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Lots of news this time!   

 Our special event online on 30 April 2016 was so successful we are 
running another on 1 October 2016;  

 We have planned an Online Annual General Meeting so our 40% of 
members outside the UK can join in—and we hope some of you will 
become Council members;  

 We are well on the way to become a Partner Organisation with ITAA; 

 We are launching a Practitioner Register to sit alongside our Professional 
Register. 

 We also have Keri Phillips’ Keynote Speech at the UKATA Conference on 
Culture, and a great ‘fairy story’ by Pam Turner. 
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IDTA Community Gathering – 
ONLINE – FREE TO IDTA 
MEMBERS  1 October 2016 
 - 1100-1500 UK time 

This virtual conference is just like any 
meeting that you might attend except that 
you remain in the comfort of your own 
home.  The technology means that you 
only have to click the link that you will be 
sent; this will connect you to our online 
conference room, a chance to meet others 
and to enjoy the content throughout the 
day.  Note the date now - you are bound to 
want to attend once we issue the 
programme! 

If you are reading this Newsletter but are 
not yet a member of IDTA, please join via 
our website at http://www.instdta.org/
membership-and-contact-details.html - it 
costs £20  (discounts for financially-
disadvantaged countries; also discount if 
you are already an EATA member through 
another affiliated association)  

IDTA Annual General Meeting – 
ONLINE –  
26 July 2016 - 1600-1730 UK time 

Around 40% of IDTA members are outside 
the UK and we are keen to have IDTA 
Council reflect that.  We have already run 
many of our Council meetings online very 
successfully, so we are planning to continue 
with that pattern into the future.  We have 
therefore also decided that there is no 
reason why we should not run our Annual 
General Meeting online as well. 

We invite you to note the date above in 
your diary – and, more importantly, to 
consider whether you would like to put 
yourself forward as a potential Council 
member.  Soon you will receive the formal 
notification by email of the AGM; this will 
include the Agenda, a Proxy form in case 
you are unable to participate, and a 
Nomination form in the hope that you 

would like to nominate yourself or 
someone else. 

Please feel free to contact any of the 
existing Council members if you would like 
to talk about what is involved in the role of 
Council Member or Officer.   

Partnership arrangements with 
ITAA 

Some time ago, the International 
Transactional Analysis Association (ITAA) 
announced their intention to consider 
partnership arrangements with TA 
organisations around the world.  IDTA 
responded very promptly to express an 
interest and we have been negotiating 
about how that might work.  We are 
currently waiting to hear from the ITAA 
Board of Trustees, and if all goes to plan, 
we  will have a partnership agreement that 
includes the following: 

 we will be listed on the ITAA website 
as a Partnership Organisation, which 
will raise our profile internationally 

 our Newsletter and the ITAA 
newsletter (The Script) will be 
available to members of IDTA and 
ITAA 

 we realise that some of our members 
are already members of ITAA, or are 
student subscribers to the 
Transactional Analysis Journal (on 
the special rate that IDTA prompted 
ITAA to introduce), so we will pay a 5 
USD membership fee for the rest of 
our members, which will also be 
discounted to take into account 
those in economically disadvantaged 
countries 

 for such a low fee, obviously there 
will not be full membership rights in 
ITAA but IDTA will have the right to 
submit an annual report to the ITAA 
Board of Trustees, and hence will be 
able to influence the decision-making 
processes of the ITAA 

http://www.instdta.org/membership-and-contact-details.html%20-%20it%20costs%20£20
http://www.instdta.org/membership-and-contact-details.html%20-%20it%20costs%20£20
http://www.instdta.org/membership-and-contact-details.html%20-%20it%20costs%20£20
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IDTA Practitioner Register 

This is an exciting new initiative , to 
accompany the existing IDTA Professional 
Register—read on if you are not yet TA 
qualified and would like to publicise your TA 
services. The application form is at http://
www.instdta.org/professional--practitioner-
registers.html  

Introduction 

The IDTA Practitioner Register aims to 
provide accessible information so the public 
can identify (or confirm the status of) 
professionals operating under the auspices 
of EATA/ITAA within the TA developmental 
fields. 

The operation of the Register is overseen 
by the IDTA Professional Practice 
Committee. 

The IDTA Practitioner Register contains the 
following statement: 

 This Register is provided by the IDTA 
to assist the public in finding 
practitioners of transactional analysis 
who are engaged in the process of 
becoming qualified and specialise in 
developmental rather than 
therapeutic applications. 

 Whilst the IDTA has checked the 
commitment to professional training 
and supervision of those listed, and 
requires all members to abide by a 
comprehensive set of policies and 
codes of practice, the IDTA cannot be 
held liable for actions of its members. 

Classifications 

The Register contains entries for 
Practitioners who have completed sufficient 
hours of advanced training and supervision 
from internationally accredited TA trainers/ 
supervisors, together with practical 
experience with clients, to demonstrate 

their ongoing commitment to their own 
personal and professional development. 

The IDTA operates a separate Professional 
Register on which are listed: Student 
Members with contracts for CTA training 
with EATA/ITAA or ICDTA; Professional 
Members who have attained CTA (Certified 
Transactional Analyst) status with EATA/
ITAA, and Teaching Members, who have 
attained TSTA (Teaching and Supervising 
Transactional Analyst) status with EATA/
ITAA or those with contracts for TSTA 
training with EATA/ITAA – will be shown as 
(Provisional) Teaching Members, or those 
who have attained TTA or STA Status with 
EATA/ITAA – will be shown as (TTA only) or 
(STA only) 

Requirements for Entry 

In all cases, those entered in the register 
must: 

 maintain appropriate, paid-up 
membership of IDTA and of the 
Register and continue to abide by all 
IDTA policies and codes of practice 

 meet any specific requirements that 
may be applied to them as a result of 
any ethical or professional practice 
complaints 

 have no ethical or professional 
practice sanctions prohibiting or 
suspending entry in the register 

 complete and submit appropriate 
annual training summaries, CPD 
forms or annual returns 

 meet other requirements as outlined 
elsewhere in this document 

 meet any general requirements that 
may be amended or appended to this 
document by the IDTA in the future 

 be functioning professionally in one 
of the developmental fields of 
application of TA 
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Failure to Comply 

In the event that a registered member does 
not comply with the requirements for 
registration, one of the following courses of 
action will be initiated: 

 in case of an Ethics complaint, the 
usual procedures as outlined in the 
IDTA Code of Ethics will be followed 

 in case of a Professional Practices 
complaint, the usual procedures as 
outlined in the IDTA Code of 
Professional Practices will be 
followed 

 in case of failure to meet Registration 
requirements in ways that do not 
generate ethics or professional 
practice complaints, the Professional 
Practices Committee will have the 
authority to investigate the matter 
and to suspend the registration until 
the requirements are met 

 in case of concurrent failures to meet 
more than one of the requirements, 
temporary suspension of registration 
will be automatic until all failures are 
rectified 

 in case of failure to meet 

requirements in spite of intervention 
by the Professional Practices 
Committee, the registration may be 
permanently revoked after Council 
ratification. 

Suspension or removal from the Register 
will not in itself affect IDTA Membership 
status; this will only occur via procedures 
outlined in the various IDTA policies and 
codes of practice. 

Procedures 

On initial entry and at least annually, the 
IDTA will send each member a Registration 
form. 

Members are responsible for returning the 
Registration form if they wish: 

 to have contact details included with 
their entry (name, tel no, fax no, 
address, email, webpage may be 
added) 

 to have their name or any contact 
details removed from the Register 

 to up-date for name changes (IDTA 
needs documentary evidence), 
classification changes (IDTA needs to 
see contracts or certificates etc), or 
contact details. 

