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[bookmark: _heading=h.6xzedf9t4fzr]Task 1- Personal brand 
Personal branding generally refers to the strategic practice and effective career behaviour that helps in determining the values and morality of an individual. The chosen personal brand of a social worker is based on the skills of empathy, kindness, professional and ethical practices. As opined by Quinlan and Renninger (2022), the ability to face challenges and ask for the necessary feedback helps in self-generating meaningful connections and offers empathetic self-care performances. Social workers owing accountability, dedication and sincerity are valued in the health and social care setting, as they become successful in offering effective social care services based on the demands. 
My brand stands for compassion, dignity, empathy and empowerment.
[bookmark: _heading=h.d8sfj39owcy]In order to improve my personal brand, I need to focus on the development of my communication and digital intelligence, so that I can share my valuable information on the digital platforms. As opined by Gomez-Poyato et al. (2022), effective training and continuous development can help in improving the digital competencies and thus can pave the way to success for social workers.


Task 2- Network Map and Rationale
The network of my personal branding is developed based on four pillars: career, support, social and community networks. The career network consists of lecturers, supervisors, mentors and others, providing the necessary guidance, ensuring the growth and also sharing their valuable feedback. Further, support includes the family, friends and colleagues who provide the necessary support and encouragement, and thus help in boosting the resilience and support in managing the stress (Stanley and Sebastine, 2023). The social networks include classmates and peers who share the same challenges and a bond of mutual support and development.
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Figure 1: Network Map
Moreover, the community networks include the local service providers and voluntary organisations who guided me to offer effective social care services, based on the contemporary demands. 
Issues in bridging and limited networks are my significant concerns. In order to improve these limitations, I have to take part in various career development programmes, online learning workshops and ask for mentorship for strengthening the network and companion support. Analysing my whole network, I have realised that I need to focus on strengthening the connections with the professionals in the specialisation area (career). Further, it is evident that my network is hybrid in nature, including both personal and professional connections. As opined by Akkas (2023), effective networking helps in enhancing the knowledge, clarity, visibility and strategic skills.
[bookmark: _heading=h.4l2f1qfr6m51]

Task 3- Blog 
Discussion on the burnout and workplace stress of the social workers in the UK:
The chosen topic of the blog is a significant contemporary issue hampering the deliberate activity and workflow of the UK health and social care industry: “Discussion on the burnout and workplace stress of the social workers in the UK.” As per the report of the BBC (2024), more than 50% of the healthcare staff of the NHS are planning to quit their job and looking for new ventures due to the excessive pressure of the Covid-19 pandemic (BBC, 2024). The illustration highlighted that NHS health care staff left their jobs due to the worsening condition of the workplace burden, poor working conditions, stress and these factors have led to the problem of dissatisfaction, increasing the challenges of healthcare staff retention in the UK.
Rugulies et al. (2023) have further highlighted that consistent workplace stress can further instigate emotional stress and create mental health problems among workers. Some key reasons that can increase workplace stress and burnout are illustrated below:
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Figure 2: Causes of workplace burnout and stress 
Along with the excessive work pressure, lack of acknowledgement and credibility can also impact the motivational aspects of the employees working in a hectic schedule of a healthcare setting (Elrayah and Shemlali, 2023). Therefore, it is the essential responsibility of the leaders and managers to create a healthy atmosphere to make the employees feel psychologically safe and valued. 
Whenever the social workers in the healthcare sector feel stress and burnout, they are required to engage in a reflective career development plan and seek the essential support from their colleagues and leaders to reduce the stress and burnout. Addressing the stress and dealing with the challenges strategically, the healthcare professionals will be able to maintain their career sustainability while providing high-quality care services. 
[bookmark: _heading=h.vfsmfarbrbm8]

