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Task 1 – Personal Brand

Task 1: Personal Brand 
A personal brand reflects how one conveys one’s values, skills, and professional identity to a potential employer. My logo is not just an image; it is a real promise about who I am and the value I provide (Pogorzelski, 2018). I hope to leave a lasting impression on you. Not only that, I want to be consistent and maintain authenticity in my professional life.
My present personal brand reflects creativity, adaptability, and good interpersonal communication skills. My skills ensure that I work well with others and stay calm. As per Goffman (1959), a stage has been set for people to act in parallel to their environment or fabricating favorable environments. I use this technique on purpose. At my office, I present myself appropriately, yet I remain true to my character and values.
I want to enhance my digital presence and develop my technical skills in the future to reflect my creative and professional aspect. In this way, I can develop credibility and trustworthiness, which contribute to the formation of long-term professional relationships, just like with famous brands (Pogorzelski, 2018). I am going to do this by posting my work online, engaging with industry professionals and furthering my knowledge of digital tools and design trends.  Doing these activities will keep me relevant and show that I am proactive and passionate about self-improvement. Developing an authentic and clear personal brand will help me achieve my career goals in a global competitive job market. In the end, the brand should point to my actual competencies and my true passion for creating something new and different.




Task 2 - Network Map and Rationale
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Legend
Advisors and co-workers as well as their clients and mentors.
Peers, alumni, recruiters and freelance collaborators that support.
The outer ring consists of larger social, community, and industry influencers and organizations.
Rationale 
My social network map classifies my contacts by career (mentors, coworkers, recruiters), support (family, close friends, tutors), and community/social (alumni, meetups, volunteer agencies). This set-up shows a layered approach to mobilizing. The inner circle is for day-to-day work and feedback. Inner circle people are high trust and interact regularly. The middle circle is for opportunities and practical collaboration. The outer circle is for visibility, thought leadership and weak-tie opportunities (which being the link to a new role or client is bridging capital). To be true to your brand which means to “present appropriately, yet remain true” (Goffman, 1959) across these tiers. Regularly putting up work and engaging with industry stakeholders strengthens signaling and reputation building — like a brand promise to strengthen trust (Pogorzelski, 2018).
The map points out two types of risks. One risk is that an over-reliance on close-knit ties may limit exposure to new opportunities. Another risk is that superficial connections with those on the outer circle can come off as inauthentic. To avoid this scenario, ensure consistent and stable knowledge sharing (in the form of case posts, micro project) that demonstrates your technical skills but more importantly, that ensures your thinking style remains genuine and authentic. Lastly, try to develop a limited number of cross cutting connectors (like a mentor who is also a speaker in the industry).  They will convert weak ties into good opportunities without misappropriating your brand promise.

















Task 3- Blog
NHS mental health services are facing increasing pressure.
This training is ideal for young adults entering health or social care professions.
The NHS Mental Health Services are under growing pressure from the changing landscape of mental health in the UK. Young professionals entering the industry today are faced with challenges, but they are also presented with opportunities to make change.
The demand for mental health support has increased in recent years. The crisis of inflation, the stress of social and digital media, and the long-lasting impacts of the COVID-19 pandemic have increased levels of anxiety and depression, especially among young people.
 More people than ever are being referred for mental health treatment according to NHS England. This has resulted in lengthening waiting lists and more strain on frontline staff.  Even though there is a growing understanding and a decreasing stigma, the support systems facing shortages in workers and unequal access across regions.
For new health and social care professionals, these pressures may seem enormous, but there are opportunities for good change at this time. According to the NHS Long Term Plan (2019), which outlines strategies for changing mental health services, there will be more money spent on intervening early, on community mental health services and on digital tools such as online therapy. Creating these things will help ease the strain on acute services and make it easier for service users and access the services they need.
There’s an increased emphasis on person-centred and culturally competent care. As the UK becomes ever more diverse, new practitioners are key to facilitating communication and providing support that is tailored to individual needs. Most young professionals are flexible, are comfortable with technology and understand modern social challenges.
The NHS’s mental health services are under pressure, but the sector get better. Those who are still starting their careers can help communities across the UK by making them more innovative, suitable and inclusive in terms of care.
Task 4- NHS Equality, Diversity and Inclusion Quiz 
1. What is the primary goal of the NHS Equality, Diversity, and Inclusion Improvement Plan?

We want to help all staff flourish in a fair, inclusive and equitable NHS workforce. Furthermore, we want to improve patient outcomes by reducing inequalities in access, experience and health.


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


The initiative will reduce the gender pay gap by increasing women’s access to senior roles, improving pay data transparency and ensuring equitable career progression and promotion processes.


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

Intersectionality means how social locations such as gender, ethnicity, disability, and sexuality overlap to result in discrimination or privilege in a person’s experience.

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

A workplace that is psychologically safe for staff to speak up, raise concerns and share ideas without fear improves wellbeing, improves teamwork and improves patient safety.


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

To ensure that international staff feel valued and included, it suggests providing better induction, pastoral support, equality of opportunity, and protection from discrimination.


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

Leaders should engage in inclusive conduct actively. Moreover, they should accept responsibility for creating equal opportunities based on gender identity, disability, and ethnicity.



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

You can underrepresented staff groups by implementing targeted policies and support programs, through addressing disparities in access to career development, training and progression opportunities.