Reminder!   Coming soon! 

EATA CONFERENCE 2016 
IDENTITY • INTEGRATION • BOUNDARIES 

July 7-9 - Geneva - Switzerland 

The European Association for Transactional Analysis (EATA) and the hosting Swiss 
Association for Transactional Analysis – French speaking (ASAT-SR), are delighted to 

invite you to the July 2016 EATA Conference in Geneva  

Members, non-members, students are welcome! 

More information on: www.eata2016.org 
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Exploring Culture, Difference 

and Diversity in the 21st 
Century  

© 2016 Keri Phillips 

Introduction 

Preparing for this speech has been an 
intriguing and exciting journey – full of 
sunlit uplands, delightful valleys and 
occasional treacherous swamps. A key to 
my enduring motivation is the fact that 
culture is so important and can essentially 
be life-enhancing or life-diminishing. 
Inevitably we are not necessarily aware of 
it and the impact it may have on ourselves 
or others. At its heart transactional analysis 
is about awareness, hence culture as a 
topic, indeed a project, is highly relevant.  

Shortly I will briefly outline the flow of this 
paper. However, before doing so I want to 
be clear that the approach I take is broad 
ranging. I have consciously cast my net 
wide. Crudely put, if in doubt I decided to 
include ‘it’, whatever ‘it’ might be. I know 
from the generous and excellent feedback I 
received on the draft that this approach 
may sometimes be experienced as 
fragmented. In the end I decided that the 
best way to honour and acknowledge this 
Conference was ‘to put it out there’ 
believing that the spirit is as much about 
prompting possibilities as offering honed 
coherence. However, please do not be too 
anxious, I have not drifted into stream of 
consciousness.......at least I do not think so! 
(My apologies to Dorothy Richardson, 1873
-1957, a pioneer in using the stream of 
consciousness as narrative).  

The first section, The Challenge, briefly 
touches on the self-evident fact that one 
cannot step back completely from one’s 
culture; inevitably one looks at culture 
through the lens of culture. There will also 
be aspects of the lens of which I am 

certainly unaware because they are at the 
core of my culture.  

Secondly, in Defining Culture I offer a 
definition and outline some of its facets. I 
lay the foundations for suggesting the ways 
in which cultures can be liberating, 
oppressive or a mixture.  

Thirdly, in Cultural Difference, Diversity and 
Learning I describe some of the themes 
within the global context and the ways in 
which cultural difference and diversity may 
help or hinder the vital ability to learn; 
whether individually or collectively. Indeed 
culture clashes, though initially painful can 
sometimes bring to the surface deeply 
buried introjects; that is, rules swallowed 
whole. (Polster & Polster 1974).  

Fourthly, in Consequential Synergies and 
Frictions in Organisations I narrow the 
focus to consider the organisational forces 
– tensions and delights – which may be 
stimulated and magnified in the light of the 
global context.  

Fifthly, I narrow the focus further to 
consider The Strengths of TA Cultures and 
Communities, suggesting these may assist 
in the challenges and opportunities 
outlined above.  

Finally, the Conclusion has words of 
wisdom from Sooty, a stray cat who 
became central over many years to my 
family’s life and an enduring source of love 
and sanity.  

The whole of this paper is work in progress 
so please feel free to offer ideas, 
challenges, perspectives, frustrations and 
insights, however and whenever you wish.  

The Challenge 

One inevitably looks at culture through the 
lens of one’s own culture.  

We use cultural assumptions and 
interpretations in order to consider cultural 
assumptions and interpretations.  
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‘What is nonsense to one culture may 
make sense in another, or what is random 
and meaningless to one interlocutor may 
seem comprehensible in another’. (Miller 
2005).  

‘Insignificance is under threat from an 
excess of meaning’. (Baudrillard 2008). If 
everything is made meaningful, then 
nothing is.  

There is ambiguity in language, even within 
the same one; let alone between different 
ones.  

So-called universal truths are often based 
on very local, small experiences; for 
example, the Freud-Adler controversies, 
where the patients of the protagonists had 
very different social backgrounds. 
(Handlbauer 1998).  

‘Convictions are more dangerous enemies 
of the truth than lies’. (Nietzsche 2008).  

Clearly the bases of understanding change. 
For example, Henry VIII was able to 
promote the idea of an individualised as 
opposed to collective conscience in order 
to support his ambitions. (Strohm 2011). 
Also knowledge disappears and re-
emerges. For example, complexity theory 
existed prior to Plato. (Boulton, Allen & 
Bowman 2015).  

‘The rulers of the world are losing their 
metaphysical features’. (Marcuse 2002).  

Defining Culture 

A shared set of values, beliefs, knowledge, 
artefacts and customs which characterise a 
group, large or small. Frequently, but not 
always, these are handed down from one 
generation to the next. The next 
generation, for example, may resist much 
of their parents’ culture. Paradoxically 
resistance may ultimately be an act of 
confirmation, often outside awareness.  

There are many potential strands, facets 
covering a wide spectrum and varying 
depths.  

Some of the Facets:  

General……………………..Local  

It might apply to a large community, 
nation, race, religion etc. Equally it can 
apply to small groups – perhaps just three 
or four individuals whom others see as 
having their own unique way of behaving 
and relating to each other and the world. 
Such a group may, with intent or 
otherwise, end up being hugely influential; 
perhaps a role-model for a new way of 
being and/ or doing business which then 
resonates and proliferates. The family will 
have its own culture. There may be 
subcultures, some of which are more 
powerful than the family. (James 1977). 

Enduring……………….Temporary  

A culture may last for many centuries and 
longer; equally it might be a one-off event. 
For a few hours or days a group, large or 
small gets together and a special 
atmosphere is created. E.g. The Woodstock 
Festival, August 1969; such a moment may 
become an enduring point of reference.  

Surface……………………..Profound  

Rituals, dress, jargon, objects, identity, 
belief.  

One can merge into the other. A ritual or 
object may be seen and experienced as 
profoundly meaningful.  

‘If we give objects the friendship they 
should have, we do not open a wardrobe 
without a slight start. Beneath its russet 
wood, a wardrobe is a very white almond. 
To open it is to experience an event of 
whiteness’. (Bachelard 1994).  

Aware…………………………..Unaware  

There may be aspects of culture of which 
people are fully aware; for example, 
published beliefs and values or clearly 
symbolic ceremonies. There may be others 
which are, for example, unaware habits 
and patterns. ‘The art and design academy 
has a deeply embedded, institutionalised 
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class and ethnically biased notion of a 
highly idealised student against whom they 
measure applicants’. (Barker & McManus 
2009).  

‘.......like out-of-awareness individual script 
beliefs, cultural mores and norms are taken 
for granted, and we are unaware of how 
they influence our individual frames of 
reference’. (Shivanath & Hiremath 2003).  

Secret……………………..Open  

There may be an unspoken aspect to the 
culture which is known in the sense that it 
is only accessible to those who have been 
initiated. There may also be that which is 
secret as a result of unspoken and unaware 
agreement e.g. ‘psychopathic groupthink’. 
(Phillips 2016. Babiak & Hare 2006). Equally 
there may be other cultures where there 
are few secrets; that may be a key 
characteristic of the culture.  

