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1. Introduction
The role I’ve chosen to focus on for this report is that of a Care Home Deputy Manager. It’s a position I’ve been thinking about for a while now, partly because it sits right at the point where hands-on care meets leadership and management. I currently work in a residential care home, and while I enjoy the direct contact with residents, I’ve started to feel ready for more responsibility. A deputy manager role would let me take on that challenge without completely stepping away from the care floor, which matters to me.
This report looks at what a deputy manager position actually requires in terms of skills and qualifications, compares that against where I am now, and sets out a plan for getting from here to there within the next few years. I also consider how to build a personal brand that reflects who I am as a care professional and how I can communicate that effectively to future employers. Throughout, I draw on frameworks and academic sources that have been covered in this module, including the 6Cs of Nursing, SWOT analysis, and SMART goal setting (Capela, 2021; Skills for Care, 2023).
2. Job Description of the Selected Role
The vacancy I’m using for this report is a Care Home Deputy Manager position advertised by   Caring Homes Group on Indeed (Indeed, 2026). Caring Homes Group is one of the largest care providers in the UK, operating over 200 care homes across England, Scotland, and Wales. The role is based in a residential care home for elderly residents and involves supporting the General Manager in the day-to-day running of the home.
[image: ]
According to the job listing, the main responsibilities include leading and supervising care staff, ensuring compliance with CQC regulations, managing care plans, supporting residents’ physical and emotional wellbeing, and stepping in for the General Manager when needed (Indeed, 2026). The person specification asks for an NVQ Level 3 or above in Health and Social Care, experience in a senior care role, strong leadership and communication skills, and a good understanding of safeguarding and person-centered care (Indeed, 2026).
In terms of sector context, the role sits within the independent care sector, which provides the majority of residential care in England (Skills for Care, 2023). The CQC regulates these services, and deputy managers are expected to understand regulatory frameworks, quality standards, and the duties set out in the Care Act 2014. This is a demanding role, but it’s also one where you can make a direct difference to people’s lives every day, which is what draws me to it.
3. Skills Analysis and Self-Assessment
3.1 Skills Required for the Role
Looking at the job description and person specification, several core employability skills stand out. Communication is probably the most important one — a deputy manager has to communicate clearly with residents, families, staff, and external professionals on a daily basis (Cottrell, 2015). Leadership and team management are also central, since the role involves supervising care workers, conducting appraisals, and setting an example for the team. The NHS 6Cs framework (care, compassion, competence, communication, courage, and commitment) provides a useful lens here, as these values underpin every interaction in a care setting (Department of Health, 2012).
Beyond these, the role requires organisational skills for managing rotas and paperwork, problem-solving ability for handling complaints or incidents, and emotional intelligence for supporting both residents and staff through difficult situations. Digital literacy is also increasingly expected, as most care homes now use electronic care planning systems (Skills for Care, 2023). Resilience is another skill that doesn’t always appear in job descriptions but is vital in practice — working in care can be emotionally taxing, and a deputy manager needs to stay steady under pressure while supporting others to do the same (Goleman, 1995).
3.2 Self-Assessment
To evaluate where I currently stand, I carried out a SWOT analysis. My main strengths are my practical care experience, my empathy and ability to build rapport with residents, and my willingness to take initiative — I’ve stepped in informally to cover shifts and support newer staff members without being asked. I also have a Level 3 Diploma in Health and Social Care, which meets the minimum qualification requirement for the role.
My weaknesses, if I’m honest, are around formal leadership skills and confidence in managerial tasks. I haven’t had much experience with things like conducting supervisions, managing budgets, or dealing with CQC inspections, and I’d feel out of my depth if I had to do them tomorrow. My academic writing has improved during this degree, but I still find it challenging at times, particularly when it comes to referencing and structuring longer pieces of work. I’m also aware that I tend to avoid conflict, which is something a deputy manager can’t afford to do — having difficult conversations with staff or families is part of the job, and I need to get more comfortable with that.
In terms of opportunities, completing my BSc will significantly strengthen my profile, and there’s a clear demand for deputy managers in the care sector right now, with Skills for Care (2023) reporting high vacancy rates across management positions. The sector is growing, which works in my favour. The main threat is competition from candidates who already have management experience or nursing qualifications, and the fact that some employers still prefer candidates with clinical backgrounds for these roles.
Using Gibbs’ (1988) Reflective Cycle, I can point to a specific experience that helped me recognise both my strengths and gaps. During a particularly difficult shift where a resident became very distressed, I managed to de-escalate the situation calmly while other staff looked to me for guidance. Afterwards, I felt proud of how I’d handled it, but I also realised that I didn’t have the formal authority or training to follow up properly — that was the deputy manager’s job. It made me think seriously about pursuing that role myself, so I could be the person who follows through, not just the one who steps in.
4. Building a Personal Brand and Professional Identity
Personal branding, as Arruda (2003) describes it, is about identifying and communicating what makes you valuable in a professional context. For me, that comes down to a combination of things: genuine care for the people I work with, reliability, and the fact that I bring both practical experience and academic knowledge to the table. My unique selling point is that I’m not someone who’s come to care work as a last resort — I chose it, I’m training for it, and I want to grow within it. That kind of commitment matters to employers, especially in a sector where staff turnover is a major problem (Skills for Care, 2023).
In terms of how I plan to promote myself professionally, I intend to set up a LinkedIn profile that highlights my qualifications, work experience, and any additional training I complete. Holland’s (1997) Theory of Career Choice suggests that people perform best in roles that match their personality type, and I’d describe myself as a social-conventional type — someone who values helping others but also appreciates structure and order. This aligns well with the deputy manager role, which requires both interpersonal warmth and administrative discipline.
I also plan to build my professional network by joining relevant organisations such as the Social Care Institute for Excellence (SCIE) and attending local care sector events. Cottrell (2015) emphasises that networking isn’t just about collecting contacts but about building relationships that support mutual growth. In my case, that could mean connecting with current deputy managers who can offer mentorship, or with peers from my degree who work in different parts of the sector. I’ve already spoken to my current manager about shadowing some of her responsibilities, which is a small but practical step towards making these connections. The value of these relationships goes beyond job hunting — they keep you informed, motivated, and visible in a sector where reputation matters more than people sometimes realise.
5. Action Plan and Timeline
To move from where I am now to a deputy manager position, I need a structured plan with clear, achievable steps. I’ve used the SMART goal framework (Doran, 1981) to set targets that are specific, measurable, achievable, relevant, and time bound. Bandura’s (1997) Self-Efficacy Theory also informs my approach here — I believe that breaking a large goal into smaller, manageable steps builds the confidence needed to keep going.
The table below sets out my action plan over the next five years:
	Timeframe
	Action
	Resources Needed
	Success Measure

