[image: ]
	

	
	BMHP5015
	

	
	
	

	
	
	

	
	Shareen Bi
	

	
	24/11/2025
—
Component 2: Assignment (Report)
—
Student Number: 2318894

	

	
	
	




	
	Introduction
	

	
	
	
	
	

	
	
This report explores how I can progress from my current position as a Senior Care Assistant to a Deputy Care Home Manager (nurse-qualified) role in UK adult social care. I use a current vacancy for a Deputy Manager (Nurse Qualified) at Willow Bank Nursing Home in Leeds as my reference post, which requires an NMC-registered nurse with strong leadership, communication, safeguarding and quality-improvement skills (Maria Mallaband Care Group, 2025). 
The report addresses three main aims:
a) to analyse the employability skills required for this role;
b) to evaluate my own skills and experience against these requirements; and
c) to create an action plan and timeline for gaining the skills needed to achieve such a position.
Alongside this, I show how I will build a personal brand, promote a professional identity, and develop a network that supports sustainable employment. I draw on guidance on deputy managers in adult social care (Department of Health and Social Care (DHSC), 2025), Skills for Care leadership resources, the NMC Code (NMC, 2018) and literature on employability, personal branding and resilience (Clarke, 2018; Gorbatov, Khapova and Lysova, 2019; Dweck, 2006). 

	



	Chosen Role: Deputy Care Home Manager

	The chosen job advert describes a Deputy Care Home Manager in a nursing home for older adults with complex needs, including dementia (Maria Mallaband Care Group, 2025). The post holder supports the Home Manager in leading the clinical and care team, ensuring high-quality person-centred care, managing staffing levels, audits and Care Quality Commission (CQC) compliance. 

Essential criteria include:
· NMC registration as an adult nurse (RGN or RMN);
· extensive experience in a care-home or similar setting;
· leadership and line-management skills;
· knowledge of safeguarding, mental capacity and health and safety legislation;
· ability to lead by example, communicate effectively and build positive relationships with residents, families and staff (Maria Mallaband Care Group, 2025).

National guidance reinforces these expectations. DHSC’s adult social care pathway states that deputy managers must combine core care-worker capabilities with higher-level skills in leadership, decision-making, safeguarding, digital literacy and mentoring others (DHSC, 2025). Skills for Care (2023) emphasises that deputies act as role models, support registered managers and often run the service in their absence, requiring confidence, resilience and the ability to manage performance and change.

The role therefore blends technical/clinical competence, leadership and management, and values-based practice. These are underpinned by the NMC Code’s four themes: prioritise people, practise effectively, preserve safety and promote professionalism and trust (NMC, 2018). For employability purposes, key skill clusters include communication, teamwork, problem-solving, digital skills, self-management and continuous professional development (Clarke, 2018; Skills for Care, 2023).


Analysis of Employability Skills Required



Clinical and regulatory competence

As a nurse-qualified deputy manager, safe clinical practice is essential. The job advert requires current NMC registration, medication management skills and experience with complex needs such as dementia and frailty (Maria Mallaband Care Group, 2025). This aligns with the NMC Code, which demands evidence-based practice, accurate record-keeping and robust safeguarding (NMC, 2018). Deputies must also understand mental capacity and restrictive practices, and lead on safeguarding processes (DHSC, 2025).

Leadership and management

Deputy managers coordinate staff rotas, supervise care teams, lead audits and support improvement plans. Effective leadership in health and social care requires setting clear expectations, giving feedback, supporting learning and promoting a just culture (NHS Leadership Academy, 2013; West et al., 2017). Deputies need skills in delegation, conflict resolution and change management, as well as financial awareness and effective use of resources (Skills for Care, 2023).

Communication, emotional intelligence and relationship-building

The post requires strong verbal and written communication with residents, relatives, staff, GPs and regulators (Maria Mallaband Care Group, 2025). Emotional intelligence – the ability to recognise and manage one’s own and others’ emotions – improves teamwork, patient experience and staff wellbeing (Goleman, 1998; McCleskey, 2014). Deputies must manage difficult conversations, such as complaints or end-of-life discussions, while maintaining dignity and respect.

Quality improvement and problem-solving

Deputy managers are expected to use audits, incident reviews and feedback to drive continuous improvement and meet CQC quality standards (CQC, 2023). They require analytical thinking, data-interpretation skills and the ability to plan and evaluate changes in practice (NHS England, 2020).

Digital and administrative skills

DHSC (2025) highlights digital skills as part of the deputy manager profile, including using electronic care-record systems, email, spreadsheets and online training platforms. Accurate documentation and information governance are essential to protect residents’ privacy and support safe care.

Values, resilience and self-development

Deputy managers must model compassion, honesty, respect and inclusivity (DHSC, 2025; NMC, 2018). Resilience – the capacity to recover from stress – is vital in a high-pressure environment; it supports staff retention and protects against burnout (Ferreira and Gomes, 2021). Ongoing CPD and reflective practice are therefore key employability skills (RCN, 2023).









