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IDTA Community Gatherings – 
ONLINE – FREE TO IDTA 
MEMBERS   - 1100-1500 UK time 
These virtual conferences are 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.   

Having run our 2nd event very successfully 
on 1 October 2016, we will now be 
planning to hold another event in about 6 
months time. More details will follow soon 
about this – please consider offering to be 
a presenter. You do not have to be 
qualified to present; some really interesting 
sessions consist of someone fairly new to 
TA sharing their learning journey, and some 
very practical sessions about how people 
have applied the TA to a whole range of 
situations. 

In the event just run, topics included 
coaching in the automotive industry, 
contracting for better meetings, ideas 
linking TA concepts to how we give and 
receive feedback, and exploring an 
organisational culture as it relates to 
branding. 

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)  

New Council elected 

We ran the IDTA Annual General meeting 
on 26th July and we now have a new 
Council. Sandra Wilson TSTA O was elected 
as Chair (the equivalent of President in 
most TA associations outside the UK).  Bill 

Heasman PTSTA O was re-elected as Vice 
Chair, and Lynda Tongue TSTA O was re-
elected so that she can continue her role as 
IDTA Chair of Training Standards 
Committee. Mary Tobin volunteered to 
take on the role as Treasurer. Other Council 
members elected are Diane Richardson, 
Sharon Ward, Lindsay Ainger and Clayton 
Ainger. 

There are still available places on IDTA 
Council so we welcome hearing from 
anyone who would like to volunteer, as 
they can be co-opted at any time between 
now and the next AGM. 

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.   

New IDTA Role 

Prior to the IDTA AGM, Council decided to 
create the new role of Executive Director. 
This volunteer role will be undertaken by 
Julie Hay, who will continue to carry out 
the functions of Secretary (as required 
legally) and will also continue to oversee 
the administration and bookkeeping that is 
being done on behalf of IDTA.  A job 
description now exists and confirms that 
Julie will also act on behalf of the IDTA 
Chair when appropriate; this means that 
we have more chance of being represented 
at international meetings if Sandra Wilson 
is not able to attend. 

Partnership arrangements with 
ITAA 

We reported last time that we are 
discussing with ITAA – International TA 
Association – about becoming a partner 
organisation. We are now in the process of 
negotiating a contract so we expect this to 
be completed soon. This is an exciting 
development, particularly because it fits so 
well with the way in which IDTA is 
becoming an increasingly international 
organisation in its own right. 

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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Effective exchange of 
feedback to enhance 
working relationships 

© 2016 Srinath Nadathur 

This article appeared in SAATA Journal, Vol 
2, No 2. August, 2016 and is reproduced 
with permission. 

In a professional setting, we deal with 
feedback every day. Sometimes we play the 
role of a giver, sometimes that of a 
receiver, and at other times we are 
observers. This is the first part of a 2-part 
essay, where I explore the use of the OK 
Corral as a tool to understand the intent of 
a feedback. In Part 2, I will delve into how 
we can use Strokes and the Stroke Economy 
to effectively exchange feedback in a 
professional environment. 

At the time of writing this essay, I’ve been 
working as an Agile Coach for close to 2 
years, helping teams and managers adopt 
and sustain agile ways of working (Agile 
Manifesto, 2001). In this journey, I have 
experienced many challenging situations 
and used Transactional Analysis, both 
implicitly and explicitly, to bring about a 
transformation in the working 
environment. One such experience I 
recently had was with a group of 10 
colleagues (including the manager of the 
group). The context of the work was to 
“Build projects around motivated 
individuals.” (Twelve Principles of Agile 
Software, 2001). One of the significant 
factors that appeared to influence the 
motivation of the individuals in this group 
was the working relationship among the 
members, which was of 2 kinds: peer 
relationships and subordinate-superior 
relationships. And the chief instrument that 
impacted these relationships was feedback. 
Conversations about their daily interactions 
and the interpersonal issues witnessed in 
the group revealed three significant areas 

of concern with respect to feedback: 

1. The team had a perception that 
management readily gives negative 
feedback, but doesn’t appreciate the 
positives. This lowers the team’s 
morale. 

