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Task#1-Personal Brand 
Healthcare Support Provider Agency (Helping Hands Be Friends)
[image: ]Introduction  
Exhibiting my professional potentialities and principles to my clients and  
[image: ]employers are known as personal branding. It encompasses my values
and the distinctive value which I provide to my worthy clients. Because 
professionalism, compassion, and trust have a direct impact on customer  
confidence and skillset in healthcare.
Body  
Helping Hands Be Friends care agency, which provide door to door care facilities and support, stands for person-centred approach, reliable, and caring healthcare assistance for those who usually stayed in their homes. I want to be acknowledged for my professionalism, patience, and sensitivity. Strong communication capabilities, intense intelligence, and the capacity to establish trustworthy bonds with clients and their families are my strong points. These ascribes are consistent with the idea of personal branding, which is the deliberate control of how one's professional worth is viewed by others (Montoya and Vandehey, 2009).
To build it, I am aware that I need to ameliorate my clinical expertise, leadership abilities, and virtual presence. My renown will be enhanced by my ongoing professional growth and pertinent healthcare credentials. According to research, maintaining competitiveness in the job market through personal branding necessitates intentional self-presentation and continual skill improvement (Shepherd, 2010). 
Conclusion  
To strengthening Helping Hands Be Friends, I will get closer to my long-term objective of being a reputable and successful homecare provider by building my persona via pedagogy, hone, and professional prominence.
 
 



Task # 2   Network Map    
 
Rationale and Critical Assessment  
Network map is essential in career advancement for better progressions and wellbeing. They are particularly important to get in touch with the experienced professionals and access to the number of opportunities that might not publicly promoted.
Leadership efficacies build up the strategic engagement with the community outbound to boost up the career mobility (Ibarra and Hunter, 2007). My career network helps me develop my adroitness and strengthens my professional identity in the healthcare sector.
Secular capital, which  Shapiro (2000) defines as the value derived from relationships, trust, and civic engagement, is also built through cultural networking. These connective relationships improve emotional health, resilience, and a sense of community which are salient features of the healthcare sector.
Crucially, even though my social and support systems are powerful, but I still need to expand my strategic professional network to achieve my career objectives. I need to build relationships with my peers’ which will give me more access to leadership opportunities if these dimensions are strengthened in a directed way.  


Task # 3-Blog   
                                                  Staff Wellbeing
Issue in Healthcare Sector: Addressing Liveware Prostration in the NHS UK: Why Staff Wellbeing Must Be a Precedence in Practice Setting?
Target Audience
1. Healthcare Assistants 
2. Prime Staff in NHS
One of the most topical issues facing the National Health Service is prostration among clinical workforces. Prime entities are under tremendous hassle due to growing patient demand, staff shortages, and lengthy waiting lists (Rimmer, A. 2020). NHS is supposed to provide safe  and efficient provision to the patients by improving employee satisfaction and well-being in first place (Mahase, E., 2024). Because care quality may worsen when employees discern overworked and uncredited.
[image: ]Enervations circumscribe more than simply fatigue; it also involves diminished motivation in working labour , elevated stress, and emotional weariness. Workforce challenges have a direct impact on staff morale, retention, and patient outcomes, according to research from The King's Fund (Mallorie, S., 2024). The emotional demands might be especially high for, frontline staff,  healthcare assistants and support staff, who frequently give direct care. 
In the survey of 2024 done by Thomas Stocks (2025) about staff retention and burnout on NHS Workers, more than twice as 53.1 % staff that was dissatisfied with flexible working opportunities said that they feel over exploitation because of busy work, compared to staff that were satisfied with opportunities for flexible working. 
That means it is the accountability of both organisational and individual efforts to address prostration. The NHS People Plan put emphasis on mental health assistance, work flexibility, schedules flexibility , and establishing psychologically secure work ambiance where employees may freely discuss placing issues (Mallorie, S., 2024). 
Positive developments include having access to peer support groups, counselling services, and wellness hubs leads to the addressing topical issues of NHS like workforce shortages,  burnout and enhancing professional advancement which prospects the improvement of prolonged NHS objectives to achieve.
 

