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1. Introduction
The United Kingdom's health and social care sector is undergoing rapid transformation, driven by an ageing population, persistent workforce shortages, and rising demand for complex care (NHS England, 2023). Within this environment, employability has become a central concern for individuals aspiring to build meaningful and sustainable careers. Employers increasingly expect more than qualifications; they seek professionals who combine technical competence with leadership, resilience, digital fluency, and emotional intelligence (Skills for Care, 2024).
The demand for capable Health and Social Care Managers has grown substantially in response to workforce pressures and increasing service complexity. The Care Quality Commission (2023) reports that leadership quality remains one of the most significant determinants of care outcomes, patient safety, and staff retention. Consequently, developing a coherent personal brand and evidencing a clear professional identity has become as important as clinical or operational expertise. Effective managers must now demonstrate their value across multiple platforms, including CVs, LinkedIn, and professional networks, while continually updating their skills through Continuing Professional Development (NHS Leadership Academy, 2023).
The purpose of this report is to analyse the employability skills required to secure and succeed in the role of a Health and Social Care Manager in the UK, evaluate the author's current strengths and areas for development, and outline a structured five-year action plan to bridge identified gaps. The report begins by describing the chosen job role using a current UK vacancy. It then examines the core employability skills required for the role, followed by a personal skills evaluation supported by a SWOT analysis and Gibbs' reflective cycle. Finally, the report considers personal branding, unique selling points.
2. Overview of the Chosen Job Role
The job role chosen is Health and Social Care Manager. This is based on a currently advertised NHS Request for a Registered Manager on the NHS Jobs website located in a community-based adult social care service. It reflects the responsibilities of modern managerial roles in the field.
The job description outlines the responsibility of the operational leadership for the service on a day-to-day basis. This includes the supervision of staff, care and service users, planning and preparation, and assurance of quality and budget. The Registered Manager also holds the service accountable to the Care Quality Commission’s (CQC’s) Fundamental Standards; Registered Managers promote safe care for service users, and that care is person-centred. Registered Managers also work with and lead teams that are made up of various professional disciplines.
A Level 5 Diploma in Leadership for Health and Social Care (or equivalent) and several years of health and social care managerial experience and expertise in communication, decision-making, and digital skills are minimum requirements. It is good to have emotional intelligence and cultural awareness, and experience in health care quality improvement (Institute of Health and Social Care Management, 2024). Clinical, business, and leadership skills are essential for this role.
3. Analysis of Employability Skills
Being a Health and Social Care Manager relies on a variety of competencies, including interpersonal, cognitive, technical and ethical skills. Among these, West (2021) highlights the importance of compassionate and inclusive leadership, describing it as the predominant leadership style supporting high performance and positive outcomes in health care teams. A high level of trust among team members is achieved when managers embody ethical behaviour and support psychological safety in their teams.
Communication plays an important role in the above functions. The manager interacts with service users and their families, clinical colleagues, and members of external regulatory and commissioning bodies requiring communication characterised by clarity and an active listening posture with an ability to concretely relate policy to practice (King's Fund, 2022). Poor communication has resulted in safeguarding issues and incident escalation in adult social care (Care Quality Commission, 2023).
The ability to make timely and sound decisions is also important in the above role. The manager operates in a context where he or she is required to analyse and make sense of various dimensions of complex situations, including ethical and financial imperatives (Dixon-Woods et al., 2019). Team management skills are in demand to tackle challenges in recruitment and retention. Skills for Care (2024) says adult social care has an 8% vacancy rate, meaning managers recruit, retain, and motivate staff in a competitive labour market. This requires knowledge of coaching, conflict management, and workforce planning.
Emotional intelligence distinguishes a good manager. Goleman (2020) describes emotional intelligence as self- and other awareness, and studies associate it with staff turnover and improved wellbeing. The growing need for digital skills is associated with electronic care records, e-rostering, and data dashboards (Health Foundation, 2022). Managers need to analyse and interpret data and lead the Digital Care initiative in their services.
Finally, financial skills, combined with legal and ethical knowledge, are required. Managers need to understand safeguarding and budgetary measures and the Health and Care Act 2022 (World Health Organisation, 2022; Nursing and Midwifery Council, 2023). Altogether, these form a skills set that combines the employability skills required with the legal expectations and the needs of the UK health and social care services.
4. Evaluation of My Current Skills
Looking at my current skill set, I have a Level 4 Diploma in Health and Social Care, and I am completing my BSc in Health and Social Care at UWTSD. I have two years of experience as a senior care worker in a residential setting. I have participated in shift coverage, care planning, and training for new staff. This has prepared me for practice in the sector.
A SWOT analysis identifies my current position systematically. My strengths include interpersonal communication, empathy, and commitment to safeguarding. Managers have given me positive feedback because I am reliable and good at de-escalating challenging situations. Additionally, I am competent in electronic care records and digital rostering, demonstrating the level of digital competence that employers expect (Health Foundation, 2022).
My weaknesses include a lack of budget management experience and a need to further develop my strategic thinking. I have yet to independently manage a large team, and my understanding of quality improvement frameworks is still developing. I have many upcoming opportunities, including placements, the Level 5 Diploma in Leadership, and opportunities provided by the NHS Leadership Academy (NHS Leadership Academy, 2023). Significant threats include the job market's competitiveness and the quickly emerging technologies, particularly the use of artificial intelligence in workforce planning, which threaten to redesign managerial positions faster than I can learn (Kotter, 2016).
Using Gibbs' Reflective Cycle (1988, cited in Husebø et al., 2015), I review an experience where I supported a bereaved individual. Initially, I was not sure of how to respond, but I learned that maintaining poise and practising deliberate communication can be beneficial in dealing with difficult situations. Upon review, I realised that my empathy was beneficial, but I should have more confidence to engage in more challenging conversations. I will complete advanced communication courses and will be able to learn from a senior manager the essentials of high-level strategic decisions. Doing this step of deliberate reflection has shown me that I have a strong value foundation for the management role, and has defined some specific developmental areas.
5. Building My Personal Brand and Professional Identity
A personal brand is the product of the intersection of a person’s values, skills, and professional identity as they wish to be seen and recognised by current and future employees as well as their peers (Morgan, 2025). As a potential Health and Social Care Manager, I want my brand to be recognised for having a foundation of care, respect, and responsibility, and for being a practitioner guided by research and evidence. These values and beliefs are also the Care Quality Commission’s core values (Care Quality Commission, 2023) and capture my values for joining this field of work.
To bring my brand to life, I will prepare a professional LinkedIn profile and a professionally designed CV and cover letter that detail all of my qualifications, including post-qualification placements and training, as well as CPD. I will also reflect on various health and social care issues so that I can make relevant posts on LinkedIn. I have found evidence that supports the claim that recruiters not only read applicants' LinkedIn profiles, but value those who take the time to post and share relevant professional and sector-related content ( LinkedIn, 2023). I will also be creating a personal portfolio for each application that will provide evidence of training and my reflective accounts.
Continuing Professional Development will stay fundamental. I will keep a CPD log as I take courses and workshops and do reading as part of professional development activities (Nursing and Midwifery Council, 2023). I will also apply for membership at the Institute of Health and Social Care Management (Institute of Health and Social Care Management, 2024) for access to mentoring and their events and publications. CPD will be supported by NHS Employers events and their sector conferences, as well as local safeguarding boards (NHS Employers, 2022). 
6. Unique Selling Point
My unique selling point consists of first-hand care experience and dedicated, inclusive, values-led leadership. My direct contact with service users has provided me with direct insight and understanding of the service users' and care staff's burdens. With my experience of leading staff with a range of cultural backgrounds, and the ability to run a diverse service user care, I have dedicated myself to the continuous process of cultural competence and am favourably positioned to run teams that reflect and serve the communities' care users. (Storey and Holti, 2016). I have also strengthened my patient-focused care that is based on dignity and choice by continuous learning from formal education and professional development. This combination of experience and values, as well as continuous learning, provides me with uniqueness not available to others.
7. Five-Year Action Plan
The following action plan outlines the key milestones required to progress from my current position to a Health and Social Care Manager role within five years.
	Goal
	Activity
	Resources Required
	Timeline
	Expected Outcome