2. The manager reported that feedback 
shared as an area of improvement is 
not taken positively by team 
members. Instead, the manager’s 
intention & fairness is questioned, 
creating an environment where the 
team gangs up against the manager. 

3. The whole group felt that feedback is 
misinterpreted regularly, causing 
confusion and rift among the 
members of the group. 

Having collected this information, I 
proposed to facilitate a session for the 
entire group on “Giving and receiving 
feedback effectively”. Everyone agreed it 
can help improve the working relationships 
among the group members and hence help 
them stay motivated. As I began my 
preparations, I revisited a coaching module 
on Motivation for managers that I had 
facilitated using Strokes (Berne, 1971), and 
knew that I could reuse it here. However, 
though I saw Strokes providing a solid 
platform to understand how to go about 
giving and receiving feedback, I felt there 
was something missing. I had heard of the 
“Sandwich method for giving 
feedback” (Daniels, 2009), so I read about 
the pros and cons of the same. I also 
brainstormed with my TA OD training group 
on the feedback techniques that worked for 
them and the pitfalls to be aware of. This 
exploration opened up a pivotal aspect of 
feedback for me: “Irrespective of the 
content of the feedback, if it doesn’t come 
from a space of OK-ness (Berne, 1961), it is 
likely to be ineffective in delivering the 
intended result of the feedback.” I could 
now see the entire “feedback exchange 
process” from a new perspective, with 2 
distinct components: 
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Intent (Why?) 

The purpose of the feedback - What is the 
desired outcome after the feedback has 
been exchanged? For e.g., if I’m the 
manager of a team and one of my team 
members comes late to team meetings 
regularly, my “intent” of giving her a 
feedback about this behaviour could be: “I 
want my team member to come on time to 
team meetings.” 

I found the OK Corral (Ernst, 1971) to be a 

useful tool in understanding the “intent” of 
a feedback.  I illustrate this with an example 
from my work-life. At the start of my 
career, I was responsible for the 
maintenance and support of software 
applications for a bank and in one of my 
late-night shifts (at around 1AM), I fixed an 
issue in the billing systems. The next day, I 
entered the office at the usual start-time of 
my shift, and as I was about to sit down in 
my cubicle, my manager came up to me 
and the following exchange happened: 
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Manager (furious, and shouting): How can 
you make a change in the billing system 
without asking me? (I’m OK, You’re Not OK) 

Me (embarrassed, indignant): I’ve just 
come in, and the first thing you do is to 
shout at me in front of everyone? (I’m OK, 
You’re Not OK) 

Manager (angry, still shouting): You 
should’ve taken my permission before 
making the change. What if something goes 
wrong? (I’m OK, You’re Not OK) 

Me (indignant): It was 1AM, and I was sure 
of the fix. That’s why I didn’t call you. (I’m 
OK, You’re Not OK) 

Manager (still angry, not shouting): No, 
what you did was wrong. You should’ve 
called me. (I’m OK, You’re Not OK) 

At this point, my temper rises enough to 
make my ears red and I feel my heart 
pounding in my chest. I mumble “This is 
stupid!” and storm out of the scene, 
banging the door on my way out (I’m Not 
OK, You’re Not OK), while my manager 
stands her ground. 

When I analyze this exchange using the OK 
Corral, the following observations come to 
light: 

Throughout the interaction, my manager 
was operating from the I’m OK, You’re Not 
OK quadrant. She started the exchange 
with a furious accusation and ended in the 
same state, albeit a little less furious. 

I, on the other hand, started operating 
from the I’m OK, You’re Not OK quadrant, 
as is evident from my indignant 
justifications to her accusation, and my 
amplified emotional state (embarrassed, 
angry, red ears, pounding heart). When I 
found she wasn’t yielding, I closed the 
transaction by moving to the hopeless I’m 
Not OK, You’re Not OK state  by storming 
off from the situation,  concluding in my 
head that she’s stupid and I’m incapable of 
making her understand my point of view. 

