[image: ]

Cover Page
Name: Areeba Khan
Student number: 2419588
Module Title: Changemakers: Building Your Personal Brand for Sustainable Employment   
Module Code: BMPH5015
Assignment Title: Component 1- Online Portfolio










Task 1 – Personal Brand
Write about your own person brand and how you could develop this to enable you to reach your employment goals (250 words- Minimum of 2 referenced sources)

In an employment context, my personal brand represents the unique value proposition, professional identity, and promise of quality I offer to potential employers. Rather than serving merely as a job title, personal branding is a deliberate act of self-promotion that distinguishes my capabilities from those of professional competitors. Pawar and Gandhi (2016) suggest that an individual’s personal identity and professional identity can exist as distinct brands; however, aligning my core personal values and strengths with my work ethos creates an authentic workplace identity.
My primary strengths lie in my strong interpersonal relationships, my ability to collaborate effectively with other professionals, and being well-spoken when articulating and presenting my ideas. These communication assets form the core foundation of my professional brand. However, applying a personal SWOT framework highlights a significant internal weakness: my tendency to struggle with time management and leave tasks until the last minute, creating unnecessary pressure.
To develop my personal brand and achieve my dream job, I must address this weakness so that last-minute rushes do not undermine my brand promise of consistency and reliability. Using a brand mood board to visually clarify my career trajectory and goals, I will translate these ideas into a structured Personal Development Plan (PDP). As Yakup and Sevil (2011) note, a strong brand delivers a reliable promise that distinguishes an individual from competitors. By adopting structured time-management strategies, I can protect my professional reputation and secure my dream role.








Task 2 - Network Map and Rationale
Create a map of your own network considering career, support, social and community dimensions. Additionally you should provide a supporting rationale explaining and critically assessing this (250 words-Minimum of 2 referenced sources).
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Task 2: Network Map Rationale

My social network map illustrates a hybrid network structure, combining distinct tie strengths across my career, support, social, and community dimensions. In my support sphere, I possess high bonding social capital, supported by stronger ties with my husband, mother, sisters, in-laws, and schoolteachers who provide emotional and practical stability. Conversely, my social and community domains consist of weaker ties, including friends, family, baristas, and health and education professionals such as doctors, health visitors, therapists, dentists, and SendCos, which offer valuable bridging social capital by connecting me to wider community resources and diverse social perspectives.
Critically assessing my network reveals a primary weakness in linking social capital. My career domain relies heavily on weaker and latent ties with university lecturers and career advisors. According to Granovetter’s (1973) Strength of Weak Ties theory, while weak ties offer novel information, latent ties require active engagement and communication to yield tangible professional opportunities. Furthermore, Putnam (2000) emphasises that while bonding ties foster high trust and mutual support, they cannot substitute for the vertical leverage provided by linking capital with institutional authority figures needed for strategic career mobility.
To improve my social capital, I must actively transform my latent career connections into functional bridging and linking ties. Proactively reaching out to career advisors and university lecturers will build strategic social connections, enhance vertical mobility, and effectively support my long-term career progression

Task 3- Blog
Write a blog exploring a current topic or issue of your choice within the health and social care sector in the UK. The purpose of this is to inform a specific target audience of your choosing (400 words) Referencing of your sources of information is not a compulsory requirement but could be beneficial.

Blog Title: Bridging the Care Gap: Why Workforce Reform is the Key to a National Care Service
Target Audience: Social Care Leaders, Local Authority Commissioners, and Care Sector Managers
The UK adult social care sector stands at a critical crossroads. Recent findings from the British Social Attitudes survey show that public satisfaction with social care remains at a low 14%, while dissatisfaction sits at 49%. Furthermore, 71% of respondents report that there are not enough staff in the health and social care system. For care managers, local authority commissioners, and front-line staff, these statistics reflect daily operational pressures driven by recruitment shortages, retention bottlenecks, and increasing complexity of care needs. However, recent policy initiatives provide a fresh roadmap to transform social care delivery.
To address these structural issues, the Department of Health and Social Care (DHSC) has published priority outcomes designed to lay the groundwork for a National Care Service. Supported by £4.6 billion in additional funding by 2028–2029 compared to 2025–2026, central government is simplifying local finance by consolidating individual grants into broader Fair Funding Allocations. Policy expectations centre on three strategic priorities: ensuring a skilled, supported workforce delivers care; promoting individual choice and independence; and integrating health and social care services directly at the neighbourhood level.
Crucially, achieving these priority outcomes requires putting the social care workforce at the Centre of reform. High-quality, person-centred support depends entirely on care staff's skills and wellbeing. Strategy plans across the UK, such as Northern Ireland's 10-year social care reform plan, prioritise attracting and retaining talent by funding fair pay frameworks like the Real Living Wage, alongside embedding digital and assistive technologies to support community care. This strategy reflects public expectations, as 46% of citizens identify helping people stay independent at home as their top social care priority, followed by improving service quality (44%).
Ultimately, building a resilient health and social care sector demands moving beyond short-term fixes toward sustainable workforce investment and integrated local delivery. Care workers perform an essential role in maintaining population health, preventing avoidable hospital admissions, and fostering dignity in local communities. For care leaders, local authority officers, and providers, turning policy into reality will depend on strengthening local partnerships, leveraging digital solutions, and ensuring workforce pay reflects the vital value of social care. Supporting care staff is the single most important step toward delivering a National Care Service fit for the future. 

