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Career Path:

A career as a manager, I am required to be flexible as they will be dealing with all aspect of day-to-day operation within their care home. This can range from managing budget, staff and recruitment. As well as ensuring the care setting is providing a good and quality services to its service users, by meeting the national care standards. 

Most care home today provide specialised care that is tailored to suit individual needs of the service user. As a manager, it is important to understand how to manage and ensuring that this is kept at the highest standards by identifying and delegating skilled staff suitable to meet the demands of the service user every time it is required. In order to achieve this on a day-to-day base, the manager is required to ensure each staff member is sufficiently trained, a good communication and collaboration is established through mutual trust with other health professionals outside of the care setting.


Types of care managers

As a care manager there are many settings that you can work in, for example:

· Elderly residential care home or nursing homes: as the manager I will be working with people that have various health problems which requires a higher level of care 24 hours a day.

· Supported housing: as the manager I will be required to support a person-centred support to develop practical daily living skills, and tools for managing an individual’s mental health so that they can self-manage and stay well for a long time.

· Children’s home: according to ofsted (2023) as the manager working in a children’s home will be working to ensure that children are all engaged in education and are achieving high attendance levels. Manage established staff team working positively to help children address and reduce concerning behaviours.

· Hospice care: the manager here is required to work with professionals who are skilled to offer physical, emotional, psychological, spiritual and practical support for people with a terminal illness or life-limiting conditions.


Current Skills:

Currently I am studying health and social care, a subject that I have lost of enthusiasm for and working towards obtaining a first honour degree by the end of my studies. I hold an NVQ Level 3 in healthcare. 

As a healthcare student, with over 3 years work experience, I have been able to gain a range of managerial skills in a variety of settings including hospitals, homecare, and living in care. I am able to meet tight deadlines and targets whilst maintaining a quality service. With excellent interpersonal skills and strong communication skills, I am confident in sufficiently delivering outcomes in an effective manner. As a confident decision maker, I am able to take ownership and leadership of tasks and objectives and act under my own initiative. I work well as part of a team in a multi-disciplinary fashion to ensure successful outcomes.

One of my favourite things about working in care is being about to have a positive impact in people’s lives. I enjoy working closing with all range of people, mostly, the elderly in particular. I naturally patient, therefore I am able to adapt to different pace. My previous supervisor roles have enabled me to develop my communication skills for example, understanding how individual resident communicates and behave physically by listening, speaking and observing residents so that I am able to adjust myself to be able to deliver a more tailored service to residents.

As part of a tailored service, I have had the opportunity to work with residents with dementia and palliative care. I was able to understand their needs by liaising with resident’s families, other health professional and residents themselves develop a tailored healthcare plan that ensures the best outcome of the resident. 


Gap in Skills:  

1. Information at Risk resulting from a retirement or an unwanted turnover:

The continuous retirement of baby boomers (now aged 53-71) has led to severe skill shortages in several areas where experience influences performance. experienced sales executives, civil engineers, travel agents, lathe workers, and government procurement officers. The list is quite lengthy. But retirements aren't the only reason for the loss of important expertise. It also happens when midcareer workers leave the company, losing key assets with them in their special skills and experience.

One of the biggest rewards comes from enhancing elder experts' mentoring abilities after first identifying whether specific knowledge or talent is at risk. One of the finest ways to transfer knowledge is by teaching them the methods and techniques for doing so.

2. A Dearth of Competent Candidates to Fill New or Emerging Roles:

Supply chain specialists, robotics consultants, big data analytics experts, and cyber security analysts. Rapid technological change is creating an increasing number of new occupations. Because the public is still learning about these jobs, however, these shortages are not frequently reported.

Unlike the job’s seniors are leaving, these new professions are relatively new, so there isn't a ready pool of competent personnel to draw from. Actually, there aren't many training options, and the abilities required are still being determined. Companies that rely on filling these positions will either need to cultivate this talent internally or figure out how to collaborate effectively with educational institutions to create curricula that will generate graduates qualified for these new professions.

3. Lack of Experienced People to Fill Skilled Positions:

The skills mismatch is most acutely felt in this area. Although the effects are frequently difficult to measure, the struggle to locate qualified people with some work experience is harming the functioning of many organisations today. If only they could locate the personnel to fill critical positions, many businesses today might expand more quickly.

