[image: ]

Saiqa Ashraf (2313780)
BMHP5015
CHANGEMAKERS; BUILDING YOUR PERSONAL BRAND FOR SUSTAINBALE EMPLOYMENT


Table of Contents
Task 1 – Personal Brand	3
Task 2 - Network Map and Rationale	4
Task 3 – Blog: The Growing Importance of Mental Health Support for NHS Workers in the UK	6
Task 4 - NHS Equality, Diversity and Inclusion Quiz	7
Task 5 - A Letter to Yourself	9
Task 6 - GANTT Chart	10
Task 7 - Making Changes - Report	11
Task 8 - Self-Reflection	12
Reference List	13




[bookmark: _Toc213342734]Task 1 – Personal Brand
Personal brand is the individual set of values, skills, and qualities that make me a future health and social care professional. Today, empathy, reliability, and dedication to patient-centred care are features of my brand, which are vital in the UK healthcare industry. Nonetheless, to become more employable and be able to meet the demands of healthcare employers, I need to continue training in other competencies, including leadership, digital literacy, and reflective practice. Smolarek and Dzieńdziora (2022) define personal branding as the act of deliberately using image in an attempt to enhance professional identity in a competitive labour market. It implies that I will need to actively pursue advancing my strengths on professional websites such as LinkedIn, ensure that I have a regular presence online, and work on the process of ongoing career development. Additionally, increasing emotional intelligence and resilience as essential aspects of employability in health and social care will enhance my resilience to stress and the ability to establish good relationships (Smaliukienè et al., 2024). Taking on voluntary positions, connecting with other professionals in the field and obtaining extra certifications will raise my credibility and visibility in the industry. Finally, I would like to build a personal brand that serves as evidence of professionalism, compassion, and lifelong learning skills that can help one sustain employment and career development in the UK health care system. 
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Mental Health Support Services
Family Members
Mentors
Voluntary Organisation
Patient Advocacy Group 
Community Health event 
Local Health Charity
Online professional Groups
Social Clubs
Peers in Healthcare program
Classmates
LinkedIn Contacts
NHS Professionals
University lecturers
CAREER NETWORK
Academic tutors
Close Friends
COMMUNITY NETWORK
SUPPORT NETWORK
SOCIAL NETWORK
PERSONAL BRAND