	Year 1 (2026–2027)
	Complete BSc Health and Social Care. Take on senior carer responsibilities at current workplace. Complete Level 3 safeguarding training.
	University support, employer agreement, funded training.
	Degree awarded. Safeguarding certificate obtained. Positive feedback from manager.

	Year 2 (2027–2028)
	Apply for senior care worker or team leader role. Begin Level 5 Diploma in Leadership for Health and Social Care. Set up LinkedIn profile.
	Job applications, course funding (employer/personal), online access.
	Promoted to senior role. Enrolled on Level 5 course. LinkedIn profile active.

	Year 3 (2028–2029)
	Gain experience in rota management, care plan auditing, and staff supervision. Attend care sector networking events. Volunteer for CQC preparation.
	On-the-job training, management support, conference/event access.
	Evidence of supervisory duties. Network of professional contacts established.

	Year 4–5 (2029–2031)
	Apply for Care Home Deputy Manager positions. Complete Level 5 Diploma. Continue CPD through workshops and professional reading.
	Job search tools, interview preparation, CPD budget.
	Appointed as Deputy Manager. Level 5 qualification completed.



This plan is ambitious but realistic. The key is to build experience gradually rather than trying to jump straight into management without the grounding. Each step prepares me for the next, and if something takes longer than expected, the timeline can flex without the overall goal changing.
6. Communicating Skills to Potential Employers
When the time comes to apply for deputy manager roles, I plan to communicate my skills through several channels. My CV will be structured around competencies rather than just job titles, highlighting specific examples of leadership, problem-solving, and care delivery. I’ll tailor it for each application, making sure the language matches the job description and person specification (Cottrell, 2015).
LinkedIn will serve as my main online professional presence. I intend to include a clear headline such as “Aspiring Care Home Deputy Manager | BSc Health and Social Care | Passionate about Person-Centered Care,” along with a summary that reflects my journey, my values, and my career goals. I’ll also share relevant articles and engage with sector discussions to build visibility over time.
For interviews, I plan to use the STAR method (Situation, Task, Action, Result) to structure my answers around real examples from my work and placement experience. This approach is recommended by most career advisors and helps to keep responses focused and evidence-based (Cottrell, 2015). I’ll prepare examples for common competency questions around leadership, conflict resolution, safeguarding, and person-centred care, drawing directly on situations I’ve encountered in practice. I also want to practice answering questions out loud beforehand, because I’ve noticed that I tend to ramble when I’m nervous, and preparation is the best way to avoid that.
7. Conclusion
Writing this report has helped me see more clearly where I stand and what I need to do to reach my goal of becoming a Care Home Deputy Manager. The gap between where I am now and where I want to be is real, but it’s not insurmountable. I have the practical care experience, the motivation, and the academic foundation — what I need to build is formal leadership experience, confidence in management tasks, and a visible professional identity.
The action plan I’ve set out gives me a realistic path forward over the next five years, with measurable steps along the way. I’m aware that plans don’t always go exactly as expected, and some things might take longer or change direction. But having a framework to work from feels better than hoping things will fall into place on their own. This module has taught me that building a career isn’t just about acquiring qualifications — it’s about understanding your own value, communicating it clearly, and actively seeking out the opportunities that will get you where you want to go.
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