Evaluation of My Current Skills and Experience

I currently work as a Senior Care Assistant in a residential care home and have over five years’ experience supporting older adults with dementia and long-term conditions. This section critically evaluates how my skills align with the deputy manager’s requirements and identifies gaps.

Strengths and congruent skills

Values-based, person-centred care

Daily work involves assisting with personal care, nutrition, mobility and social activities. Feedback from residents and families often highlights my kindness and reliability. This matches the values of compassion, respect and honesty emphasised in DHSC guidance (DHSC, 2025) and the NMC Code’s focus on dignity and person-centred care (NMC, 2018).

Communication and teamwork

I regularly lead handovers, liaise with families and communicate changes in residents’ needs to nurses and GPs. I also support new staff through informal mentoring. These experiences demonstrate core employability skills of communication, teamwork and relationship-building (Clarke, 2018).

Problem-solving and initiative

In practice I often reprioritise tasks during busy shifts, identify early signs of deterioration in residents and escalate concerns. During the COVID-19 pandemic I helped implement infection-prevention measures and supported anxious relatives via phone and video calls. These examples show emerging leadership and resilience (NHS England, 2020; Ferreira and Gomes, 2021).

Early leadership experience

As a senior carer I sometimes act as shift leader, allocating staff, checking documentation and reporting to the home manager. This has given me insight into rota management, supervision and dealing with minor conflicts, aligning with Skills for Care expectations for future deputies (Skills for Care, 2023).

Skills gaps and development needs

Registered nurse qualification and advanced clinical skills.
The largest gap is that the post requires an NMC-registered nurse, whereas I currently hold Level 3 Adult Care qualifications but not a nursing degree. I lack responsibility for clinical assessments, complex medication regimes and writing nursing care plans.

Formal management training.
Although I have informal leadership experience, I have limited training in staff supervision, performance management, budgeting or leading audits. The DHSC deputy manager guidance highlights decision-making, safeguarding leadership and supporting others’ learning as key skills which I need to develop further (DHSC, 2025).

Digital and data skills.
I am confident using our basic electronic care-record system but have limited expertise in data analysis, reporting and using digital tools for quality improvement. Given the emphasis on digital skills and secure information management (DHSC, 2025; NHS England, 2020), this is another development area.

To assess these strengths and gaps systematically I used a skills-audit template from the module, feedback from my line manager and self-reflection informed by growth-mindset theory (Dweck, 2006). This highlighted that while my interpersonal and care skills are strong, I need to focus on formal qualifications, leadership training and digital competence to become competitive for a deputy manager position.
Building My Personal Brand and Professional Network

Personal branding is “a strategic process of creating and maintaining a positive impression of oneself, based on a unique promise of value” (Gorbatov, Khapova and Lysova, 2019, p.2).Frontiers In the context of adult social care, my personal brand is the way residents, colleagues and employers perceive me as a professional.
Based on reflection during the Changemakers module, I define my brand as:

“A compassionate, reliable and improvement-focused caregiver who leads by example to deliver safe, person-centred care.”

This brand statement aligns with the values and behaviours listed in DHSC’s deputy manager guidance, such as kindness, honesty, bravery in speaking up and a commitment to learning (DHSC, 2025). It also reflects my track record of supporting quality improvements on my unit, such as refining documentation to reduce medication discrepancies.

To promote this brand, I am:

· Updating my CV to highlight key achievements using impact statements (e.g. “led a small team to implement new hydration charts, improving documentation accuracy”);
· Maintaining a professional LinkedIn profile that showcases my experience, values and career goals;
· Ensuring my daily behaviour at work matches my stated values, demonstrating authenticity and trustworthiness (Gorbatov, Khapova and Lysova, 2019).

Networking is another component of employability. Professional networks provide access to information, role models and job opportunities (Tomlinson, 2017). I have started to:

· Join online forums for care-home leaders and dementia care;
· Attend local dementia-care training events and introduce myself to speakers;
· Seek mentorship from my current home manager and a practice development nurse.

These actions help build social capital and make my personal brand visible to those who may support my progression into a deputy manager role.