Choice………………..No choice  

One may be born into it; one may choose 
to belong. Where choice is an option there 
can be a wide range of motives; for 
example from professional networking 
through to seeking a new or replacement 
family; therefore, finding common ground 
may not always be easy. Also one may be 
labelled as belonging to a particular 
culture. Equally there may be no question 
of choice; one may simply see things as 
naturally so....the question simply does not 
arise; perhaps fuelled by sedimented 
beliefs. 

Espoused Values ………..Actual Values  

There may be a sharp contrast between 
that which is openly declared as the values 
of the culture and the reality which may be 
in direct contradiction. A particularly 
distressing example would be priests of the 
Catholic Church engaging in child abuse 
and the consequentially enduring efforts of 
those priests and their senior colleagues to 
engage in a cover-up.  

Other points:  

The culture may be vividly different in 
terms of first impressions; but then there 
might be a growing realisation that there 
are some important shared values. Equally 
it may seem initially that ‘this is very much 
me’, but then a greater familiarity brings 
with it a realisation that the first 
impressions were misleading. Some of the 
possible turmoil may have some similarities 
with falling in love; then realising that 
those initially rather cute foibles have 
become deeply irritating and ultimately 
unforgivable. (See also Barthes 2002).  

On the theme of initial assumptions – 
indeed prejudices- about the best fit, I am 
also reminded of a friend who works in the 
UK as a volunteer recruiting young people 
to work for charities in Africa in deprived 
neighbourhoods. She was struck by how 
often those from poor working class 
backgrounds who had had limited formal 
education were able to settle in much 
more quickly and make a stronger 
contribution than those from better off/
better educated sections of society. The 
young person might have never come to 
London and struggles knowing how to get 
from Euston to Epsom, but she is able 
quickly to have a valued role in a small 
community in a remote part of Kenya.  

Sometimes one needs to get close in order 
better to understand the distance one 
wants. That understanding then requiring 
and being the consequence of integration 
at the levels of Parent (this accords with 
my values), Adult (this makes sense) and 
Child (this feels right) ego states.  

‘I realise myself only when I differentiate 
myself from others’. (McAfee 2000).  

Clearly, with all these strands there is 
something about belonging and not 
belonging; Insider and Outsider; Me and 
Not Me. Perhaps at the same time being 
unclear. When people move to another 
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culture, particularly if forced to do so, they 
may feel torn away from their community 
and history. That which had been tangibly 
and intangibly cultivated, perhaps for 
millennia, is now not immediately available 
as a sanity-check.........soul-check. All has 
been uprooted and the basis for deciding 
whether one is an Insider or Outsider, Me 
or Not Me, may no longer exist. 

The model below offers an overview of the 
underlying themes covered so far.  

(I am acutely aware of the cultural bias in 
this model. For example, in some cultures 
the Self would not be positioned centrally; 
perhaps also there would be cultures 
where the person simply has no sense of 
themselves in any way being separate from 
their community. With that in mind my 
then making a link to the Jungian collective 
unconscious could be seen as incisive and 
perceptive, or ill-conceived or utterly 
irrelevant and mere verbiage; such 
judgements may depend on cultural 
similarities and differences).  

Examples:  

- Objects. An object may be powerfully 
symbolic. Clearly this will often be the case 

where spiritual culture is created and 
defined through consecrated items of faith. 
I am also reminded of a friend who was 
unable to attend his U.S. university 
graduation. With passion and delight he 
created a photograph of himself in full 
graduation dress. He then framed copies 
and passed these on to his family and close 
friends. Also, people may evolve into 
objects. There may be some ambiguity 
here; for example, somebody may feel that 
their sense of self is enhanced by being a 
representative – that is speaking for 
others; equally she may feel over time that 
her personal needs are lost by herself and/
or are ignored by others. She ends up being 
treated and possibly treating herself as an 
object.  

- Stories. People being made invisible. Rita 
Dove brought back to prominence George 
Augustus Polgreen Bridgetower, the 
biracial violin prodigy who inspired 
Beethoven. In the words of Felicia R Lee in 
The New York Times, he had been 
relegated to a footnote in Beethoven’s life. 
(Lee, 2009). Aspects of people’s lives being 
downplayed; for example, the less laudable 
aspects of the hero’s life being given less 

Figure 1. An Overview Model of Culture                   Figure 2. The Oppressive Culture  
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 prominence. In May 1945 British troops 
were given direct orders from Winston 
Churchill to repatriate 20,000 Cossacks 
from Austria to the USSR. Many had lived 
outside the Soviet Union since the 
Bolshevik Revolution of 1917. They were 
tricked or forced into boarding trains and 
when, en route, they discovered their true 
destination then many killed their children 
by throwing them out of the train and then 
committed suicide themselves. They knew 
that the Gulag, torture and almost certain 
death awaited them. (Applebaum 2003).  

‘Unaccompanied child asylum seekers 
arriving in the UK are given temporary 
leave to remain. But this expires when they 
become adults, at which point many are 
sent back to their home country – even if 
they have taken GCSEs and A-levels, 
integrated into British society and lost 
touch with their homeland. They often 
struggle to start new lives because their 
Westernised mannerisms mean they are 
regarded with suspicion’. (McCleneghan 
2016).  

- Rituals. These may, at one extreme, be 
blocks to intimacy – relentless weather 
talk; alternatively they may represent, 
indeed embody a profound engagement 
with self and others – for example, a rite of 
passage; a community celebrating a young 
person’s coming of age and the associated 
rights and obligations.  

- Beliefs. Founders may be deified and their 
every word sanctified and made integral to 
a core liturgy passing through the 
generations. Equally, as indicated by Suhith 
Shivathna and Mita Hiremath there may be 
some significant challenges regarding 
identity simply in the shift from one 
generation to the next; for example with 
immigrant families subject to racism and 
prejudice. (Shivanath & Hiremath op cit).  

Sometimes so-called ‘thought-leaders’ are 
elevated to gurudom and then previously 
grown-up specialists can become 
sycophantic children in their presence. 

‘Who can get closest to Mummy/Daddy? 
Who is loved the most?’  

‘The triumph of advertising in the culture 
industry is that consumers feel compelled to 
buy and use its products even though they 
see through them’. (Adorno 1991).  

Somebody might feel supported by their 
culture; or oppressed and suffocated or a 
mixture. There may be a desperation to 
belong; people making themselves smaller 
in order to try to achieve this; or they are 
squashed into compliance.  

This is illustrated in Figure 2. (I have 
strengthened the outer circle in the belief 
that internal rigidity often energises 
outward rigidity and vice versa).  

‘Nazism was an invitation to turn grievance 
into grandiosity and gave a green light to 
destructiveness and hatred of monstrous 
proportions. It enabled supporters to 
project fantasies into Hitler and to identify 
with his dreams and hopes; to feel 
themselves part of this new resurgent 
power whilst also remaining abject in 
submission and loyalty, joyously passive 
tools in the hands of the master’. (Pick 
2012).  

Somebody might feel confused because of:  

- Sometimes feeling supported, sometimes 
suffocated; loving some aspects, hating 
others.  

- The diverse, perhaps contradictory nature 
of the cultures to which she belongs; or 
‘too much choice is no choice at all’.  

- For whatever reason her culture does not 
seem comfortable, appropriate or relevant.  

A source of confusion may be the 
consequence of parents emphasising to 
their children that they are vital 
representatives of a minority culture and 
that the reputation of that culture is 
heavily dependent on how that child 
behaves. “You behave badly then we all 
look bad; not just the family, but the entire 
community”. The child might experience 
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  this exhortation, indeed obligation as a 
heavy burden where somehow he is given 
responsibility for people, events and 
perceptions over which he has no 
influence, let alone control. The child feels 
loved and oppressed. Perhaps this 
generates a fury which expresses itself 
against the wider society, rather than 
omnipotent Mum or Dad. The child may 
then be expressing Mum and Dad’s 
repressed fury about their situation; a ‘hot 
potato’. (English 1969).  