 
 

















Task# 4-Quiz  
NHS Equality, Diversity and Inclusion
1. EDI Improvement Plan of NHS’s key ambition is to improve patient care out-turns while bringing up a more equitable and multicultural team by lowering discrepancies in employing, upward mobility, compensation, and employee engagement (NHS England, 2023).

2.  By boosting wage transparency, encouraging fair career promotion, and expanding gender’s access to flexible work hours and leadership aptitudes, the strategy suggests addressing the gender pay gap (NHS England, 2023).

3. It describes how several protected traits, such as sexual orientation, gender, race, or disability, coincide and interact to induce distinct experiences of prejudice and prerogative (NHS Employers, 2023).

4. To intensify the employee and patient  wellness and safety, it is censorious to provide a psychologically secure workplace where workforce may voice concerns, discrimination, or errors without fear of outcomes (NHS Employers, 2023).

5. Expatriation could be enhanced by through better induction, pastoral support, equitable onboarding procedures, and addressing bias and discrimination. This plan  recommends amplifying the experience of foreign-hired employees (NHS Employers, 2023). 

6. Leadership exhibits a crucial role by demonstrating inclusive behaviour, enforcing transparency for EDI end results, and making sure that diversity at senior levels reflects that of the entire workforce (NHS England, 2023).
7. The policy objective is to reduce systematic disparities by addressing discrepancies in hiring, advancement, and disciplinary practices that affect workers from ethnic minority backgrounds (NHS England, 2023). 

8. In order to identify incongruities, monitor progress, and ensure that the interventions being targeted are backed by evidence, the strategy places a high priority on equality monitoring (NHS England, 2023).

9.  Flexible working practices promote equity and inclusion by enabling workers with disabilities, medical conditions, or caregiving responsibilities to continue and progress in their careers (NHS England, 2023). 

10. Two strategies to prevent bullying and harassment are strengthening reporting protocols and promoting a zero-tolerance culture supported by clear policies and accountability from the leadership (NHS England, 2023).








Task#5    
A Letter to Yourself
10 Drews Lane, Birmingham.
B8 2QE.
2nd March,2026.
To,
Younger Sofia,
I remember how overwhelmed I was at that challenging period in my life. I was striving to manage personal difficulties, fulfil obligations, and satisfy expectations. When things did not go as planned at that time, I reacted emotionally and frequently questioned my potentialities. In retrospect, I see how crucial emotional intelligence and resilience would have been in enabling you to handle such situations with greater assertiveness.
Instead of letting my emotions direct me, cognitive intelligence would have empower me to identify and decipher them. I may have acted as a non-chalant and made my requirements more apparent if I had taken the time to consider the reasons behind mine agitated beset. Understanding other people's feelings would have also prevented miscommunications and preserved my connections. The aim of emotion management is to behave intellectually rather than rashly.
I would have been reminded by resilience that setbacks are not failures but rather chances for self-actualization. I may have seen issues as short-term roadblocks rather than evidence that I am unable to achieve. I would have been able to recover faster, stay motivated, and have faith in long-term objectives if I had developed resilience. Even if I couldn't see it at the time, every challenging event was building my strength secretly. 
I would advise to myself, trust your capacity for learning and adaptation. You can cultivate resilience and intellectuality, which will help you in falling stumbling blocks with more resilience and self-esteem.