The intent of my manager in this example (I 
learnt this later on when both of us had 
calmed down), was to bring to my notice 
the potential financial impact of things 
going wrong while directly fixing an issue in 
the billing system. However, this intent got 
clouded by her anger at not being informed 
beforehand about the fix, and her fear that 
if anything goes wrong, she’ll be 
answerable. Now, if she were to operate 
from the I’m OK, You’re OK quadrant, she 
could have done a few things differently to 
effectively convey her intent: 

1. Wait till I settle down, and not accost 
me the moment I arrived in office. 

2. Call me in for a 1-on-1 discussion in a 
meeting room to avoid a showdown 
in front of everyone. 

3. Begin by thanking me for having 
stretched beyond my shift late at 
night to identify the fix for the issue. 

Explain the impact of things going wrong 
while fixing the issue directly in the system, 
and outline the process for protecting the 
system and team from such mishaps. 

On the other hand, if I was operating from 
the I’m OK, You’re OK quadrant, I could 
have done a few things differently, to 
understand her intent: 

1. Acknowledge her anger and take 
care of my embarrassment by 
proposing a 1-on-1 discussion. E.g.: “I 
see you’re quite upset, can we go 
into a meeting room to discuss 
further?” 

2. Ask clarifying questions to 
understand the reasons for her anger 
and possibly her fear as well. E.g.: 
“What are you upset about?”, “Are 
you OK to receive calls late at 
night?”, “What happens to you if 
things going wrong?” 

3. Brainstorm with her on strategies to 
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minimize the potential negative 
impact for customers in case things 
go wrong with the fix I introduced. 
Co-create a process to address such 
situations in the future. 

In the session on “Giving and Receiving 
Feedback Effectively”, I used this example 
to help the group I was coaching 
understand how they can identify which 
quadrant in the OK Corral they are 
operating from, and how they can 
effectively give and receive the intent of a 
feedback by operating from the I’m OK, 
You’re OK quadrant. I also helped the 
participants draw their own Corralograms 
(Ernst, 1982) to reflect on which quadrant 
they mostly find themselves in and 
correlate that to the kind of interactions 
they experience. We concluded this part by 
becoming aware of the importance of 
thinking through the “intent” of a feedback 
and by looking at options to operate from 
the winning (I’m OK, You’re OK) quadrant. 

In Part 2, I will analyze the Content (What? 
& How?) of a feedback using Strokes and 
explore how awareness of the Stroke 
Economy and our need for Strokes can help 

us structure the content of a feedback in 
order to communicate the intent 
effectively. 

Editor's Note: We will have the 2nd part of 
this article in the March 2016 issue of the 
IDTA Newsletter. In the meantime, the 
following pages contain the full PowerPoint 
presentation that Srinath presented during 
the recent IDTA Online Community 
Gathering event. 
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Ernst, Franklin H Jr (1971) The OK Corral: 
The Grid for Get-on-With Transactional 
Analysis Journal, 1:4 33-42 

Turn the page to see the set of PowerPoint 
slides that Srinath used for his 
presentation. 

After that, we have also included the 
PowerPoint slides that Mat Tratjnek used 
to tell us about his journey of introducing 
TA as an HR professional into his company, 
and how that led to them agreeing to 
sponsor him to get his TA qualifications. 

We will include more of these 

presentations in future issues. Watch out 

for sessions on coaching in an automotive 

dealership, using a model of trust 

contracting, designed for couples, as a 

great framework for contracting with 

organisational audiences, another 

approach to contracting that leads to 

increased effectiveness in meetings, and a 

way of linking a TA-based metaphor about 

organisational culture to brand values. 

And Srinath has promised to provide us 

with the second part of his material for a 

future issue. 

If you find this content interesting, why not 

request access to the video recording of 

the Event. This is free to all IDTA members. 

If you are not a member, why not join us. 

The fee for an associate or overseas 

member is only £16. (£4 higher for 

Europeans not yet in EATA).  And the fee is 

discounted if you live in an economically-

disadvantaged country according to 

www.numbeo.org (database showing the 

relative purchasing power of each 

country). 

http://agilemanifesto.org/
http://agilemanifesto.org/
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Effective Exchange of Feedback 
to enhance working relationships

by Srinath Nadathur

IDTA Community Gathering – ONLINE

1 October 2016

© 2016 Srinath Nadathur

 

 

AGILE COACH

COMIC AUTHOR CTA (O) TRAINEE

https://ROFLatWork.com http://saata.org/saata-journals

srinathnadathur

srinathgn

A bit about me

© 2016 Srinath Nadathur

 

 

*(Nadathur, 2016)
© 2016 Srinath Nadathur
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Intent (Why?)