Equally, diversity of cultures and questions 
such as ‘Where do I belong?’, ‘Where do I 
want to belong?’, ‘What culture can I help 
to create?’ can entail an exciting journey, 
both for that person and those who may 
accompany them, including ‘helpers’: 
counsellor, colleague, partner, chance 
travelling companion, therapist, corridor/
coffee/calendar-coach, consultant, leader, 
loving friend etc. Potentially it is a journey 
rich in learning, perhaps pain and joy. I am 
also reminded that often people can end up 
feeling at home in their new culture and 
would not wish to return, for example, to 
their country of origin. This was true of 
Lord Weidenfeld who, as a boy, left his 
home in Vienna in July 1938, fleeing the 
Nazis. After the war he returned to Vienna 
whilst working for the BBC World Service. ‘I 
found the city full of ghosts and preferred 
my adopted home in London’. (Mail on 
Sunday December 20 2015). Until his recent 
death he led a charity helping Christians 
escape persecution in Syria.  

Cultural Difference, Diversity and 
Learning 

The Global Context  

Some of the themes are:  

- A world of ever-greater provisionality, 
therefore sometimes an ever-greater urge 
for certainty; this desire sometimes ending 
up being narrow and rigid, suffocating the 
talent of self and others.  

- The rate and extent of change means that 
we cannot sort ourselves out first before 
then entering our world, so to speak. We 
learn ‘on the job’ whilst aiming to offer 
‘reasonable’ coherence to others; perhaps 
as a leader, parent, colleague, friend, or 
client. That is, reparenting self whilst 
supporting others to reparent themselves. 
(Phillips 2014).  

- The impact of technology increases 
people’s ability to communicate and 
communicate immediately; that is, to make 
a difference, feel insignificant, paranoid and 
potent. One is faced with people and 
situations which are a world away, yet 
intimate. There is no time to make the 
transition and notice the relevant ‘liminal 
phenomena’; there is no threshold. (Rhode 
1994). Suddenly one is in a relationship, 
regardless of whether it is based on love or 
hate, curiosity or indifference. That 
relationship may well happen when either 
party is in their private, even secret space.  

The apparently intimate nature of social 
media contact can make marketing a highly 
personal experience; a lack of response 
from the intended friend/client may be 
experienced as confirmation of a ‘don’t 
exist’ injunction. (Goulding & Goulding 
1976). Equally one might mistakenly click 
the wrong key and end up with a friend for 
life!  

I am also reminded of a frightening 
moment when I saw a pedestrian walk into 
the road at Woburn Place, Euston London, 
whilst being obsessed with his mobile 
phone. He walked straight into a cyclist 
who fell to the ground, with a double-
decker bus just having enough time to 
make an emergency stop to avoid crushing 
him.  

Mumsnet founder, Justine Roberts who set 
up a place where women could share ideas 
and support has been subject to on-line and 
‘swatting’ attacks. As the popularity of the 
site grew, so did the hostility.  



 

IDTA Newsletter Volume 11 Issue 2 June 2016                                                          11 

 

   - In times of turbulence people may have 
an even stronger desire to belong whatever 
the price. Security in all senses of the word 
becomes the imperative. Also people may 
then volunteer motivated by compliance 
rather than commitment. This turbulence 
also includes climate volatility.  

- Turbulence may provoke survival 
concerns within the Child ego state; 
energising - in TA terms - games, negative 
symbiosis, the Drama Triangle, rackets, 
contamination, exclusion and so on. 
Potentially, therefore, reliving aspects of 
the past and embodying a wide range of 
ages. (Salzberger-Wittenberg 2013). The 
external turbulence resonates with internal 
turbulence and vice-versa. A moment 
perhaps when The Cusp (Phillips 2005 op 
cit) is at its most intense and the 
opportunities for learning are particularly 
vivid and elusive. For example, injunctions 
may be provoked into graphic portrayal 
and be experienced as repulsive rather 
than magical; equally, the escape hatch 
may cunningly come into play and 
magically disguise its repulsiveness. 
(Holloway 1973).  

- The rate of change may mean that power 
becomes the key issue and the basis on 
which relationships are defined. One of my 
clients was deeply frustrated by the fact 
that she sought to intervene with her 
fellow senior colleagues on the basis of 
problem-solving; however, whatever she 
said or did was interpreted by the others as 
a bid for power. She is now reflecting on 
whether and how she might be 
constructively subversive, whilst retaining 
her integrity.  

- The rate of change may mean that we 
become obsessed with the quick fix – not 
questioning assumptions; not reflecting. 
Perhaps also this creates a confluence with 
a desire for instant gratification. I am also 
reminded of those who write about a 
cultural obsession with material 
possessions and the extent to which our 
sense of well-being and self-worth may be 

affected by the extent to which we have 
the latest product/upgrade. (Marcuse op 
cit). Arguably there is a growing depth of 
superficiality.  

- The rate of change may also mean that 
little or no time is allowed for mourning; 
that is for example, acknowledging the 
sense of loss regarding formerly close 
colleagues who have been made redundant 
as a result of a major re-structuring. With 
other examples the sadness may relate not 
to specific individuals but rather the 
disappearance of a once-valued past and 
history. People who miss those days may 
choose to be quiet for fear of being labelled 
tree-huggers; luddites, resistant to change. 
Perhaps those who relentlessly lead the 
drive forward fear seeing their organisation 
trapped in a nostalgic and rackety past. Yet 
such a concern may be a caricatured 
phantasy which they use to avoid dealing 
with their own grief. A failure to mourn 
may fuel those interminable ‘ain’t it awful’ 
sessions in the pub. However, if the 
organisation has moved on from a family 
culture to one where people are merely 
resources then the avoidance of mourning 
is perhaps congruent with the newly 
emergent culture.  

Il vaux mieux reculer pour mieux sauter. It is 
better to step back in order to jump better. 
Francois de Boyvin, Baron de Villars. 1606.  

- The rate of change may also mean that, 
just when greater versatility is needed, 
people de-skill themselves. Perhaps it is the 
result of an urge at a child and Child ego 
state level for a greater degree of certainty; 
the compartmentalisation of roles and 
skills. For example, I have certainly known 
people who were brilliant at handling 
customers – exploring what is really being 
said, constructively challenging, building 
the long term relationship – but then 
unwittingly discarded those skills when 
working with colleagues. It may also link to 
a reluctance to mourn. In a world where 
love is only ever conditional then people 
may be relentlessly adversely critical of 
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themselves. An on-going accumulation of 
sadness may increase the compulsion to 
suppress it; thereby creating a vicious 
circle.  

- These are times when trust is apparently 
diminishing; for example, this applying to 
the general public’s perception of business 
(E.g. the VW emissions scandal), politicians 
(E.g. MP’s expenses, duck house etc) and 
the two combined (E.g. the agreement 
regarding Google’s tax bill). A lack of trust 
and an associated impression of having 
been betrayed generates a greater sense of 
conditionality which itself makes trust, 
whether of self or others, more elusive. 
Ultimately trust is necessary for learning.  

‘In 1919 seventy black Americans were 
lynched, ten of them former soldiers.’ (BBC).  

In 2013 #blacklivesmatter was set up.  

