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Component 1: Online Portfolio of Set Exercises





Task 1 – Personal Brand
Personal branding is about the skills, values and qualities that shape how others see me professionally. As I work towards a career as a Mental Health Support Worker, I want my personal brand to reflect someone who is compassionate, reliable and willing to learn. NHS England (2023b) identifies communication, teamwork and compassion as important qualities for healthcare support workers, which are also relevant when supporting people experiencing mental health difficulties.
I believe my strengths include listening to others, being patient and treating people with respect. These qualities would help me build trust with individuals who may feel vulnerable or uncomfortable discussing their experiences. I also value confidentiality and understand the importance of treating people as individuals rather than making assumptions about their needs. However, I recognise that having the right personal qualities is only one part of being prepared for this career. Skills England (2025) highlights the importance of professional development, effective communication and working within the limits of one's competence.
To strengthen my personal brand, I would like to gain practical experience through volunteering or a suitable support role. This would help me become more confident when responding to challenging situations and working alongside other professionals. I also plan to develop my understanding of safeguarding and mental health support through further training and feedback.
By combining my existing strengths with practical experience and continued learning, I hope to present myself as a capable and approachable candidate. Developing my personal brand will help me demonstrate that I understand both the responsibilities and values involved in supporting people's wellbeing.
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My network includes people who support me personally, academically and professionally as I work towards becoming a Mental Health Support Worker. I would describe it as a hybrid network because I rely on close relationships while also developing connections that could help with future employment. My family and friends provide encouragement when I feel uncertain, while university lecturers and classmates offer opportunities to share ideas, learn new skills and receive guidance.
These relationships provide different forms of social capital. Field (2008) explains that social connections can give people access to support and opportunities. My family and close friends represent bonding social capital because they provide a familiar and dependable source of support. Connections with classmates and community organisations could develop bridging social capital by introducing me to people with different experiences. Links with lecturers, careers advisers and potential employers may provide linking social capital, helping me understand professional expectations and employment opportunities.
Although my existing network offers valuable emotional and academic support, I recognise that my professional contacts are limited. Halpern (2005) suggests that wider social connections can influence access to information and resources. This highlights the importance of building relationships beyond people I already know. I could improve my network by attending careers events, exploring volunteering opportunities and speaking to professionals working in mental health services.
Developing these connections would help me gain a clearer understanding of the role, build confidence and identify relevant experience. It would also make my network more balanced, rather than relying mainly on people who already know me well.
















Task 3- Blog
Why Are So Many Women Discovering Their ADHD in Adulthood?
When people think of attention deficit hyperactivity disorder (ADHD), they often picture a child who struggles to sit still or concentrate in school. However, ADHD does not always look like this, particularly in women. For some, difficulties with attention, organisation and managing everyday responsibilities go unnoticed for years. It is only in adulthood that they begin to question whether ADHD could explain their experiences.
One reason women may receive a diagnosis later in life is that their symptoms are not always recognised. The National Institute for Health and Care Excellence (NICE, 2018) acknowledges that ADHD is more likely to be overlooked in girls and women, who may be less likely to receive referrals for assessment. Some women experience difficulties with concentration, forgetfulness or feeling overwhelmed rather than the more visible hyperactivity commonly associated with ADHD. These challenges can be mistaken for stress or other mental health concerns.
Another issue is that women may develop ways of coping with their difficulties without realising why they are struggling. They might spend extra time organising tasks, work harder to meet expectations or hide problems from others. Although these strategies may help temporarily, they can also make their difficulties less noticeable. Research by Young et al. (2020) highlights how gender expectations and differences in symptom presentation can contribute to ADHD being missed.
Receiving a diagnosis in adulthood can bring mixed emotions. Some women may feel relieved to finally understand experiences they have struggled with for years. Others may feel frustrated about missed opportunities or the lack of support they received earlier. A diagnosis does not change the past, but it can help someone understand their needs and explore appropriate support. This matters particularly when responsibilities increase during adulthood, as work, relationships and caring commitments can make existing difficulties harder to manage. Seeking advice should be a conversation, not a source of shame.
Greater awareness is important, not only among healthcare professionals but also within families, schools and workplaces. Recognising that ADHD can present differently may encourage people to take concerns seriously rather than dismissing them as poor organisation or a lack of effort. Women who suspect they may have ADHD can speak to their GP about their experiences and ask what assessment options are available.
Understanding ADHD in women is not about labelling ordinary difficulties. It is about recognising when longstanding challenges deserve attention, ensuring concerns are heard and helping people access support without unnecessary delays.






















Task 4- NHS Equality, Diversity and Inclusion Quiz 
1. What is the primary goal of the NHS Equality, Diversity, and Inclusion Improvement Plan?
The main goal is to reduce discrimination and inequality within the NHS workforce. It aims to create an inclusive working environment where staff feel valued, respected and supported.

2. How does the NHS EDI Improvement Plan propose to tackle the gender pay gap?
The plan requires NHS organisations to analyse pay differences and introduce improvement plans to address inequalities. It also encourages flexible working and fair opportunities for career progression.

3. What is meant by the term ‘intersectionality’ as used in the NHS EDI Improvement Plan?
Intersectionality recognises that people may experience overlapping forms of discrimination because of characteristics such as race, gender and disability. Understanding these experiences helps the NHS address inequalities more effectively.

4. Why is it important for the NHS to create a psychologically safe work environment?
Psychological safety allows staff to raise concerns, ask questions and admit mistakes without fear of unfair treatment. This supports staff wellbeing, teamwork and safer patient care.