Task 4- NHS Equality, Diversity and Inclusion Quiz (250 words equivalent)
1. What is the primary goal of the NHS Equality, Diversity, and Inclusion Improvement Plan?
(Answer in one or two sentences.)

In order to improve equality, diversity and inclusion for NHS staff so they feel a sense of belonging and are safe in their workspace (NHS, 2023).

2. How does the NHS EDI Improvement Plan propose to tackle the gender pay gap?
(Answer in one to two sentences.

The NHS boards will track and monitor the data to identify what factors contribute towards the pay gap. Their recruitment campaigns will include flexible working options; they will apply the Mend the Gap and review recommendations for medical staff, which will then enable them to create a plan for their non-medical workers.

3. What is meant by the term ‘intersectionality’ as used in the NHS EDI Improvement Plan?
(Answer in one to two sentences.)

Intersectionality recognises that people possess complex and multiple identities, and that different forms of inequality or disadvantage can combine to create obstacles that cannot be addressed through the lens of a single characteristic in isolation. 

4. Why is it important for the NHS to create a psychologically safe work environment?
(Answer in one to two sentences.)

Creating a psychologically safe work environment allows NHS staff to safely raise concerns, ask questions, and admit mistakes without fear, which significantly boosts staff morale, engagement, and retention. Ultimately, this releases the full benefits of workforce diversity to deliver more effective, efficient, and safer patient care.

5. How does the NHS EDI Improvement Plan suggest improving the experience of internationally recruited staff?
(Answer in one to two sentences.

To improve the experience of internationally recruited staff, the plan calls for comprehensive onboarding and pastoral support packages alongside clear pre-joining guidance on employment and immigration conditions. It also requires line managers to foster cultural awareness, build psychological safety, and proactively ensure international recruits have equal access to career development opportunities

6. What role does leadership play in advancing EDI objectives according to the NHS Improvement Plan?
(Answer in one to two sentences.)

According to the NHS EDI Improvement Plan, leaders set the tone and workplace culture by role-modelling inclusive behaviours, demonstrating personal commitment, and actively working to eliminate discrimination. To ensure accountability, senior executives, chairs, and board members are required to have specific, measurable EDI objectives integrated into their annual performance appraisals

7. Identify one way the NHS EDI Improvement Plan aims to reduce health inequalities within the workforce.
(Answer in one to two sentences.)

One way the NHS EDI Improvement Plan aims to reduce workforce health inequalities is by requiring line managers to hold regular, effective wellbeing conversations with their teams using the national NHS health and wellbeing framework. The plan also targets common causes of staff ill health and absenteeism by actively reducing workplace bullying, harassment, and incivility.

8. Why does the NHS EDI Improvement Plan emphasise the importance of collecting and analysing data on protected characteristics?
(Answer in one to two sentences.)


The NHS EDI Improvement Plan emphasises collecting and analysing data on protected characteristics because reliable data is essential to identify specific workplace inequalities, target interventions, and establish data-driven board accountability. Furthermore, tracking this data enables NHS organisations and NHS England to monitor progress over time, address under-representation and pay gaps, and evaluate the impact of their equality initiatives
9. Explain how flexible working policies can contribute to equality and inclusion in the NHS workforce.
(Answer in one to two sentences.)

Flexible working policies promote equality and inclusion by supporting staff in balancing work-life commitments, managing caring responsibilities, and maintaining health and wellbeing while enabling ongoing professional development. By removing the barriers created by inflexible working practices, these policies enhance recruitment, retention, and career progression across diverse demographic groups while helping to close pay gaps.

10. What is one strategy mentioned in the NHS EDI Improvement Plan to combat bullying and harassment in the workplace?
(Answer in one to two sentences.)
One strategy mentioned in the NHS EDI Improvement Plan is adopting a proactive, preventative approach that prioritises early informal interventions over formal escalation, alongside providing comprehensive psychological support for staff affected by bullying and harassment. Additionally, organisations must review bullying data by protected characteristic to set targeted reduction goals and ensure mechanisms exist to protect those who speak up.