- Perhaps these are times of ‘splitting’, 
using this word in two distinct ways:  

First, largely honouring Melanie Klein’s use 
of the word, that children as part of their 
early development will go through a phase 
when they see the world in starkly 
contrasting terms – wonderful and terrible. 
(Likierman 2001).  

Secondly, a sharp difference in and 
between cultures in terms of the material/
worldly and the spiritual/amorphous.  

I am reminded of James Hillman writing 
that ‘.....when the war clouds gather 
religious belief electrifies the air’. (Hillman 
2004). There seems to be much violence in 
the world. Perhaps on occasion it is an 
instinctive, inevitably self-defeating 
attempt to heal both those forms of 
splitting; however the wounds simply 
multiply and deepen, exacerbating the 
futile urge.  

‘Organisational culture change: the 
imposition of private sector practices and 
attitudes within the public sector. I suppose 
this is a bit of a reactionary hobby-horse of 
mine. I think there is a fundamental 

difference between existing to make money 
(albeit through the provision of useful 
goods and services) and offering services 
for the public good through taxation and 
accountable structures. I have witnessed 
the profound distress in clients working in 
public sector organisations where 
increasingly the sole focus of attention is on 
economy – more than one has found their 
coping strategy has been to stop caring 
about what really mattered to them when 
they entered their professions; which 
attempted resolution you could see as the 
consequence of a clash of cultures’. Ken 
Smith.  

Consequently there is an ever-growing 
need to learn and arguably the means of 
learning are multiplying, but the 
impediments to learning may also be 
proliferating.  Cultural differences, diversity 
and their exploration may be helpful in 
facing such challenges. Hence the next 
section.  

Learning  

I want to begin by emphasising that 
learning may come from a totally 
unexpected source. For example, Claude 
Monet writing ‘The Elements of Drawing’ in 
the Contemporary Review of 1911 
identified John Ruskin as a key figure in the 
evolution and development of 
Impressionist painting.  
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 I also recall, hopefully accurately, Fanita 
English once saying that she had attended a 
Forestry Conference which was of great 
help in furthering her ideas regarding 
transactional analysis. It might have 
influenced her thinking regarding a new 
diagram to represent the second order 
structure of the Child ego state; it has some 
similarities with a cross section through a 
tree trunk. (English. 1977).  

Cultural difference and diversity has the 
potential to prompt/support learning:  

- Offering fresh perspectives. For example, 
some years ago I visited Kano in Northern 
Nigeria as part of a work project. I was 
deeply moved by the sense of community, 
smiles and the warmth that was offered to 
all, including strangers like me. It certainly 
prompted me to reflect on the nature of 
community back home. There can also be 
circumstances where the culture shock is 
totally unexpected because it takes place so 
close to home. I am reminded of a 
conversation I had with somebody from 
one of the emergency services. He said that 
his new role involved liaising with an 
adjacent county and that it was run so 
differently and felt so strange to him that it 
was ‘like visiting a foreign country’.  

- The idea of fresh perspectives also has 
resonances with: ‘loving dislocation’; a 
coaching/counselling/therapy intervention 
designed respectfully to disrupt the client’s 
current way of seeing himself and his 
world. (Phillips 2010).  

:triangulation - that is generating the 
insight that comes from creating another 
view; in this instance me, my culture, 
another culture. (Cavell 2007). A variation 
of this is the 3rd position, as described by 
Maria Gilbert and Ken Evans. (Gilbert & 
Evans 2000). They note the father, or 
another significant other offering a further 
perspective in the relationship between the 
mother and the child. Different cultures 
with different family structures, values, 
dynamics and stories potentially offer 

multiple enriching and sometimes 
conflicting child and Child ego state 
experiences.  

:the uncanny/das unheimlich – catching 
sight of ourselves in the mirror held up by 
another culture and seeing ourselves in the 
same, but also a new way. Sometimes 
parents suddenly see the adult in their 
child. I am also reminded of a recent 
conversation with a client who said she had 
been looking through some old 
photographs of herself and said that, ‘....at 
that time I did not realise how lovely I 
looked’.  

I vividly remember attending my first 
gestalt workshop; one of the participants 
was being encouraged/supported in acting 
out her sense of being crucified. She lay on 
the floor with her arms outstretched. This 
was a totally alien world for me, even 
though I was pretty familiar with gestalt 
language, and being in a free-flowing 
format as a result of my T-group 
experience. (Clark, N & Phillips, K. 1984). 
That moment in the workshop truly forced 
me to consider the similarities and 
differences between training and therapy 
and the extent to which I might, if at all, 
appropriately and ethically use gestalt 
philosophies and practices in an 
organisational setting; for example, 
teambuilding.  

- Exposure to another culture may not 
necessarily offer fresh perspectives, but 
rather open up a possibility of non-
meaning. Some cultures can be very quick 
to suggest that experiences are either 
meaningful or meaningless. On that basis 
differentiation can become discrimination; 
or understanding becomes explanation 
which then becomes judgement. 
Alternatively, sitting with non-meaning may 
offer a void which has the potential to be 
creative. Apparently Immanuel Kant’s 
Enlightenment motto was ‘Dare to 
Know!’ (Desmond 2000). Perhaps allowing 
non-meaning is, ‘Dare Not to Know!’  
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- Being off-balance. As already indicated, 
cultural differences may be disorientating. 
In this regard I am reminded of Jo 
Stuthridge and Charlotte Sills writing about 
the benefit in being off-balance. ‘ These 
moments can lead to effective therapy in 
that they insist on a deep level of 
emotional involvement in the process, 
which is perhaps the only way to hear a 
client’s unspoken story’. (Stuthridge & Sills 
2016). Perhaps it also links to RD Laing’s 
comment that ‘...... the cracked mind of 
the schizophrenic may let in light which 
does not enter the intact minds of many 
sane people whose minds are closed’. 
(Laing 1990).  

Staying with the helper role, I am also 
aware how much she herself may be 
‘holding’, both individual and collective. 
For example, the client may be working for 
an organisation where the contrary pushes 
and pulls flowing from global and local 
culture change are profound. There is an 
ever-greater pressure to move very 
quickly; consequently there is less time to 
reflect even though it might be vital for 
learning. Also, as mentioned earlier, staff 
having been treated in earlier times as 
‘members of the family’ are now seen 
merely as resources. The past is rubbished. 
So the client, that is one of the leaders may 
come to see the helper at a time when he 
is carrying a lot of ‘unfinished business’ – 
exhaustion in seeking to retain compassion 
towards his staff, feeling guilty for having 
compromised in his head and heart deeply 
held personal values. The helper may 
herself be facing similar challenges and 
those common experiences, whether 
explicitly shared or not, carry the 
possibilities of insight, collusion or a 
mixture. Of course, it could even be that 
the helper is an internal coach and that she 
works for the same organisation as her 
client. The challenges in helping the client 
not only learn but learn how to learn (i.e. 
double-loop learning; Argyris and Schon 
1978) may be considerable; perhaps 
‘holding’ the joy and sadness of the client’s 

script change. Skill and agility is needed in 
balancing and rebalancing permission, 
protection and potency both for self and 
others; using one’s vulnerability to be both 
a part of and apart from the client’s world; 
and to be a part of and apart from one’s 
own culture. (Crossman 1966. Phillips 
2015).  

‘I guess I’d rather hurt than feel nothing at 
all’. Need You Now. Lady Antebellum.  

