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Introduction

This essay will discuss the main learning areas from having completed this module and the E- Portfolio activities.  It will critically evaluate the comprehension around personal employability in regards professional practice in an imitated environment and the compatibility of the skills that are necessary for the role. There are four areas identified and the understanding concerning these areas will be interpreted critically.  The areas are firstly brand you, then it’s a small world, opportunity knocks and lastly the pursuit of happiness. Within each area two topics will be deliberated upon in order to show what was learnt and discovered. Within the body of the work there will be organisations identified that explain codes of practice and professional practice relating to Cognitive Behavioural Psychotherapists.  The essay will end with a conclusion, summarising the body of the work. 

Brand you
Creating a personal brand and developing a profile using platforms such as LinkedIn is a crucial step in opening the doors of opportunity and developing self-awareness.  LinkedIn allows you to create a profile and network with a variety of people and organisations all under one platform.  It encourages the individual to continually develop and pushes them to engage with their current and future goals. Motivation can be directed in various ways; it is behaviour that continually flows. It directs and initiates behaviour (Petri and Govern, 2013).  Adjusting, making mistakes, and even failing while developing your brand help to build self-motivation, manage problems and can help build positive outcomes. The persistent behaviour of humans even though success may illude them or be slim is an indicator of motivation (Petri and Govern, 2013).  This article would have benefitted from a more in-depth study and could have utilised terminology concerning motivation more theoretically. 
Women are often seen as incompetent or lack leadership due to gender role social constructs (Harman and Sealy, 2017). Recognising that although women have constraints placed upon them, due to the social constructs of society enable them to fully utilise the technological platforms, that can allow them to redefine biased outdated ideas about women and ambition.  Harman and Sealy (2017) state females have higher career desires in comparison to males.  They opt to leave employment if they feel that their ambitions cannot be satisfied.  Identifying the possible barriers to personal development, whether it be employment or family commitments allows the individual to intrinsically motivate oneself.  Having a purpose in life, doing something that is bigger than ourselves builds desire and ambition and encourages autonomy.  Interestingly Harman and Sealy (2017) raise the point that women see ambition negatively and attach it with manipulation, selfishness, and egotism.  The article did not address the cultural or ethnicity differences of women and ambition, this would have provided a comprehensive study.
 
It’s a small world
Networking is an important part of a successful career, it provides inspiration, gives exposure, and helps to develop new ideas amongst professionals. Batistic and Tymon (2017) suggest that networking has been practised over decades, it is the art of building professional links with several people to create a contact list which may link various contacts to another.  Personal relationships also develop from networking.  When networks are built from different industries, different ethnicities, ages and geographics it gives more scope and depth for interprofessional working and impacts positively upon performance. Batistic and Tymon (2017) state the more extensive and broader the social network the more the probability of what value it has.  Those outside an individuals profession may provide more insight and help create new ideas.  

Opportunity knocks
Busch (2020) claims that by connecting the dots creates serendipitous events to occur.  Seeing meaning in unplanned encounters is smart active luck. Johnston (2018) discusses being ready and utilising resources to transition successfully in occupations and to manage vocational tasks along with unanticipated trials is known as career adaptability, which is a psychosocial construct.  Being in the right place at the right time and actively taking part in builds the awareness of the unexpected.   Busch (2020) proposes that successful individuals create their luck by doing the much-needed groundwork.  Busch as researched the idea of serendipity and gathered up to do research into this phenomenon, providing structured concepts by backing them up.  Serendipity is ever present in the small moments and in events that are life changing. Jinks and Lorsbach (2003) put forth that testing and pushing abilities in small incremental steps allows small gains to occur.  This is known as serendipity, though Foster and Ford (2003) argue that serendipity can be observed as a phenomenon and may only occur with certain individuals.  Both latter articles are over fifteen years old and may somewhat be outdated, though both conceptualise the idea of luck. 
Setting stretch goals helps to develop self-awareness, it helps the person to understand failure, feel failure and learn how to manage it without becoming overwhelmed, pushing the individual towards success. Conklin, Dahling and Garcia (2013) put forth that if a student emotionally identifies with their field of study, they have a higher chance of developing confidence, commitment, and the desire to complete the degree, as well as able to set goals make plans for careers in their chosen field.  The study conducted by the last article did not account for geographical differences, age, or gender, which may have produced further analysis and understanding. 