Task 5- A Letter to Yourself
Think of a time in the past when you may have been experiencing issues or difficulties, and after considering what you have learned in this module about emotional intelligence and resilience write a letter to your younger self explaining how these attributes were important at that time and perhaps how developing these areas could have been useful (300 words)

To My Younger Self,
Looking back at that overwhelming period when I experienced severe workplace burnout and constant anxiety, I realise how much I needed the very attributes I have since studied. At the time, I treated every obstacle as a personal failure, suppressing my distress and trying to carry the burden entirely alone.
Reflecting on this now, I see how vital emotional intelligence would have been during that crisis. Emotional intelligence is defined by Salovey and Mayer (1990) as 'the ability to monitor one's own and others' feelings and emotions, to discriminate among them and to use this information to guide one's thinking and actions'. Similarly, Frothingham (2026) describes it as 'the ability to perceive, understand, and manage one's own emotions and relationships', while Channell (2025) highlights Goleman's framework focusing on self-awareness, self-regulation, motivation, empathy, and social skills. Back then, I lacked self-awareness and self-regulation. I suppressed my emotions until reaching a breaking point, reacting impulsively out of fear. Developing these core competencies would have allowed me to label my distress accurately, pause intentionally before reacting, and communicate my boundaries effectively.
Equally critical was emotional resilience, which the American Psychological Association (2020) defines as 'the process of adapting well in the face of adversity, trauma, tragedy, threats, or significant sources of stress'. Additionally, Southwick et al. (2014) frame resilience as the capability to adapt flexibly, recover from challenges, and foster post-adversity growth. During that time, I viewed hardship as a permanent defect rather than a temporary challenge. Understanding emotional resilience would have reminded me that emotional pain is impermanent and that leaning on social support transforms how the brain perceives threats.
By developing emotional intelligence and resilience, I would have treated myself with self-compassion, sought help without shame, and navigated adversity with confidence.
With understanding,
My Present Self

Task 6- GANTT Chart (200 words equivalent)
Compile a Gantt chart which illustrates the tasks you have to complete to achieve your future employment goals
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Achieving future employment goals as a university student requires balancing academic achievement with personal wellbeing, emotional intelligence (EI), and resilience.
Phase 1: EI Assessment & Academic Baseline (Months 1–3): University students frequently face heightened stress from academic workloads and transitions to independence. Initial tasks focus on developing emotional literacy and self-awareness, learning to distinguish thoughts from feelings to establish strong baseline emotional functioning.
Phase 2: Building Resilience & Coping Mechanisms (Months 3–8): Sustained academic pressure can lead to chronic stress or burnout. This phase incorporates structured coping strategies, such as accurate thinking, problem-solving, and reflection, to build personal resilience, enabling students to tolerate ambiguity and bounce back from setbacks.
Phase 3: Networking & Environmental Support (Months 2–9): Cultivating meaningful social connections and environmental support networks fosters eudemonic wellbeing. Developing interpersonal skills and empathy helps build professional relationships crucial for future career opportunities.
Phase 4: Internship & Graduate Employment Transition (Months 6–12): Completing internships and applying for graduate roles requires executing decision-making, stress management, and adaptability under pressure. Developing these core competencies promotes sustainable productivity and long-term career success.


Task 7- Making Changes- Report
You are the manager of a care home and want to make changes your workplace. Identify one specific change that you want to implement  and write a brief report on how this is going to be achieved considering the necessary skills needed and addressing possible barriers to success. Relevant change models can be highlighted (350 words Minimum of - 3 referenced sources). 


Operational Change Proposal: Implementation of a Standardised Digital Care Recording and Communication Handover System
1. Introduction & Proposed Change
To mitigate risk and ensure care plan compliance, I propose transitioning our care home from fragmented paper recording to a standardised digital care recording and handover system. Business Dictionary (2020) defines a problem as "A perceived gap between the existing state and a desired state, or a deviation from a norm, standard, or status quo." Communication barriers currently cause misunderstandings and care plan errors.
2. Necessary Management Skills
Driving this transition requires three core managerial capabilities: decisive decision-making to choose effective courses of action and act upon quality assessments; structured problem-solving to take corrective action and resolve operational gaps; and clear communication to bridge gaps between staff, professionals, and care recipients.
3. Implementation Plan & Project Life Cycle
As Simon and Murray-Webster (2018) define, a project consists of "activities that are done to meet specific objectives for change." I will manage implementation across five life cycle stages: Initiation (defining objectives, feasibility, stakeholders, and project charter), Planning (establishing timelines, budget, risk management, and work breakdown structures), Execution (coordinating resources and tasks), Monitoring (tracking performance against plan), and Closing (reviewing outcomes, logging lessons learned, and securing stakeholder sign-off). I will utilise SMART goals (Specific, Measurable, Attainable, Relevant, Time-bound) to set objectives and Gantt charts to visually track tasks, timelines, dependencies, milestones, and progress percentages.
4. Barriers to Success & Mitigation
Key operational risks include high staff workload and stress, resistance to change, and communication barriers. To mitigate these issues, I will implement a phased software rollout, establish a clear communication plan, and provide structured training and support, protecting person-centred care and reducing burnout while ensuring seamless operational adoption.
5. Monitoring & Evaluation
Post-implementation evaluation will follow Berriet-Solliec et al. (2014) by organising and analysing gathered information across three core goals:
To Measure: Tracking performance against progress reports and quantitative metrics.
To Understand: Analysing staff feedback and operational impact on care continuity.
To Learn: Identifying key lessons learned ("What went well?") to drive continuous service improvement and sustain delivery standards across the care home.
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