8. Why does the NHS EDI Improvement Plan emphasise the importance of collecting and analysing data on protected characteristics?
 
It helps to highlight the gaps and inequalities in the workforce to help NHS take evidence-based actions to help achieve fairness and inclusiveness.

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

Workers with the responsibility to take care of children, disabilities, or with special private matters can work flexibly. This helps fair participation in the workforce.

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

When incidents occur, having safe reporting methods helps address the issue. Also, make sure to provide training and educate people. Most importantly, follow a zero-tolerance policy, and the consequences will be appropriate punishment.













Task 5- A Letter to Yourself
Dear Roxana,

 I understand it was hard for you back then. You were feeling excess pressure and didn’t know how to deal with it. If I could go back in time, I would tell you how important emotional intelligence and resilience are and how critical they could have been in those times. Emotional intelligence, or EQ, is the ability to effectively manage one's own emotions. Had you stopped to notice the feelings instead of reacting straight up, your response to situations and conflicts would have been more meaningful. If you had empathy and communicated clearly, you would have strengthened your relationships and avoided stress. Resilience means being able to recover from difficult experiences. It is a quality everyone possesses. Things don’t always go according to plan, including that time. If you have developed resilience why not learn from the challenge instead of it being an obstacle for you. You will always get upset or frustrated. What is important is that you will come back stronger every time. Mixing emotional smarts with resilience could have helped you make better decisions, handle stress well, and build confidence in your ability to succeed. Remember, these are skills that grow over time. Had you reflected on your feelings, asked for help or adjusted to the change during those days, you would have an easier life now, and you might not feel so sad now. Take care of yourself and trust in your growth.

 With understanding and encouragement,
Roxana 









Task 6- GANTT Chart 
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My Gantt chart outlines my key tasks to achieve my future employment goals, times and relationships between tasks. The graph reflects a 12-month chart developed to enhance professional skills, increase networking, and improve digital presence to boost employability. 
The first task is skills development which involves completing relevant online courses in design, digital tools and project management. There's a lot of groundwork in Month 1-4 and this is the start of everything.   In addition to this, I will start working on my portfolio as I will be collecting work examples (from Month 2 to Month 6) for showcasing creativity and technical skills.
During Month 3 to Month 12, I will begin networking and engagement by going to events, connecting with a mentor, and doing some freelance work. This will coincide with enhancement of online presence (Month 4 to Month 12). I will continuously post work on professional platforms along with writing blogs and connecting with others to gain credibility.

I will spend months 7 to 12 applying for jobs and attending interviews using my network, portfolio, and updated skills. The Gantt chart shows the dependencies between tasks, such as developing my skills before applying for jobs, and places an emphasis on reviewing constantly to ensure I am on track for my job goals.
Task 7- Making Changes- Report
A care home has implemented systems for the management of digital care.
Introduction
As manager of a care home, I believe in a digital care management system that makes record keeping easier, streamlined communication between staff and improves the quality of care offered to residents. This system will take over paper records so that the health information, care plans, and logs of residents will be updated daily. Implementation Strategy.
 The 8-step change model will ensure staff engagement and successfully carry out the change (Kotter, 1996). The first step is to create urgency by showing inefficiencies in existing systems. A group of senior staff members will be the guiding coalition for the initiative. A clear vision and communication plan will be written to explain these benefits to all employees. We will conduct training sessions to create digital literacy and confidence in using the system. 
Necessary Skills
To successfully implement a project requires leadership, project management and interpersonal skills to motivate staff and counteract resistance. The staff will require technical skills, problem solving skills, and flexibility to learn new workflows.
 Potential Barriers and Solutions
Resistance to change can be anticipated, especially anyone that works with papers. One way to eliminate this is through hands-on training and assurance of continued support and success. Budget constraints could be a problem. These will be handled by implementation in phases and exploring low-cost software. 
Conclusion
You will enhance efficiency, communication, and resident care by implementing the digital care manager. This change can be successfully integrated into the care home by implementing structured approaches to changing management and equipping staff with necessary skills.























Task 8- Self-Reflection 

Self-Reflection Using Gibbs’ Model
During this module, I have gained valuable insight into my personal and professional development by reflecting on my experiences, skills, and future aspirations. Using Gibbs’ Reflective Cycle (1988), I can systematically evaluate these experiences and identify areas of growth.
Description & Feelings: I engaged in tasks such as personal branding, networking, and creating reports on workplace change. Initially, I felt uncertain about how to present myself professionally and how to navigate the complexities of career planning.
Evaluation: Through these tasks, I realized that I am more adaptable and creative than I had previously acknowledged. I improved my understanding of professional identity and the importance of consistent communication across digital and in-person platforms. Additionally, developing a network map helped me recognize the value of both strong and weak professional ties.
Analysis & Conclusion: This process highlighted the importance of emotional intelligence, resilience, and strategic planning in professional growth. I learned that actively reflecting on experiences strengthens self-awareness and allows me to identify strengths and areas for improvement.
Action Plan: Moving forward, I will continue to develop my digital presence, refine my technical and interpersonal skills, and engage with industry professionals to enhance employability. The structured reflection process has reinforced my commitment to continuous learning and adaptability in a competitive professional environment. By applying these insights, I am better equipped to make informed career decisions and foster professional relationships aligned with my values and goals.
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