribute to equality and inclusion in the NHS workforce.
Flexible working policies are also beneficial because they allow a worker with caring duties, a disabled worker or one with a health complication to balance work and family life in a better fashion (Chung, 2022). 

10. What is one strategy mentioned in the NHS EDI Improvement Plan to combat bullying and harassment in the workplace?
Enhancing Freedom to Speak Up arrangements and having the clarity of reporting systems with a zero-tolerance policy is one of the ways to fight bullying and harassment (Busby, 2024). 
[bookmark: _Toc222780399]Task 5- A Letter to Yourself

Asha Hassan 
1 9 Sundew Street Coventry
CV2 1SY    

Dear Younger Me,
I remember that you were so carried away at that moment when you had to pass through this painful period, when everything seemed to be blurred and stressful. You were trying to balance between responsibilities, demands and self-depreciation. To be a strong person was to leave your feelings behind you, thought. What you were not aware of is that it is the quality of knowing and managing your emotions that makes the real power - it is emotional intelligence (Bhuvaneswari and Vijayakumar, 2021). 
You would have responded differently if you had realised how you felt, rather than to disapprove those feelings. Emotional intelligence would have helped you to pause, think and seek other positive ways of addressing the frustrations or the fear. Being aware of what made you feel anxious or discouraged would have helped you to explain your needs better and seek assistance without pressing the load. The strength was also gaining momentum in you, even though you may not have perceived it. The failure that you went through was training you to adapt and get back on your feet. You would have done better justice to yourself had you viewed difficulties as the avenue of self-growth rather than personal defeat. Resilience does not know how to avoid and run away, but it is the learning power to transform and continue with it.
Reflectively, I would want you to realise that seeking help, boundaries and self-empowerment would not have rendered you weak. Empowered you, they would have made. The outcome of the difficulties that you experienced is your present confidence and emotional sensitivity (Cooke et al., 2022). Never doubt the process, have confidence in your powers, and never forget that growth is normally formed out of anguish.
With understanding,
Your Future Self
[bookmark: _Toc222780400]Task 6- GANTT Chart
Compile a Gantt chart that illustrates the tasks you must complete to achieve your future employment goals.
	Tasks
	Month 1
	Month 2
	Month 3
	Month 4
	Month 5
	Month 6

	Update CV & LinkedIn
	█████
	
	
	
	
	

	Complete Additional Training
	█████
	█████
	
	
	
	

	Attend Networking Events
	
	█████
	█████
	█████
	
	

	Apply for Jobs
	
	
	█████
	█████
	█████
	

	Prepare for Interviews
	
	
	
	█████
	█████
	█████



The Gantt chart is a systematic six-month program to help me meet my future employment objectives. Month 1 is dedicated to updating my CV and LinkedIn profile so that my skills, qualifications, and experience can be represented professionally. Months 1 and 2 will be used to complete further relevant training to strengthen my knowledge and become more employable. Between the Months 2 and 4, I will participate in networking events to establish professional networks and increase my employment future. The job applications will be opened in Month 3 and will go through till Month 5, as it will give time to find good jobs and customise applications. Lastly, Months 4-6 will focus on how to prepare for interviews, such as practising the questions and learning more about employers. The timeline would assist me in maintaining the organisation, giving realistic deadlines, and tracking my progress. 


[bookmark: _Toc222780401]Task 7- Making Changes- Report
Introduction
By being the manager of a care home, I would wish to propose the introduction of a digital care planning system to replace the existing paper-based documentation. This modification is required to enhance the quality of person-centred care, accuracy, efficiency, and communication. Digital systems have the potential to improve record-keeping, minimise errors, and enable information to be updated in real-time, which can help improve the outcomes of residents and adhere to regulatory requirements.
Main Body
To effect this change successfully, I will apply the Unfreeze-Change-Refreeze model by Kurt Lewin (Barrett and Zakaria, 2023). During the unfreeze phase, I will be straightforward with employees on the necessity of the change and the advantages to the residents and employees. Meetings between staff will offer a chance to address issues and minimise opposition. The change stage will involve elaborate training to instil digital skills and confidence. Continued IT assistance and monitoring shall make staff feel favoured. Lastly, during the refreeze, digital documentation will be the norm, which is enabled by a regular monitoring and feedback system. This transition requires strong leadership, communication, and emotional intelligence to cope with this transition (Motlhanke and Naong, 2021). John Kotter stresses the need to establish urgency and empower the staff to embrace change.
Conclusion
This initiative will be efficient, lead to better care quality and make the care environment more responsive and modern through the implementation of the structural change management strategies and the support of staff development.


[bookmark: _Toc222780402]Task 8- Self-Reflection 
Using one of the highlighted models of reflection, reflect on what you have learned about yourself during this module, as well as the knowledge you have gained, and explain how this has developed your skills and informed your future practice (250 words- you must reference the model you use)
Description: In this module, I learned some of the most important issues in health and social care, such as emotional intelligence, resilience, networking, equality and diversity, and change management (MacKian and Simons, 2021). These domains are critical to the good practice and delivery of high-quality services.
Feelings: At the outset of the module, I was not confident of how these theoretical concepts applied to me on a personal level. My primary perception of them was as an academic subject, and not as a practical skill. 
Assessment: One of the key positive outcomes was that I was able to have a better understanding of my professional identity (Sarraf-Yazdi et al., 2021). I also gained more self-awareness, and that is with respect to communication and emotional control. 
Analysis: The module has shown that health and social care success is not only based on technical knowledge but also on leadership, adaptability, and inclusive practice. 
Conclusion: I have come to understand that reflection is a process that cannot be stopped when growing. To improve the quality of care I provide, in future practice, I will use the reflective models on a regular basis, request feedback, and keep building my resilience and communication skills.
Action Plan: To enhance the quality of care I deliver, I will engage in reflective thinking on a regular basis, invite positive feedback, and train my resilience and communication skills in future practice.
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