Knowing this,
Future Sofia Malik








Task # 6- GANTT Chart   
Future Goal: Secure a Care Manager Position in Health and Social Care, April 2028.
	Task
	Start Date
	End Date
	Duration
	Dependencies

	Complete Level 5 Coursework
	May,2025
	April, 2026
	12 months
	Level 4 Coursework Passed

	 Workshops
(Essential Skills)
	Jan, 2026
	April,2026
	4 months
	Level 5 Ongoing Stream

	Complete Level 6 Coursework
	May, 2026
	April, 2027
	12 months
	Level 5 Coursework Passed

	 Care Work Experience
	Jul, 2027
	Dec, 2027
	6 months
	Complete Level 6  

	Building a  Professional Identity (CV and  Cover Letter)
	Nov, 2027
	Dec, 2027
	1 month
	Completion of Gaining Care Work Experience

	Jobs Application
	Jan, 2028
	Feb, 2028
	2 months
	 Professional Resume

	Interview Calls
	Feb, 2028
	Mar, 2028
	1 month
	Job Applications Submitted

	 Job Selection
	Apr, 2028
	Apr,2028
	1 day
	Successful Interviews





Task # 7-Report    
Making Changes
Proposed Modification: Inception of a Telehealth Strategy in a Care Home    
Introduction   
As a manager, I recommend a use of  telehealth in a care system to enable online remote GP consultations and monitoring, expertise input without hospital’s emergency transfers resulting in the reduction of the hospital’s admissions with an enhanced care intervention(NHS England, 2023).
Planning   
Using of Lewin’s Change Management Model:
 Change
 Implementation of Change
Unfreeze
Preparing in desire change



[image: ]Refreeze
 Solidifying the change



Unfreeze : Display information on hospital admission rates and delayed GP access. Address issues and provide advantages to residents, workers, and families. 
Modification : Provide staff trainings and workshops, set up telehealth equipment such as tablets, digital blood pressure monitors, and pulse oximeters, and conduct a three-month prototype.
Refreeze: Integrate telehealth into policy and care protocols and assess results like  fewer hospital emergency transfers, employee satisfaction, and response times (Channell,2021). 
Skills   
Skills required for a manager to run a care home with an introducing a new change in system like leadership, time management skills, digital literacy, communication skills, stakeholder engagement, decision making and conducting training and risk assessments with governance awareness.
Barriers and Solutions   
Employee aversion to technology: Designated telehealth champions should conduct practical trainings for staff to get familiar telehealth inducement.
Concerns about data protection: Confidentiality should be maintained by making secure systems authorised by the CQC and GDPR.
Limitations on resources: Create a cost-benefit analysis that shows how emergency admissions may be decreased.
Time Management: Inception of new strategies may put extra pressure on staff timings because it covers a lot of things to be placed in the system so effective time scheduling may reduce the telehealth resistance (Burnes,2017).    
Conclusion  
By introducing structural adjustments, efficient skills usage and telehealth strategy will enhance quality of care provision, healthcare accessibility and interventions.
 







[image: ]Task # 8                       Self-Reflection  Figure 1: Six stages of Learning( McLeod,2025 ).

To demonstrate the learning in this module about change management, I have cast-off Gibbs' Reflective Cycle (1988). 
Description: In the course of learning this part of the module, I reconnoitre that how people and institutes respond to the initiatives and how personal branding grow in fast-paced setting.  
Feelings: In the first instance, I perceived unconfident about how systematic overhaul philosophies applied to my self-career progression. However, as I change the scenario by keeping myself motivated and busy in peer discussion and dockets. I acquired that  restructuring is not just an organisational but also shaping my professional distinctiveness. 
Evaluation: I did a good job of understanding the theoretical ideas and making intelligent contributions to the peer discussions. I was able to successfully connect personal branding with modification concepts. I became more resilient, self-aware and adaptive.
Analysis: Learning about change management tells me that flexibility is important for long-term work. It made it clearer to me that developing a personal brand involves constant introspection and restructuring. I saw a gap in my ability to firmly lead change rather than just react to it, but I also acknowledged my strengths in communication and willingness to learning.
Action Plan: This module has given a stimulus to approach career development strategically with resilience by embracing remarks and remain flexible in an emerging market, ensuring I position myself as a trailblazer.
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