Having clarity of purpose, knowing where you want to go, how to get there and who to talk to manifest this helps to know what kind of employee and worker you are. Helps to have the career conversations that are vital for career development, so that the necessary skills can be learnt. Conklin, Dahling and Garcia (2013) explain Meyer and Allen’s (1991) organizational commitment model proposes that employees with affective commitment continue in their current post due to being emotionally attached to it, continuance commitment employees stay due to the cost of leaving and normative commitment individuals remain due to feeling obligated. 

The pursuit of happiness
Placing labels upon oneself can impact negatively on the desired outcome. It limits what can be achieved and may impact on health and well-being. Thus, impacting on short term, medium term, and long-term goals. Barcaccia et al. (2019) proposes to build a strong concept of self, being judgemental about your own thoughts and feelings can cause anxiety and even depression. The most common problem seen by therapists is anxiety disorder (Petri and Govern, 2013).  Long term learning develops personal and social skills and encourages the individual to adapt to change, by being ready and willing to accept whatever occurs.  Jinks and Lorsbach (2003) put forward individual characteristics greatly influence how individuals learn, the belief we have in performing a task impact upon the outcome. 

Having a mindset that sees challenges and problems as interesting, is a difficult concept to develop, due to the many difficulties and circumstances that life brings.  This could be work related difficulties, problems around time management with study, childcare problems around school and even health problems of the self or family. All these things accumulate and impact upon how to manage these circumstances. Masten (2018) defines resilience as being able to successfully adapt to serious problems that impact development and function. 

Work related stressors such as distancing oneself from clients’ problems is a skill that may not occur for some time and the stressors related to constraints placed on by employers. Lamb and Cogan (2016) suggest giving employees autonomy in their work within a healthy working environment builds and maintains resilience. This study was carried out using a focus group in the United Kingdom with mental health workers, which correlates well to this piece of work along with analytic data. 

Professional Practice
Winslade (2013) suggests it is unproductive to make judgements about a client’s thoughts or actions.   (BACP) British Association for Counselling and Psychotherapy (2018) agree when they state, to work within the framework of showing respect regarding equality and diversity, so that judgements are not made about clients (BACP, 2018). As a cognitive behavioural psychotherapist, it is paramount that a high standard is maintained due to the nature of the work and that judgments are not made, so that the client can have a positive outcome with the therapy.  Being a frontline worker and understanding safeguarding allows the client to feel safe.  UKCP (2019) explain that there should be no exploitative or abusive relationships with those being treated this includes emotional or financial abuse.  Therefore, it is important that from the start of therapy the therapist explains what will occur, how often, where and who with and does this in a manner that the client comprehends fully. BACP(2018) reinforce this by stating that all procedures and processes should be fully explained including payments, referrals, risks, and termination of therapy, so that transparency is adhered to fully.  This also includes explaining any areas in the consent form or agreement before the client signs it.  Being discrete, understanding ethical implications and adhering to confidentiality are skills that are crucial to the role of a psychotherapist.  UK Council for Psychotherapy (UKCP) (2019) importantly points out that maintaining professionalism inside and outside of work is paramount due to the possible negative or positive implications on clients. UK Council for Psychotherapy (UKCP) (2019) state a practitioner must have the clients best interest in all principles relating to how they are treated.  The client must have autonomy.

Conclusion
Having a brand considerably helps to build a profile and develop oneself, it helps the individual to recognise strengths and weaknesses using online platforms such as LinkedIn. Developing a brand impacts positively upon motivation and concept of self. This has a knock on effect on ambition and the drive be successful despite failures or mistakes.  They can be achieved through building broad and diverse networks with people from various walks of life and by being in the right place at the right time utilising the serendipitous events that occur on a daily basis, through observation and actively taking part.  Such things are enhanced greatly when you have a positive self-image and resilience is developed.  Being a professional at all times and adhering to professional practice and codes of conduct are crucial when working in a therapeutic environment.  
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