A common, perhaps core theme in the 
story so far has been the contrary 
pressures which are often at play. These I 
consider more fully in the organisational 
setting section which follows. However, 
before doing so I want to refer more 
broadly to the associated possibility of a 
frequent contrast between light and 
shadow. Turbulence can force people to 
face aspects of self that they do not readily 
acknowledge – their hard-won talents; a 
desire to humiliate; grandiosity; a 
remarkable ability to move between 
complex tasks; a relentless altruism which 
causes them to neglect their own child/ 
Child. (Phillips 2005).  

I am reminded of Adolf Guggenbuhl-Craig 
writing that those who are particularly 
passionate about their work may also be 
most likely to engage with their power 
shadow. (Guggenbuhl-Craig 1971). I 
suggest that in fact it is not just the power 
shadow but other shadows which are likely 
to be evoked. So the challenge of exploring 
and working with and between cultures 
requires passion and the courage to 
embrace the shadow, learn from it and to 
be willing to run away and hide.  

Owning up to one’s shadow may be a 
valuable and necessary step in order to 
own and then embrace it; there may also 
be a sense of shame at the same time. 
Sometimes communities, including 
therapeutic ones can have a culture of 
obligation at such a moment; ‘....to be truly 
one of us you must....’. Consequentially the 
embrace is merely a superficial hug 
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because the original script decision is being 
confirmed and the shame intensifies.  

I once had a fascinating conversation with 
somebody who had many years experience 
working with charities, as both leader and 
consultant. He said that within the sector 
the desire ‘to do good ’ and to be seen as 
positive and optimistic meant that anger 
was not regarded as an appropriate feeling 
to be expressed ; it might sometimes squirt 
out in heated debates about meaningless 
trivia. Perhaps anger as well as love is a 
vital ingredient for passion and indeed 
compassion.  

Consequential Synergies and Frictions 
in Organisations 

The organisational setting – a global 
business, professional body, small business, 
conference, local charity, school support 
group, kennel club – has the potential to 
energise and bring to the surface 
potentially enriching forces. Almost 
paradoxically these may be based upon 
contrary pulls which may also work 
synergistically, creating the 3rd position; 
the delight and despair of the dialectic. As 
already intimated, the 3rd position can be a 
collective as well as an individual 
phenomenon.  

Below I suggest some of the synergies and 
frictions which may be at play or indeed 
need to be brought to light and life in order 
to enhance personal awareness and 
organisational learning for both the 
individual and the organisation. It may be 
about engaging with, even accentuating the 
polarities in order better to experience and 
understand what they mean. Sometimes it 
is about balancing and rebalancing the 
polarities. There will also be the associated 
risk of developing a habit of ambivalence, 
such as that described by Simone de 
Beauvoir in 1949. Women ‘lack the 
conviction necessary to build this grievance
-world their resentment calls for; their 
attitude towards man is too ambivalent. 

Doubtless he is a child, a necessitous and 
vulnerable body, he is a simpleton, a 
bothersome drone, a mean tyrant, a vain 
egotist; but he is also a liberating hero, the 
divinity who bestows values’. (de Beauvoir 
1988).  

Competition/Collaboration Inevitably 
there will be competition; individuals and 
groups wanting to improve and to be better 
than those with whom they compare 
themselves; it may or may not be healthy. 
There will also be the desire jointly to 
create, support learning and build a future. 
Something which pulls people together – 
shared values and beliefs; a sense of OUR 
identity.  

Stability/Change Keeping things the same 
can create some solid ground; important 
for both the individual and the whole. Yet 
too much stability can lead to rigidity; even 
self-righteousness. ‘A platform of 
understanding evolves into a prison of 
prejudice’. (Phillips 2015).The rate and 
extent of external/ environmental change 
requires internal flexibility – methods, 
membership, perhaps even values in order 
to support learning – individual, collective, 
institutional.  

Mike Atherton, writing in The Times (24 
December 2015) about the decline of West 
Indies cricket also referred to Kodak 
knowing in 1981 as a result of a market 
intelligence report that the potential effects 
of Sony’s first electronic camera could be 
devastating. Kodak filed for bankruptcy 
protection in the United States in 2012.  

Conformity/Rebellion Standards are 
important. They can be particularly vivid 
where explicit professional assessments/
judgements are being made. At the same 
time sometimes very new thinking is 
needed. Rightly or wrongly it may be 
dismissed as mere rebellion. Those who 
successfully rebel may then become the 
most skilled and adamant in suppressing 
what they see as the rebellion of others, 
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‘My way or the highway’; one example 
being the Freud wars.( Gomez. 
2005).Equally there may be those who have 
worked so hard to belong that they have 
lost the habit of challenging. E.g. failure to 
whistleblow. ‘Skilled incompetence’, that is, 
the ability to make the fact of 
‘undiscussability’ itself ‘undiscussable’ then 
becomes beautifully burnished. (Argyris 
1986).  

‘The negative collective image of a 
particular profession is generally more 
unitary and standardized than the positive 
image’. (Guggenbuhl-Craig op cit.).  

Diversity/Homogeneity  

It is probably important to attract a wide 
range of diverse backgrounds/experiences; 
appropriate openness of boundaries to 
support the challenging of assumptions. At 
the same time there needs to be some 
protection in terms of what is a reasonable 
fit; protecting relevant standards. 
Consequently, as stated by Eric Berne in 
relation to ego-state boundaries, a need for 
avoiding rigidity or excessive lability. 
Sometimes organisations delude 
themselves about the accessibility. For 
example, one of my clients is very clear that 
generally much-lauded Widening 
Participation Initiatives are frequently not 
truly about raising aspiration but rather 
raising privilege. ‘Come and see what you 
are missing’, rather than ‘What can we 
learn and create together?’  

Clarity/Confusion of Identity  

With these synergies and frictions there 
may be uncertainty not only about insider/
outsider but also knowing whether one is 
carrying feelings which are purely one’s 
own; perhaps they belong to others, for 
example parallel process (Clarkson 2002, 
Phillips 2011), or are the result of a 
magnifying and resonating collective 
energy.  

In all this, sold ground may sometimes 
prove elusive; it is both a journey and a 

destination; light and shadow; love and 
hate; excitement and indifference; clarity 
and confusion; embrace and withdrawal. 
Therefore an important habit is to remind 
ourselves of individual and collective 
strengths and talents, but without self 
delusion. In that regard I offer below my 
beliefs, assumptions and experience of 
those that frequently exist in the cultures 
and communities of the world of 
transactional analysis.  

“Things that are equally bad are also 
equally good”. Spoken by Humbug. (Juster 
2008).  

The Strengths of TA Communities and 
Cultures  

Nourishing an enduring hunger for learning; 
this includes a deep commitment to on-
going personal and professional 
development.  

Supporting the sharing of learning, both 
internally and externally.  

Using the energy of frustration to be highly 
creative. For example, in 1956 Eric Berne 
having been turned down for membership 
of the San Francisco Psychoanalysis 
Institute created the world of transactional 
analysis. ‘An individual who was intimate 
witness to Eric’s reaction to the turn-down, 
namely Mrs Dorothy Berne, reported that 
the rejection was devastating but cathartic; 
spurring him to intensify the long-standing 
ambition to add something new to 
psychoanalysis’. (Cheney 1976).  

Engaging in exploration which generates 
and re-generates a language and approach 
which is highly accessible and which is not 
all or nothing. It offers many points of 
access to people whose needs and 
expectations may vary hugely.  