A key component of the solution to this kind of skill deficit is more innovative recruiting and retention strategies. In particular, I am seen more companies use creativity when establishing flexible job models and when considering hiring more remote workers.

4. There aren't Enough Qualified Entry-Level Candidates to Fill Low Skill or Unskilled Positions. 

Front-line employees are in short supply among fast food restaurants and retailers. Customer service representatives are hard to find, and nursing homes struggle to hire health care assistants. Although the lack of low-skilled labour is felt more acutely than other shortages, media coverage of it is less frequent. The recruiting and retention strategies used to draw in lower-skilled individuals will probably differ from those used to draw in more highly skilled professionals. Examples of solutions from a business I worked with can be found here. The "skills gap" is already a well acknowledged


Systematic Approach to Skills acquisition: 

In order for me as a manager to be able to provide sufficient training to staff within a care home I will need to have an approach that will not only provide theoretical knowledge but also experience. One of the main elements of health professions education is the acquisition of process. This is an old method of learning that is “see one, do one” method. This means that all staff as well as the manager is able to sees a procedure being taught in training, learn it by listening and observing and then practice it to ensure that they are skilled enough in that particular skills.

Other researchers such as Walker and Peyton proposed a more contemporary method of teaching students how to acquire procedural abilities. Demonstration, deconstruction, comprehension, and performance are the four steps that make up Peyton's stepwise teaching methodology.


Recruitment and Selection: 
The key to employee retention is effective recruitment and selection. How well the organisation is able to recruit loyal individuals who stay with the organisation is a key indicator of how effective these functions are. Retention is impacted by a variety of elements, including recruitment and selection practises, which will be covered further.
As a manager my focus will be on these procedures in the efforts to increase retention because I know that employee retention is correlated with the success of orientation and onboarding processes.
Recruitment:  my role as the manger will focus on the objective to create a pool of competent job candidates. Recruitment specifically refers to the variety of procedures a company does to attract competent people in a timely manner and in adequate numbers, as well as to motivate them to submit applications for positions within the company. The attractiveness of the organisation, the neighbourhood in which it is located, the work environment and culture of the organisation, managerial and supervisory attitudes and behaviour, workload, and other job-related considerations are just a few of the variables that influence recruitment success. We frequently distinguish between internal recruitment—which typically involves internal promotions or transfers—and external recruitment, which involves finding people from outside the organisation.
Selection: Employee selection refers to the procedure of gathering and assessing application data that will assist the employer in making a job offer. The selection process is largely concerned with determining which candidate, out of a group of potentials, will be most successful in their position.
A person's fit with the job is the foundation of conventional selection procedures. The competencies of applicants are typically the main focus of managers in modern hiring procedures as they determine whether a candidate has the knowledge, skills, and abilities necessary to perform the position. The concept of "person-organization fit," or how well an applicant's ideals align with the organization's principles and culture, is becoming more and more important. There is a tonne of techniques for selection, such as the job application form, standardised examinations, in-person interviews, simulations, etc

Retention: Employee turnover and retention are related to personnel shortages, which is one of the biggest problems facing the healthcare workforce. When attempting to keep valuable staff, every organisation encounters unique difficulties. The ability of the organisation to accurately identify the reasons behind turnover and to implement tactics that adequately address these reasons determines the success of a retention programme.

Additionally, the company must acknowledge the benefits and value of alternate retention techniques.

Conclusion and recommendations: 

In conclusion as a manager I believe that it is important to develop skills that will allow growth within your work place and be able to flexible to adapt in various scenarios so that whilst still obtaining a high level of service.  This is only possible when staff are carefully selected to ensure that they fit the demands of the care home and of the residents and their families. 

As a recommendation it is very important that a manager fights to retain staff that are skilled and have experience. this will maintain a stable quality service and will benefit the care home as well as the resentences because every member of staff is sufficiently trained to provide a tailored service. Equally, the manager should also be able to demonstrate their skill set not only in training but also on the floors of the care home so that they are effectively utilising the Peyton and Walker’s method of education which is “see one, do one”.
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