Task 4- NHS Equality, Diversity and Inclusion 
1. What is the primary goal of the NHS Equality, Diversity, and Inclusion Improvement Plan?
The primary goal of the NHS EDI Improvement Plan is to address all the prejudices and discrimination and create a fair and supportive workplace offering high-quality healthcare services (NHS, 2023).
2. How does the NHS EDI Improvement Plan propose to tackle the gender pay gap?
Providing essential opportunities to the female workers, increasing the transparency of the equal pay of both: workers and supporting inclusive activities, this plan has helped in providing the necessary support to the women workers. 
3. What is meant by the term ‘intersectionality’ as used in the NHS EDI Improvement Plan?
Intersectionality, a significant part of the NHS EDI plan, refers to the multiple protected attributes such as gender, caste, ethnicity, religion, and age in the workplace. Breaching of the intersectionality can create several harmful disadvantages. 
4. Why is it important for the NHS to create a psychologically safe work environment?
Ensuring psychological safety means providing the right of the workers to speak for their wellbeing, training, learning and patient-centred demands.
5. How does the NHS EDI Improvement Plan suggest improving the experience of internationally recruited staff?
Addressing discrimination, supporting the pastoral care planning and tracking the career development process, the NHS ensures the safety and security of the EDI plan for the internationally recruited workers (NHS, 2023).
6. What role does leadership play in advancing EDI objectives according to the NHS Improvement Plan?
Leadership training and effective staff education in the NHS help in determining the success and progression of the EDI plan (NHS, 2025). 
7. Identify one way the NHS EDI Improvement Plan aims to reduce health inequalities within the workforce.
The plan aims to address the inequalities and prejudices by offering inclusive services, development opportunities and career development plans to the employees. 
8. Why does the NHS EDI Improvement Plan emphasise the importance of collecting and analysing data on protected characteristics?
As defined in the Equality Act 2010, the NHS EDI plan also ensures diversity, equality and inclusivity by creating a sense of belonging among the NHS staff (NHS, 2023). Collecting necessary data regarding this helps in identifying the challenges existing in the process, and based on that, incorporates effective measures to address the disparities.
9. Explain how flexible working policies can contribute to equality and inclusion in the NHS workforce.
In the NHS, every employee has the right to work in a flexible working schedule from day one of employment, and it further helps in boosting the motivation and efficiency of the employees (NHS, 2024).
10. What is one strategy mentioned in the NHS EDI Improvement Plan to combat bullying and harassment in the workplace?
EDI improvement plan supports the long-term workplace plan for taking necessary steps against any harmful behaviours taking place in the workplace (NHS, 2025). The company has taken six targeted agendas to manage workplace bullying and harassment. One of them is to have a clear discussion with the manager or the leader about the team members and identify whether they are facing any discrimination or harassment or not (NHS, 2023).  
[bookmark: _heading=h.qtb55ek13iyu]

Task 5- Letter to yourself 
Dear younger me, 
Whenever I look back to my journey, I can find the time when my mental health and well-being were at their lowest. I had very little experience regarding health and social care services, but I had a lot of willingness to learn new aspects of the role. My younger version was experiencing knowledge regarding various family sufferings in the surroundings, trauma, and hardship and was filled with the mixed emotions of holding all the hardships together and successfully working on them. 
With the course of time, I realised that I had to improve my communication skills. It would help me to interact with others by allowing me to share my own experiences and perspectives. Further developing a greater skill of emotional intelligence could have helped in acknowledging one's own feelings and, based on that, set some necessary boundaries. Effective emotional intelligence helps in realising that offering effective self-care services does not only mean consuming their burden, but it also indicates the need to communicate effectively. 
Lack of resilience creates difficulty as a personal failure, and it further creates some threats in the process of personal learning. Building a skill of resilience would have supported me to better managing the difficulties instead of constantly doubting myself. 
This module study helped me to realise that growth and wellbeing are merely significant competencies. Learning helps in regulating the emotions, addressing the disparities, seeking necessary support and thus can ensure the transformation of the inner self. Managing the effective emotions associated with empathy and kindness can help in securing success and growth in the healthcare setting. 
With regards, 
Me. 
[bookmark: _heading=h.t42c99kdb61]

Task 6- Gantt Chart 
The following table demonstrates a realistic time management process by prioritising important tasks and further ensures that short-term activities generally support long-term career progression and sustainability. 
	Task / Activity
	Year 1(2024)
	Year 2–3
	  Year     2-3
	Year 3
	Year 3–4
	Year 3–4
	Year 4

	Completing Level 1-4
	
	
	
	
	
	
	

	Completing Level 5-6 of the academic studies
	
	
	
	
	
	
	

	Develop core skills
	
	
	
	
	
	
	

	Update CV and cover letter
	
	
	
