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Task 1 – Personal Brand
GoldenCare Health Services focuses on providing compassionate, face-to- face healthcare for older adults in the community. The brand is built on trust, dignity and person -centred care I aim to support older individuals in maintaining independence through wellbeing checks, health monitoring, mobility guidance and preventative health education by specialising in elderly care, I create a clear professional identity and target market which strengthens my position within the healthcare sector.
Developing this brand will help me achieve my employment goals by increasing my professional credibility and employability, I plan to gain relevant experience in elderly care, safeguarding and health promotion alongside engaging in continuous professional development building partnerships with local GP practices, care homes and community centre’s will enhance visibility and networking opportunities job markets (Shepherd,2010).while proactive career development improves long- term employability (Bridgstock,2009). Additionally, authenticity and trust are essential for establishing strong professional reputation, particularly in healthcare settings (Labrecque, Markos & Milne,2011).
By consistently demonstrating compassion, competence and professionalism, GoldenCare Health Services can support both my career progression and the growing demand for quality elderly healthcare services.











Task 2 - Network Map and Rationale
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My network supporting GoldenCare Health Services reflect bonding ,bridging and linking social capital and aligns with my network diagram, the support network represents bonding capital and includes family mentors and close peers who provide emotional encouragement ,confidence and guidance ,while theses strong ties are valuable they often involve people with similar backgrounds, which may limit access to new opportunities. The social and community network reflects bridging capital and includes community centres, elderly groups and local organisations these connections help me engage with diverse individuals and better understand the needs of older adults, strengthening community trust and service relevance. The career network represents linking capital and includes GP practices, care home managers and healthcare organisations these relationships are crucial because they provide referrals, credibility and access to employment opportunities.
Currently my network is selective with strong bonding ties but fewer linking connections this imbalance may restrict professional progression. Research suggests bonding capital provides emotional support but must be balanced with wider networks for career advancement (Lin,1999). Additionally mentoring and professional relationships significantly improve employability and career development (Eby& Lockwood,2005). To strengthen my network, I will focus on expanding linking capital through placements professional networking and partnerships ensuring better alignment between my network and long -term employment goals. 
Task 3- Blog
Combating Social Isolation in Older Adults: Why Connection Matters 
Social isolation among older adults is a growing concern in the UK, according to Age Uk, (2025). Affecting both physical and mental health, many older people live alone or have limited opportunities to socialise, which can lead to loneliness, depression and even decline in mobility or cognitive function, for family members and carers understanding this issue is essential to supporting wellbeing and independence.
The COVID -19 pandemic has intensified social isolation making it harder for older adults to access community activities or see friends and family regularly, even small reductions in social contact can have significant effects on mood, confidence and overall health maintaining connections and encouraging participation in activities is therefore critical.
Community – based initiatives and personalised face-to -face support can make a real difference, services like local wellness visits, social clubs or group exercise sessions provide opportunities for older adults to interact, stay active and feel valued these activities not only reduce feelings of loneliness but also maintain independence and improve quality of life.
Family members and carers can play a key role by promoting engagement in social activities, checking in regularly, and recognising signs of isolation even simple actions, such as phone calls, a short visit or encouraging attendance at local events can positively impact mental and physical wellbeing.
By prioritising connections, carers and family members can help older people feel supported, engaged and safe tackling social isolation is not just about preventing loneliness it’s about empowering older people to live full, healthy and happy lives in their communities.





Task 4- NHS Equality, Diversity and Inclusion Quiz
1. What is the primary goal of the NHS Equality, Diversity, and Inclusion Improvement Plan?
Is to address inequalities within the workforce and ensure that all staff are treated with fairness, dignity and respect, it focuses on creating a more inclusive culture by reducing discrimination, improving representation in leadership and promoting equal opportunities for career progression.



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

By making career progression more accessible, ensuring pay processes are fair and transparent, encouraging greater representation of women in senior and decision -making positions.


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

In the NHS Improvement Plan, intersectionality refers to how different aspects of a person’s identity such as race, gender, disability or age can overlap and create unique experiences of discrimination or disadvantage it can highlight the need to consider these combined factors when addressing equality and inclusion.


Why is it important for the NHS to create a psychologically safe work environment?
Creating a psychological safe work environment is important because it allows staff to express ideas, raise concerns and admits errors without fear of negative consequences. This supports a positive culture and protects the wellbeing also helps improve patient safety and care quality. 



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

The plan aims to improve the experience of internationally recruiting staff by providing fair and ethical recruitment, clear induction and ongoing pastoral and professional support. It also focuses on tackling discrimination. Ensuring equal access to development opportunities and helping internationally recruited staff feel valued, included and able to progress in their careers.


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

leadership plays a key role in advancing EDI objectives by setting clear expectations modelling inclusive behaviours and being accountable for reducing inequalities within the workforce. Leaders are responsible for driving cultural change, monitoring progress and ensuring equality, diversity and inclusion are embedded in everyday practice.



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


By identifying and tackling disparities in recruitment, promotion and staff experience for underrepresented groups, it uses data monitoring, targeted support and leadership accountability to ensure fair access to opportunities and create a more equitable and inclusive working environment.

7. 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 where inequalities exist and understand who may be most affected. This allows organisations to take focused action, track improvements and ensure accountability in promoting equality, diversity and inclusion.



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

Flexible working policies support equality and inclusion by allowing staff to balance work with personal responsibilities such as caring roles, disabilities or health needs. This helps remove barriers, improves wellbeing and ensures a wide range of people can access and remain in the NHS roles,



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

The plan addresses bullying and harassment by promoting a zero-tolerance culture, offering training on respectful behaviours and ensuring staff can safely report concerns. This approach helps create a supportive environment where everyone feels valued and protected.