Being willing to tell the truth even when it 
could be risky. First example, Graham 
Barnes writing, ‘....Berne’s theory is still in 
use, and its heterosexist assumptions 
cannot be dismissed – and neither can his 
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theory’s lack of sensitivity to lesbians, gay 
men, and bisexual men and women’. 
(Barnes 2004). Second example, James R 
Allen writing in the foreword to 
‘Transactional Analysis in Contemporary 
Psychotherapy’, (Erskine 2016), ‘..... I have 
been somewhat disappointed by the lack of 
emphasis on research.....................While 
the reference list resembles a library 
catalogue, there is only passing reference 
to relevant biological foundations , and 
relatively little on the complexities of 
economic, cultural, social and political 
interactions’. (My key point here is not the 
accuracy or otherwise of their words, 
rather the fact that Graham Barnes and 
James Allen felt able to tell the truth as 
they saw it. Indeed, the former received 
the Eric Berne Memorial Award in 2005, in 
Edinburgh).  

Being willing to live and engage with, but 
also challenge, diverse and sometimes 
divergent schools of thought and practice 
within the TA world. In many ways this 
supports and energises the hunger to learn.  

Conclusion 

‘Stepping into another culture may help 
me get out of my own way’. Sooty. 2016.  

 

Visit www.keri-phillips.co.uk for blogs on 
topics such as: The Joys of Impostor 
Syndrome, Reparenting Self, Cactus Envy, 

Group Supervision – Psychic Retreat to 
Psychic Prison, Liminal Phenomena, Avian 
Confluence and Loving Dislocation, The 
Wise Child, Integrated and Introjected 
Values, Exploring Vulnerability in the 
Coaching Team, The Power of 
Triangulation, The Transitional Object and 
Adaptive Action, Gestalt : The Wider 
Perspective, Boundaries and Unconditional 
Love, The Deification of Trust, Skilled 
Incompetence and Die 
Geisterubertragungen, The Delights and 
Dreads of the Dialectic, Corridor, Coffee 
and Calendar Coaching, Coach as Le 
Flaneur?  

Also, freely available on request, the 
following papers: ‘The Delights and Terrors 
of Betrayal: Coaching Implications’, ‘Envy in 
Coaching and Coaching Supervision’, 
‘Coaching, the Shadow and the Transition 
Curve’. This last paper is also included in my 
book, ‘Transactional Analysis in 
Organisations’.  

Twitter: @keriphillips1  

Skype: keri.phillips1 
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How I became a counsellor 

© 2016 Pam Turner 

Reprinted with the kind permission of the 
author and of the Editor of The 
Transactional Analyst, where this first 
appeared in the Spring 2016 issue pages 35-
37—referencing should be to the original.   

ONCE UPON A time there lived a King and 
Queen. Their land had been recently 
ravaged by a terrible war, but they worked 
hard rebuilding their kingdom with their 
two young children. After many years they 
had everything sorted; their castle and their 
land was just how they wished it to be and 
they had the admiration of the people 
around them. They just wanted one more 
thing to make their lives perfect. And so a 
little princess was born, and the King and 
Queen lavished on her all the things a little 
girl could possibly want. Only through their 
determination to make everything perfect, 
they didn’t see that the princess wasn’t 
very much like a princess at all. When she 
was upset they would try to make things 
better by saying, ‘Don’t be silly, we made 
you to be perfect, how can you possibly be 
sad? Look at all these lovely things! We 
wish we’d had all these lovely things when 
we were growing up.’ 

So the little girl learnt to hide away her 
feelings from the King and Queen because 
she didn’t want to upset them. She felt 
ungrateful that she didn’t want to be 
perfect and because she didn’t want all the 
things her parents gave her. After all, her 
parents were the King and Queen, and very 
powerful, so they must know best. 

Chapter 2 

As she was growing up the Princess 
practised the skills she thought she would 
need to be the person she wanted to be. 
She didn’t dare tell the King and Queen, but 
she decided that she would be Ordinary. In 
secret, she would go into the forest with 
her dog and the mightiest sword she could 

manage to practise her fighting skills, 
removing her crown and putting on a pair 
of sturdy boots under her princess dress 
before she did so. The years past and soon 
the time came for the Princess to leave 
home and make a life for herself. The 
Queen was anxious for her to find a 
handsome Prince to look after her but the 
Princess had other ideas. 

One day the Queen asked the Princess, 
‘What are you going to do then?’ 

‘I am going to be a doctor,’ replied the 
Princess. 

‘Don’t be silly’ said the Queen, ‘that’s much 
too difficult for a Princess.’ 

The Princess felt defeated. The energy 
drained from her and fighting back tears 
she disappeared into her bedroom. She felt 
unbelievably sad as she lay on her bed 
surrounded by all the things that a princess 
could possibly want. There was a snuffling 
and scratching at the door. When she rose 
to open it, her dog was sitting there, tail 
wagging, tongue hanging out, his bright 
eyes searching her face. In an instant the 
Princess brightened. 

‘That’s it!’ she cried, ‘I’m off!’ 

She gathered together everything she 
thought she’d need for the journey ahead: 
her trusty sword and her slightly battered 
and tarnished crown. She threw off her 
princess dress, pulled on some jeans and 
her boots, wrapped a brightly coloured 
scarf around her neck and put a small 
mirror in her pocket. With a smile on her 
face and her dog at her heels she strode 
out through the palace gates into the 
outside world. She hadn’t gone far when 
she heard the sound of hooves galloping up 
behind her. She turned to see a large horse 
bearing down on her and on its back, the 
King. 

‘Wait!’ he cried, ‘Take this. It will make your 
journey easier.’ 

He jumped off the wild looking snorting 
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creature handed her the reins and strode 
off back towards the castle. 

‘What’s his name?’ the Princess called after 
him. But the King did not reply. 

Chapter 3 

The Princess, or Ordinary Princess as she 
now called herself, spent the next few years 
travelling the world and having adventures, 
always with her trusty sword, her 
increasingly battered crown, wearing her 
big boots and with her dog trotting 
alongside. Even in the summer she seemed 
to wear her scarf and she took the horse 
with no name almost everywhere, but 
didn’t ride him. She made many friends and 
tried new things, always moving on and 
searching for something she couldn’t quite 
find. 

But... she wasn’t happy. Her sword began 
to feel heavy and cumbersome; her head 
was irritated by her crown; the horse kept 
bucking and pulling at her impatiently, but 
worst of all her scarf was tightening around 
her neck until she could hardly breathe. 
Eventually, one day, she could bear it no 
longer and sitting down on the kerb of a 
busy road, let go of her sword and laid her 
head on her lap. The horse galloped off and 
the dog sat whimpering beside her. She had 
been sitting like this for several hours when 
she was approached by a strange woman. 
The woman had wild, golden hair and 
reached out to touch her with warm, soft 
hands. 

‘You look like you could do with some help’, 
the woman said to the Ordinary Princess. 
‘Would you like to come with me?’ 

And she led the Princess into a bright and 
beautiful room full of flowers and plump 
cushions. 

‘Tell me what’s wrong’ said the woman. 

‘I don’t know’, said the Ordinary Princess, ‘I 
should be happy because my childhood was 
perfect and I was given everything a 

Princess could want.’ 

‘Maybe you didn’t want to be a Princess’ 
the woman replied. 

And so they stayed together in this room 
for many weeks. The Princess learnt that 
the woman was very wise and she felt safe 
enough to take off her heavy boots and her 
crown, put down her sword and loosen her 
scarf. Her dog was fed and walked and slept 
on the plump cushions. Eventually the 
Ordinary Princess announced, ‘It’s time for 
me to go’ and thanking the wise woman, 
put back on all her things that now felt so 
much lighter and more comfortable. With 
the dog bouncing around her feet, she 
opened the door into the bright sunshine. 