Action Plan and Five-Year Timeline

To move from Senior Care Assistant to Deputy Care Home Manager, I have developed a five-year action plan using SMART goals (specific, measurable, achievable, relevant, time-bound). Table 1 summarises key steps; the narrative below explains them.
Years 1–2: Strengthen foundation and progress towards nursing qualification.
· Complete my current BSc Health and Social Care with strong grades, focusing assignments on dementia and leadership topics to build relevant knowledge.
· Gain additional clinical exposure by seeking bank shifts in nursing homes and shadowing registered nurses during complex care tasks.
· Enrol on an Access to Nursing or Nursing Associate programme, leading towards NMC registration (NMC, 2018; RCN, 2023).
· Undertake Skills for Care “Lead to Succeed” or similar leadership course to develop supervision, delegation and performance-management skills (Skills for Care, 2023).
Years 3–4: Develop as a registered professional and emerging leader.
· Qualify and register as an adult nurse with the NMC, meeting revalidation requirements through CPD and reflective practice (NMC, 2018; RCN, 2023).
· Work as a Staff Nurse in a care home or intermediate-care unit, gaining experience in clinical assessments, medication management, end-of-life care and multidisciplinary working.
· Take on responsibilities such as acting as nurse-in-charge, leading audits, and mentoring students, aligning with deputy manager competencies in leadership, quality improvement and staff development (DHSC, 2025; NHS England, 2020).
· Complete additional CPD modules in dementia leadership, safeguarding and digital skills.
Year 5: Transition into a Deputy Manager role.
· Apply for Deputy Manager posts like the example vacancy, using my updated CV, personal brand and network connections.
· Demonstrate readiness through evidence of leading improvement projects, supporting staff, and understanding regulatory frameworks such as CQC standards (CQC, 2023).
· Continue networking, for example through Royal College of Nursing forums or local registered manager networks, to access opportunities and peer support (Tomlinson, 2017; RCN, 2023).
Resources required include tuition funding, protected study time, mentoring, and access to leadership programmes. By reviewing this action plan annually and reflecting using models such as Gibbs’ reflective cycle, I can track progress and adjust goals as needed (Gibbs, 1988).

Conclusion


This report has analysed the employability skills required for a Deputy Care Home Manager (nurse-qualified) role and evaluated how my current abilities align with these expectations. The role demands advanced clinical competence, leadership and management skills, strong communication and emotional intelligence, digital literacy and a values-based approach to person-centred care (Maria Mallaband Care Group, 2025; DHSC, 2025).
As a Senior Care Assistant, I already demonstrate many of the interpersonal, values-based and emerging leadership skills needed, but I lack an NMC-recognised nursing qualification and formal management training. By building a clear personal brand, expanding my professional network and implementing a structured five-year action plan focused on nursing registration, leadership development and digital skills, I can realistically progress towards this role.
Ultimately, the process of analysing this job, reflecting on my strengths and gaps, and planning future development has strengthened my self-awareness and confidence as a health and social care professional. It demonstrates how personal branding, critical reflection and strategic career planning can support sustainable employment and enable me to act as a future changemaker in adult social care.


















Table 1. Summary of sources used in the report


	No.
	Source (Harvard)
	Type of source
	How used in report

	1
	Maria Mallaband Care Group (2025)
	Job advert (online)
	Provided real-world job description and person specification for Deputy Manager role.

	2
	DHSC (2025)
	Government guidance (PDF)
	Described national expectations, values and skills for deputy managers in adult social care.

	3
	Skills for Care (2023)
	Professional guidance
	Informed discussion of leadership, management and development pathways for new deputies.

	4
	Skills for Care (2021)
	Professional guidance
	Supported analysis of required digital skills in adult social care.

	5
	NMC (2018)
	Professional code
	Underpinned discussion of professional standards, clinical competence and revalidation.

	6
	NHS Leadership Academy (2013)
	Leadership framework
	Used to explain leadership behaviours expected of deputy managers.

	7
	NHS England (2020)
	Policy document (People Plan)
	Provided evidence on compassionate leadership, staff wellbeing and improvement culture.

	8
	CQC (2023)
	Regulatory guidance
	Informed description of quality, audit and compliance responsibilities.

	9
	Clarke (2018)
	Peer-reviewed journal article
	Gave theoretical basis for employability skills and attributes.

	10
	Tomlinson (2017)
	Peer-reviewed journal article
	Supported discussion of networking and career capital.

	11
	Gorbatov, Khapova and Lysova (2019)
	Peer-reviewed journal article
	Provided definition and benefits of personal branding.

	12
	Goleman (1998)
	Book
	Used to explain emotional intelligence and its relevance to leadership.

	13
	McCleskey (2014)
	Peer-reviewed journal article
	Linked emotional intelligence to effective leadership.

	14
	Dweck (2006)
	Book
	Informed use of growth-mindset theory in skills self-assessment and development planning.

	15
	Ferreira and Gomes (2021)
	Peer-reviewed journal article
	Provided evidence on resilience reducing burnout among healthcare workers.

	16
	West et al. (2017)
	Policy/think-tank report
	Supported arguments about compassionate leadership and innovation.

	17
	RCN (2023)
	Professional body guidance
	Evidence for importance of CPD and revalidation for nurses.

	18
	Gibbs (1988)
	Book on reflective practice
	Justified use of reflection to review progress and adapt the action plan.

	19
	CQC (2023)
	Regulatory guidance
	Highlighted regulatory context and quality standards deputy managers must meet.

	20
	Module employability and personal-brand literature (e.g. Clarke, Gorbatov et al.)
	Academic/teaching resources
	Provided overarching concepts on personal branding and employability integrated throughout the report.
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