	
	
	
	

	Building a professional profile (LinkedIn)
	
	
	
	
	
	
	

	Continuous professional development (participating in training/workshops)
	
	
	
	
	
	
	

	Networking with professionals and mentors
	
	
	
	
	
	
	

	Job Hunting and Interview Preparation
	
	
	
	
	
	
	

	Ensuring employment
	
	
	
	
	
	
	


Table 1: Gantt Chart
The Gantt chart provides a clear and structured analysis of all the activities which are essential for ensuring future employment goals in the health and social care setting. The table outlines key activities, including completing the studies, developing practical experience, making a CV, uploading the CV to an online portal, enhancing the core skills and participating in various career development courses. Lastly, prioritising the tasks and ensuring steady progress are also crucial for securing a suitable employment position.
[bookmark: _heading=h.ellqytaxe57f]

Task 7- Making changes report 
As a care home manager, I have planned to conduct some significant changes in my organisation to ensure the well-being of the employees. In this regard, I have planned to develop a regular tracking and monitoring software and supervision sessions for the staff.  This effective plan can help in navigating the change by increasing emotional intelligence, improving staff retention and reducing the workplace-related stress among the employees. In order to evaluate the necessary changes, analysing and applying Lewin’s Change Management model is effective. 
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Figure 3: Lewin’s Change Management Model
This model mainly discusses three attributes: unfreeze, change and refreeze (Amina et al., 2022). The unfreezing stage includes the procedure of identifying the needs and demands for improved well-being. Moreover, in the change stage, necessary change plans, including regular monitoring, tracing and planning for supervision sessions, have been implemented. Lastly, in the refreezing stage, the feedback gathered from the supervision sessions is measured and addressed, and these factors are made a part of the organisational culture. 
Staff behaviours, staff resistance and time constraints can occur as significant challenges in the process of implementing this significant change. As opined by Drejeris and Drejeriene (2022), staff resistance and behavioural changes can create some barriers in the process of implementing the innovative changes within the process by creating negative attributes. Effective communication and providing necessary leadership support can overcome these hindrances in the process of change implementation in the health and social care domain. 
[bookmark: _heading=h.x8qbdvlpcn60]

Task 8- Self-Reflection 
Choosing the career path of a social worker and completing Level 4, Level 5, and Level 6 in healthcare and social care education, some relevant insights into learning have been gathered. Analysing key concepts of Kolb’s Experiential Learning Cycle, how this module has helped me in enhancing my personal and professional development, has been evaluated. As opined by Wijnen-Meijer et al. (2022), Kolb’s reflective model includes four significant stages, which help in analysing the career development journey of an individual. Kolb’s Learning Model is a tool created to analyse the learning of an individual from personal experiences (Jalinus et al., 2022). The concrete experience involved in improving the personal branding, skills of employability, resilience and emotional intelligence, within the health and social care domain. 
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Figure 4: Kolb’s Learning Model
Self-assessment and monitoring activities further helped me to identify my values, professional identity and emotional abilities. On the other hand, in the reflective observation stage, I have witnessed that a lack of experience in health care settings has created a lot of hurdles for me to achieve growth and sustainability in my career. Working with the members belonging to different castes, religions and identities, I struggled to manage my emotional intelligence in the process of communicating with them, which created emotional exhaustion. 
In the abstract conceptualisation stage, I aligned the theory with practice. Application of the theory and analysing my own emotional resilience, I realised that the only responsibility of a social worker is not only absorbing the emotions and stress of others. Based on the demand of the individuals, kindness and empathy need to be aligned to ensure effective social and healthcare services. In the active experimentation stage, all the insights and knowledge gained from the theory were put into practice. After completing the module, as a result, I became more confident and resilient, making me ready to face all the future challenges.
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Concrete Experience

(Students encounter real patients in
practice and select patients that fit
the selected chief complaint)

Active Experimentation

(In simulation training, students
practice anamnesis and physical
examination with standardized
patients, while other students and
faculty watch the exercise on a video
screen and provide feedback
afterwards)

Reflective Observation

(The selected patients are described
by the students)

Abstract Conceptualization

(Students present and discuss the
patient case with other students and
teachers. In addition, relevant skills
are reviewed and more in-depth
input is provided)
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