Chapter 4 

The Princess spent the next few years 
feeling happier and lighter, doing her work 
and riding life’s ups and downs. 

She climbed mountains, swam in wild rivers 
and camped in magical forests, enjoying the 
freedom of being ordinary with only the 
occasional bits of princess showing. Every 
now and again she would visit the King and 
Queen in their castle where the Queen 
would fret and worry about her Princess. 

‘You should stay here and put on one of 
your lovely princess dresses’ she would say. 
‘If you climb up to the top of the tower 
then a Prince will find you. And you should 
change your shoes, nobody wants a 
Princess who wears boots.’ 

At times like this the Princess would feel 
her scarf tightening and would grip her 
sword more tightly. ‘Never’, she would 
mutter and walk away. 

One day the Ordinary Princess was cycling 
through a forest with her dog running 
ahead – one of her favourite things to do – 
when she saw a strange creature on the 
path ahead. She slid to a halt just missing a 
large frog by a hair’s breadth. The frog was 
sitting staring at her. 
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‘Now you need to kiss me for nearly 
running me over’, said the frog. Something 
about the frog and the way her dog was 
furiously wagging his tail made her lean 
over and plant a kiss on the skin of the cold, 
slimy creature, which was actually 
surprisingly warm and soft. With a loud 
‘poof ’ and a flash of glittering light, a man 
appeared in front of her sitting on a bike. 

‘Come on then’, he said, ‘I’ll race you. By 
the way, I like your boots’, and he sped off 
with her dog tearing after him. 

Chapter 5 

Some years later, the Princess was staring 
out of the window wondering what to do 
next when there was a tapping at the door. 
She opened it to see her old friend, the 
horse with no name, a sign around his neck. 
‘Climb on my back’ it read. And for some 
reason she did. 

The horse galloped off with the Princess 
clinging on and just a little scared because 
she had never ridden him before. 
Eventually, the horse stopped outside a 
building in a strange town and knelt down 
so the Princess could climb off. She opened 
the door to the building and walked in. In 
front of her she saw a large and writhing 
monster filling the room, its skin crawling 
and rippling. As she stood in the doorway 
clutching her trusty sword with an 
uncertain smile on her face, the monster 
opened its large black mouth to utter the 
words, ‘Welcome. Come in.’ 

The Princess, more intrigued than scared, 
moved forward and as she did so, saw that 
the monster was not one being, but made 
of many people. She realised that she felt 
OK in the room; it felt safe. From then on, 
each week she would return to the room, 
sometimes with her sword and crown, 
sometimes not, but always with her scarf 
around her neck and her dog who loved to 
play with the other dogs that the people 
brought. 

A year later, the Ordinary Princess found 
herself once more staring out of the 
window at home wondering what to do 
next when there was a tapping at the door. 
When she opened it, she again saw the 
horse but this time the sign around the 
horse’s neck read, ‘Come with me, but 
leave the dog’. She felt scared. She rarely 
went anywhere without her dog, but 
something compelled her and so she found 
herself back in the room where she felt 
safe. The Princess returned week after 
week, finding it increasingly hard to leave 
behind her beloved dog who would cry and 
whimper as she closed the door on him and 
left. As the weeks wore on, she experienced 
the feeling of her sword and boots being 
too heavy, her crown irritating and her 
scarf near strangling her. But her grip 
remained tight on the sword and she 
determined not to give up. With a slow 
dawning realisation, the Princess listened 
and learnt and studied until one day she 
looked at all the things she had carried 
around with her and saw them for what 
they really were: 

Her crown, now tarnished and battered 
that itched and irritated that she really 
didn’t like but she still wore every now and 
again was her ‘Be Perfect’ driver. 

The smile she wore on her face, even when 
she wasn’t happy was her ‘Please others’ 
driver. 

Her searching and continually moving on 
was her ‘Until’ process script. 

Her scarf that she felt she could never leave 
behind even on the hottest of days, that 
tightened and strangled her was her ‘Life 
Script’. 

Her boots, big and heavy were her 
injunctions, but also in being the antithesis 
of the princess dresses, gave her 
permissions. 

Her dog, was her Free Child, her permission 
to be herself and was her safe and happy 
place. 
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And her trusty sword, so heavy and so 
useful? Well of course that was her ‘Try 
Hard’ driver. 

She found she could use her little mirror to 
reflect on her thoughts and feelings. But 
what of the horse with no name? This was 
a present from the King – a ‘Hurry up’ 
driver all of her own. 

Chapter 6 

It soon became apparent to her that all the 
people in the room were being prepared 
for a perilous but exciting task – that of 
facing Dragons. In order for the people to 
be ready for such an arduous adventure, 
everyone had to sit in a circle, take off 
those things that encumbered them and 
examine them together. Sometimes this 
was scary, sometimes it was upsetting and 
sometimes it made people cross. Often, 
when the Princess looked at her things in 
the circle, her scarf would tighten so much 
she wouldn’t be able to speak. Gradually 
she learnt to put up with the discomfort, 
loosen it if she could or at least understand 
that it wouldn’t remain tight for long. After 
all, it was important that her scarf didn’t 
become too tight when she faced the 
dragons. 

Eventually the day came. The Princess felt 
prepared as she put on the things she knew 
she had to take with her. She had polished 
her crown, sword and boots and wrapped 
her scarf loosely around her neck. She 
made a comfortable space for her dog to 
stay at home as she felt where she was 
going wasn’t a safe place for him. 

The Princess made her way to the building 
where she knew the dragons would be. She 
stood on the threshold of the doorway 
knowing that on the other side was a 
dragon that had been especially selected 
for her. She cautiously opened the door 
and peered in. In the gloom she could see a 
small and rather fierce dragon pacing up 
and down, wringing its hands and snorting 
little plumes of smoke out of its fiery 

nostrils. It looked to be in some discomfort 
and rather that finding the dragon 
frightening as she expected, the Princess 
was surprised to realise she felt rather 
sorry for it and found that she wanted to 
help it rather than fight it. She entered the 
room and took a seat in one corner. It was 
still very gloomy in there, but after a few 
minutes of waiting the dragon seemed to 
calm down and sat to face her. He looked 
very weary and sad. 

The Princess and the dragon continued to 
meet. Each time the room would become a 
little brighter; sometimes the dragon would 
cry big, plump tears from his sad face, 
sometimes he would snort streams of fire 
from his nostrils and every now and again 
he would bring in a bright, little dog. One 
day the Princess walked into the room to 
find the sun streaming through the window 
and the dragon sitting serenely in the 
centre. He smiled, stretched out his vast, 
leathery and slightly creaky wings and with 
a quick glance behind him, flew straight out 
through the open window and disappeared 
over the trees. 

Chapter 7 

From then on the Ordinary Princess 
encountered many other dragons, each 
one quite different from the last. She now 
knew her task was not to fight them or 
tame them, but somehow enable them to 
find their wings to fly away. Sometimes this 
was easy and sometimes it wasn’t. 
Sometimes the Princess felt her scarf 
strangling her and her sword too heavy to 
carry and sometimes she was able to take 
off her boots and walk barefoot around the 
room as the dragons flexed and stretched 
out their wings. 

And so what became of the Princess after 
that? Did she live happily ever after? Of 
course not! She is busy riding the ups and 
the downs of life, being really quite 
ordinary with little bits of princess showing 
through every now and then. 
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