5. How does the NHS EDI Improvement Plan suggest improving the experience of internationally recruited staff?
The plan recommends clear employment information, comprehensive induction programmes and ongoing pastoral support. Internationally recruited staff should also receive equal opportunities for training and career development.

6. What role does leadership play in advancing EDI objectives according to the NHS Improvement Plan?
NHS leaders are responsible for promoting inclusive workplace cultures and challenging discrimination. Board members must also establish measurable EDI objectives and be accountable for their progress.

7. Identify one way the NHS EDI Improvement Plan aims to reduce health inequalities within the workforce.
The plan recommends that managers hold regular well-being conversations with staff to identify concerns and provide appropriate support. This can help address health inequalities and improve staff wellbeing.

8. Why does the NHS EDI Improvement Plan emphasise the importance of collecting and analysing data on protected characteristics?
Collecting this data helps NHS organisations identify patterns of discrimination and unequal treatment affecting different staff groups. It also allows them to develop targeted improvements and monitor progress.

9. Explain how flexible working policies can contribute to equality and inclusion in the NHS workforce.
Flexible working helps employees balance their jobs with responsibilities such as childcare, caring commitments or managing health conditions. This can reduce barriers to employment and support equal opportunities.

10. What is one strategy mentioned in the NHS EDI Improvement Plan to combat bullying and harassment in the workplace?
The plan requires NHS organisations to review bullying and harassment data by protected characteristic and set targets for reducing incidents. This helps identify inequalities and monitor improvements in staff experiences.



Task 5- A Letter to Yourself
Dear Younger Me,

I know that starting a new chapter in your education feels overwhelming. You are trying to manage your responsibilities while worrying about whether you are capable of achieving your goals. There are days when you compare yourself to others and question whether you are good enough. I wish you could understand that struggling with something does not mean you are failing.

Looking back, I realise how much your confidence and wellbeing were affected by these feelings. You often kept your worries to yourself because you thought asking for help would make you appear weak. Instead of recognising how stressed you were becoming, you continued putting pressure on yourself. I now understand that emotional intelligence involves recognising your feelings, understanding what causes them and learning how to manage them appropriately. If you had developed this awareness earlier, you might have been kinder to yourself and more willing to seek support.

I also want you to understand the importance of resilience. There will be setbacks, difficult assignments and moments when things do not go as planned. However, resilience does not mean pretending everything is fine or dealing with every problem alone. It means finding ways to adapt, learning from difficult experiences and continuing to move forward. Taking breaks, asking questions and accepting guidance are all part of developing this strength.

Most importantly, I want you to stop measuring your progress against other people. Everyone learns differently, and you deserve to recognise your own achievements, however small they might seem. The challenges you experience now will help you become more patient, understanding and confident in the future.

Keep working towards your goals but remember that your wellbeing matters just as much as your achievements. You are allowed to learn, make mistakes and grow at your own pace.

From,
Your Future Self
Task 6- GANTT Chart 
Career Goal: Mental Health Support Worker[image: ]

	Task
	Dependency

	Complete Level 5 (December 2026)
	None

	Begin Level 6 (January 2027)
	Complete Level 5

	Complete mental health training
	None

	Gain volunteering experience
	Find a suitable opportunity

	Prepare CV
	Identify relevant skills and experience

	Apply for jobs (October 2027)
	Prepare CV

	Complete Level 6 (December 2027)
	Complete required coursework

	Attend interviews
	Submit job applications

	Aim to secure employment (February 2028)
	Successful application and interview



Task 7- Making Changes - Report
Improving Staff Communication Through Structured Handovers
Introduction
As a care home manager, I would introduce a structured handover system to improve communication between staff during shift changes. Poor communication can result in important information being missed, potentially affecting residents' safety and wellbeing. The Care Quality Commission (CQC, 2025) emphasises the importance of accurate records and effective systems for maintaining safe care.
Planning the Change
I would introduce a standardised handover checklist covering residents' changing needs, medication updates, appointments and any concerns requiring attention. NICE (2014) provides guidance on managing medicines safely in care homes, highlighting the importance of effective communication and accurate information.
I would use Lewin's Change Management Model, which involves three stages: unfreezing, changing and refreezing (Burnes, 2004). During the unfreezing stage, I would explain why improvements are needed and involve staff in discussions. The changing stage would involve introducing the checklist, providing training and testing the new system. Finally, refreezing would involve establishing structured handovers as part of everyday practice and monitoring their effectiveness.
Skills Required
Implementing this change would require effective leadership, communication and organisation. As a manager, I would need to explain expectations clearly, listen to staff concerns and encourage teamwork. NHS England (2018) highlights the importance of involving staff when introducing organisational improvements. I would also need problem-solving and time management skills to manage challenges during implementation.
Barriers and Solutions
One potential barrier is resistance from staff who are comfortable with existing procedures. I would address this by involving employees in developing the checklist and explaining its benefits.
Time pressures could also make structured handovers difficult during busy shifts. To overcome this, I would keep the checklist straightforward and ensure sufficient time is allocated for staff to exchange information.
Another challenge is maintaining consistency. I would regularly review handover records, gather staff feedback and provide additional guidance where necessary.
Conclusion
Introducing structured handovers could improve communication, reduce the risk of missed information and support continuity of care. By involving staff, addressing barriers and reviewing progress, I would aim to make the change practical and sustainable.
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Course dates confirmed: Level 5 ends Dec 2026; Level 6 runs Jan-Dec 2027. Other dates are proposed targets.