Task 5- A Letter to Yourself


Date 20th February 2026Date 20th February 2026
Fariza B Suleman 
38 Frederick Road  
Sparkhill B114GS
Birmingham 
West Midlands 


Fariza B Suleman 
38 Frederick Road  
Sparkhill B114GS
Birmingham 
West Midlands 



Dear, Younger Fariza,

I am writing this letter to reflect on the challenges you were facing at that time and to share what I have learned since then about emotional intelligence and resilience. At the time you often felt overwhelmed and unsure how to deal with difficult situations, looking back now I realised that understanding your emotions and building resilience could have helped you manage those moments more effectively.
Through learning about emotional intelligence ,I now understand how important it is to recognise and manage your own emotions as well as understand the feeling of others, I learned that taking a moment to pause and reflect before reacting can help reduce stress and improve communication if you had practiced this skill you might have responded more calmly in challenging situations and built stronger relationships with the people around you.
I also realised the importance of resilience when facing setbacks, at the time some difficulties felt like personal failures but now I understand that challenges are opportunities for learning and growth.
 If I could give you advise now, I would encourage you to be yourself and remember that mistakes are part of learning I would also remind you to seek support when needed and not feel like you must handle everything alone.
Writing this letter has helped me reflect on my personal growth and recognise how emotional intelligence and resilience are essential skills for coping with life`s challenges.
  

Yours Sincerely 
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Task 6- GANTT Chart (200 words equivalent 
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The Gantt chart is outlining my employment goals covers a two-year period and illustrates the key tasks required to secure a managerial position within a care setting. the timeline is structured to demonstrate progression, overlap of activities and clear milestones.
The first phase (Months1-3) focuses on career planning and self-assessment including identifying my preferred leadership role, reviewing job specifications and conducting a skill gap analysis from month 3-9, I will undertake professional development such as completing relevant leadership. training, safeguarding updates and digital competency courses.
Between Month 6-12, I plan to gain practical leadership experience including supervising staff, leading team meetings, and managing small projects within the work place this overlaps with Month8-14, where I will focus on networking and professional profile development ,updating my CV ,enhancing my LinkedIn profile and attending sector-related workshops, from Month 12-18, the Gantt chart identifies application preparation including refining interview techniques and gathering professional references .finally Month 18-24, are dedicated to active job applications and interviews aiming to secure a leadership or deputy manager role, this structure timeline ensures steady progression ,continuous development and measurable steps toward achieving my long-term employment objective.

Task 7- Making Changes- Report
 
Implementing a staff Wellbeing and Support Programme

Introduction
Changes are necessary and social care organisations to improve service quality, staff performance and resident outcomes. Care homes often face challenges such as high stress levels, burnout and staff turnover which can negatively impact the quality of care provided to residents, implementing workplace changes that support staff wellbeing can improve job satisfaction, teamwork and overall service delivery (Arnold,2017).  Therefore, as the manager of a care home, I propose introducing a staff wellbeing and support programme.
Proposed Change
The staff wellbeing programme would include regular supervision sessions, stress management workshops, and access to emotional support resources, this change can be guided by Kurt Lewiss change management model, which include the stages of unfreezing, change and refreezing ,during the unfreezing stage, staff will be informed about the benefit of wellbeing initiative and encouraged to share their experiences and concerns. The change stage will involve implementing wellbeing activities such as team meetings, training sessions and access to support services. Finally, the refreezing stage will ensure the programme becomes a part of the organisation`s culture through regular evaluation and staff feedback (Burnes,2004).
Skills and Barriers 
Successful implementations require strong leadership, communication and emotional intelligence, managers must encourage open communication and create a supportive workplace environment, however possible barriers include limited resources, time constraints and staff reluctance to participate. According to John Kotter”, effective leadership and staff engagement are essential for overcoming resistance to change” (1995).
Overall, implementing a staff wellbeing programme can improve staff morale, reduce burnout and enhance the quality of care delivered to residents,



Task 8- Self-Reflection 

Reflective Account Using the SWOT Model

Reflection is an important process that supports professional development and continuous learning within health and social care practise, it enables individuals to critically evaluate their experiences, identify areas for improvement and enhance their professional skills (Mann, Gorden & Mcleod,2009).The SWOT model (Strengths, Weakness ,Opportunities and Threats) provides a structured approach to reflection by helping individuals analyse their personal abilities and identify factors that may influence their development (Helms&Nixon,2010). This model is relevant to my learning during this module as it allows me to evaluate the knowledge and skills I have developed and consider how they will inform my future professional practice.

Strengths: During this module, I have a great understanding of leadership theories, change management models and reflective practice I recognised that I possess strong communication and interpersonal skills which are essential within health and social care environments, reflective learning supports professionals in analysing their experiences and improving their practice (Mann, Gordon & Mclead,2009).

Weakness: I identified that I sometimes lack confidence when applying theoretical models to real workplace situations, additionally my digital literacy and delegation skills require future development recognising these weaknesses has encouraged me to seek further learning opportunities.
Opportunities: The module has provided opportunities to enhance my leadership skills and contribute to service improvement within my organisation, reflective practice can increase self-awareness and support professional growth (Grant, Franklin & Langford ,2002).
Threats: Potential challengers include workplace pressures, limited resources and resistance to change within teams., however, reflective tools such as SWOT can help identify these challenges and develop strategies to manage them effectively.
Overall, this module has improved my self-awareness and strengthened my ability to reflect on my professional practice.
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