	Complete BSc Health and Social Care
	Attend lectures, submit assignments
	UWTSD tuition, library, tutor support
	Year 1
	Degree awarded

	Complete Level 5 Diploma in Leadership
	Enrol with approved provider
	Employer sponsorship, study time
	Year 2
	Regulatory qualification met

	Gain supervisory experience
	Take on team-leader role in placement
	Placement, mentor
	Years 2–3
	Demonstrable leadership evidence

	Complete NHS Edward Jenner programme
	Online enrolment
	NHS Leadership Academy (free)
	Year 3
	Structured leadership development

	Build LinkedIn network (500+ connections)
	Weekly posting and engagement
	LinkedIn account, CPD content
	Years 1–5
	Visible professional brand

	Attend two sector conferences annually
	Book and attend events
	Membership fees, travel budget
	Years 1–5
	Networking and CPD hours

	Complete annual CPD
	Log courses, reading, reflection
	Learning platforms, study time
	Annually
	Ongoing professional currency


8. Conclusion
The purpose of this essay is to examine Health and Social Care Manager employability skills within the UK, assess my current standing, and present a formalised professional development plan. The role requires a combination of advanced skills. Along with the Health and Social Care landscape, the skills are derived from the workforce challenges outlined in the NHS England (2023) and Skills for Care (2024) frameworks and the Care Quality Commission (2023) regulatory standards.
Based on a SWOT analysis and Gibbs' reflective cycle, communication, empathy, safeguarding, and digital literacy have been identified as strengths. Further development of budgetary control, strategic decision-making, and leading a team in my own right has also been identified. Understanding the gaps in my skills has allowed me to recognise these gaps as meaningful growth and gives evidence of my willingness to embrace lifelong learning as a personal value. Development of my personal value has also been emphasised as representing a personal value, my personal brand.
Elements of a personal brand include experience, skills, and values that have been framed in a specific and authentic way. Considering my experience, values, and skills, I have created a brand as an emerging leader. I have articulated my brand using my unique selling point and skills. This has been sustained through the creation of a five-year plan with specific goals, defined actions, timeframes, and measurable outcomes.
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