Career development and employability in the healthcare field require establishing and sustaining a professional network. Networks also give access to information, emotional support, and career development (Ekonen and Heilmann, 2021). Academic, professional, and personal relationships are incorporated in my network and help me learn and develop. As an example, networks with lecturers and healthcare providers may provide mentorship and placement experiences, whereas community engagement will improve my knowledge of the community health requirements. Heffernan (2021) says that there is access to resources and movement of careers with diverse networks. The effectiveness of sustaining a career in the challenging healthcare setting depends heavily on the resilience and emotional state, which my support network, comprising family and mentors, enables me to experience. The social interaction with peers promotes co-operation and learning. I can build my personal brand and establish myself well in the UK healthcare market by working on every aspect of my network through communication, volunteering, and online interactions. 
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Over the past few years, the mental health and well-being of NHS staff have been regarded as an urgent problem in the UK healthcare industry. The already existing pressures, including staff deficiency, extended working hours, and emotional burnout, were reinforced by the COVID-19 pandemic. Recent results of a survey of NHS employees reveal that more than half (44.3%) of NHS workers said they felt stressed because of their jobs, which is why the proposed systemic changes to tackle mental health are necessary (Ojeme, 2023). Not only can burnout induce staff retention, but it can also affect patient care quality, with emotionally exhausted professionals being unable to remain empathetic and focused (McFarland and Hlubocky, 2021). 
The NHS has launched the Health and Wellbeing Framework and confidential helplines as initiatives to cope with this crisis by providing psychological support. Nonetheless, mental health stigma in the workplace continues to force a proportion of people not to seek assistance. As a healthcare student and a novice professional in the field, it is essential to comprehend the significance of maintaining self-care and resilience. Mental health and burnout are strengthened by having a reflective practice, participating in mindfulness training, and being supported by networks of peers. With the ongoing changes in the healthcare setting, there is a need to cultivate an organisational culture of transparency and good health to ensure a sustainable working relationship and employee retention. Professionals of the future should not regard mental health as a patient issue; rather, it should be a professional issue. Helping caregivers have their mental health addressed guarantees all a greater, kinder and efficient healthcare system. 
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1. What is the primary goal of the NHS Equality, Diversity, and Inclusion Improvement Plan?
The main objective of the NHS Equality, Diversity, and Inclusion Improvement Plan is to establish a fair, inclusive, and caring working environment in which every single staff member feels appreciated, honoured, and supported to achieve their potential (Tchamgop, 2025). 
2. How does the NHS EDI Improvement Plan propose to tackle the gender pay gap?
The strategy relates to the gender pay gap through encouraging the reporting of pay data, fair career progression, and the accommodation of women returning to work after maternity leave or career breaks.
3. What is meant by the term ‘intersectionality’ as used in the NHS EDI Improvement Plan?
Intersectionality can be defined as the appreciation of the catalogues where several identities, including race, gender, disability, and sexuality, are aggregated to produce distinctive practices of discrimination or privilege (Losleben and Musubika, 2023). 
4. Why is it important for the NHS to create a psychologically safe work environment?
By promoting a psychologically secure working environment, the staff can raise their concerns, errors, or discrimination issues without worrying about being punished, making their well-being and patient safety better.
5. How does the NHS EDI Improvement Plan suggest improving the experience of internationally recruited staff?
The plan recommends mentorship programmes, equitable induction programmes, and career development prospects to facilitate inclusion and retention of internationally recruited employees. 
6. What role does leadership play in advancing EDI objectives according to the NHS Improvement Plan?
Leaders are expected to lead by example and create an inclusive environment, hold teams responsible towards EDI progress, and entrench equality goals within organisational strategies. 
7. Identify one way the NHS EDI Improvement Plan aims to reduce health inequalities within the workforce.
The plan facilitates the special support of underrepresented staff groups by providing equitable recruiting, integrative training, and anti-discrimination. 
8. Why does the NHS EDI Improvement Plan emphasise the importance of collecting and analysing data on protected characteristics?
Gathering and analysing data on characteristics that have been protected will result in evidence-based decision-making and detecting any disparities in recruitment, retention and even promotion. 
9. Explain how flexible working policies can contribute to equality and inclusion in the NHS workforce.
Flexible work improves inclusiveness in that it helps employees with caring, disabilities, or other needs to balance their work and other aspects of life, boosting employee retention and enhancing work-life balance. 
10. What is one strategy mentioned in the NHS EDI Improvement Plan to combat bullying and harassment in the workplace?
The development of the plan is based on the fight against bullying and harassment by means of a zero-tolerance policy, enhancement of reporting systems, and the responsibility of leadership.
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Dear Younger Me,
I understand you feel overwhelmed now, you are struggling to manage your school, job, and personal life and trying to wonder whether you are good enough. You were also prone to overworking yourself at that time without realising you had the same emotional needs. In retrospect, I understand how valuable emotional intelligence and resilience would have been to help you handle those problems more constructively. 
Had you known emotional intelligence, you could have managed stress and conflict more calmly and self-contained. Instead of responding due to frustration or fear, you might have waited, analysed and responded more appropriately. Being able to develop empathy would also have made your relationships more personal with others, so that you know when to seek support instead of being isolated. 
Even resilience would have alerted you not to take setbacks as failures but as a chance to become even stronger. The healthcare profession, as I currently understand, demands flexibility, self-care and the bravery to recuperate after a challenging situation. The lesson of resilience includes learning how to accept uncertainty, leaving the past behind, and having hope even when the world is uncertain. 
One thing that I would say to you is to be nice to yourself. Learn to hear your feelings without their condemnation and bear in mind that it is not the avoidance of trouble which will make you strong, but the learning to take what comes that makes you strong. Those classes will make you a kinder, more rooted and better version of yourself. 
With care,
Your Future Self
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A Gantt chart is a well-organised time map to plan and track career development processes, helping in goal-oriented employability planning. Wadhwa (2024) states that project management techniques, such as Gantt charts, will promote accountability, time management, and tracking of progressions-qualities needed in career planning, as well as in health care settings. This chart proposes several important steps, including self-analysis, networking, and obtaining a hands-on experience, that are relevant to the NHS requirements of being an employable, reflective, proactive, and skilled professional (Feeley et al., 2022). Milestones are planned to ensure the milestones proceed regularly and provide flexibility to react to any varied opportunity. The integration of certifications and networking will focus on professional constant growth, which is also of paramount importance to remain employable in the changing health and social care industry. All in all, this direct process allows a clear, action-oriented passageway between preparation and employment, so one is ready to put quality and sustainable work into the UK healthcare industry. 
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As a care home manager, I would like to adopt a digital care management system to substitute paper-based recordkeeping. This will enhance efficiency, accuracy, and person-centred care as real-time documentation, better data security, and increased staff-to-staff communication will be possible. In order to implement this change successfully, I will use the Change Management Model by Lewin, which is based on 3 prevailing stages that include: unfreezing, changing, and refreezing (Ellis, 2023). The unfreezing stage will involve meetings and training with staff to discuss the advantages of digitalisation, overcome fears and create change motivation. In the changing stage, I will train hands-on, offer technical support, and pilot the system to the staff to make it easy to adapt. Lastly, under refreezing, the new practices should be integrated into daily practice with the help of policy and performance monitoring to maintain sustainability. 
Leadership, communication and digital literacy skills are some of the requirements of the successful implementation of this initiative. Managers should be exemplary leaders who can establish a culture of trust and receptiveness towards change (Mwamba, 2023). Resistance among the staff because of fear of the technology, lack of training or feeling overworked are possible barriers. Constant feedback through peer mentoring and recognition of early adopters will be crucial to overcoming them. With effective communication and a supportive leadership approach, this change will be able to modernise operations, improve care quality, and fit the organisation into the overall digital transformation objectives of the NHS. 
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What?
The module has allowed me to gain a clearer insight into my personal brand, employability skills, and professional identity in the UK health and social care industry. I learnt that a personal brand is more than credentials, but also emotional intelligence, self-awareness, and self-growth. I also realised the value of networking and resilience when coping with career issues. 
So, What?
This learning experience has prompted me to contemplate my communication style, flexibility, and career goals. I have now understood the role of emotional intelligence in making teamwork and patient-centred care efficacious. Bubnys et al. (2023) believed that reflection aids the integration between theory and practice by promoting critical thinking and self-development. Using this model enabled me to find knowledge gaps in my digital literacy and leadership credentials that are critical in contemporary healthcare positions. Learning about equality, diversity, and inclusion also enhanced my awareness of professional practice, fairness and care.
Now What?
In the future, I will become more employable by making use of professional networking, relating to NHS workshops, and acquiring additional certifications. I will, likewise, engage in reflective practice frequently to review my progress and remain resilient in difficult circumstances. Reflective practitioners are constantly learning from their experiences as proposed by Schoen, and they are becoming more competent and confident (Johns, 2025). This module has also enabled me to assume charge of my career path and to continue to face future healthcare roles with empathy, professionalism, and a growth mindset. 
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