© 2016 Srinath Nadathur

 

 

OK Corral*

*(Ernst, 1971)© 2016 Srinath Nadathur

 

 

Real-life Situation

At the start of my career, I was responsible for the maintenance of 

software applications for a bank and in one of my late-night shifts, I 

fixed an issue in the billing systems (at around 1AM, stretching beyond 

the shift-time). 

The next day:

© 2016 Srinath Nadathur
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I am OK, You are NOT OK

© 2016 Srinath Nadathur

 

 

I am OK, You are NOT OK

© 2016 Srinath Nadathur

 

 

I am NOT OK, You are NOT OK
© 2016 Srinath Nadathur
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I am NOT OK, You are OK

© 2016 Srinath Nadathur

 

 

I am OK, You are OK

© 2016 Srinath Nadathur

 

 

Let’s look at the Manager’s INTENT

© 2016 Srinath Nadathur
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OK – OK initiation by Manager

© 2016 Srinath Nadathur

 

 

OK – OK Response

© 2016 Srinath Nadathur

 

 

Image Credits

• All comic strips used in this presentation were created using 
https://pixton.com

• ‘Coach yelling’ photo © Cory Thoman | Dreamstime.com

• “Teamwork” image taken from http://vpistrategies.com/wp-
content/uploads/2011/05/teamwork-56611453_Subscription_S.jpg

© 2016 Srinath Nadathur
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Editor’s Note

• Following are the slides that were used by Mat Tratnjek 
for his presentation during the IDTA Online Community 
Gathering on 1st October.  Mat gave a great example of 
how he took a senior colleague back down the Steps to 
Success to review the situation, which enabled the 
colleague to recognise a different perspective on the 
significance of the problem that they have been 
describing, after which that colleague needed no more 
help in identifying solutions and realising that they 
already had the skills to put together a suitable 
strategy that would lead them to a successful outcome. 

© 2016 Mat Tratnjek

 

 

Editor's Note – continued

• Mat also explained the usefulness of the 3Rs for 
contracting in every day conversations and not just for 
when supervision is being undertaken. He pointed out 
that, particularly for those who are in an HR role, 
conversations often take the form of someone just 
wanting to have a venting opportunity – they can use 
up a lot of time whilst you just have to listen to them 
complaining about something which they are not 
expecting to resolve. Establishing the Result, 
Relationship and Responsibilities early during the 
conversation can lead to a much more productive –
and shorter – interaction.

© 2016 Mat Tratnjek

 

 

Editor's Note – continued

• It was also noteworthy that Matt found that many people 
in his organisation had already been exposed to TA, often in 
training courses that they had undertaken in other 
companies.

• We know also that many people learn some TA during 
academic studies, others reads TA books, and others may 
be aware of TA because they have had some therapy or 
coaching.

• It is a good idea to keep that in mind when we are seeking 
to introduce TA into an organisation, school, or similar –
most people nowadays seem to have found their brief 
exposures to TA as useful and/or intriguing and are often 
very happy to learn some more about it.

© 2016 Mat Tratnjek
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My TA Journey

Mat Tratnjek

© 2016 Mat Tratnjek

 

 

Who am I?

© 2016 Mat Tratnjek

 

 

How I use TA at work?

• The beginning was uncertain…

Hay (2009)
© 2016 Mat Tratnjek

 



 

IDTA Newsletter Volume 11 Issue 3 September                                                                14 

 

The first concept I used at work was the Steps to Success TA concept which is based on the six level 
of discounting but shown as a series of steps.  

When we discount we over look or not notice certain things to maintain our frame of reference and 
as this happens out of awareness, it is difficult to spot without feedback from other people. 

So, I want to give you an example of how I used this concept at work: 

• Situation 

Although we have had multiple previous conversations about the problem, I first clarified with Kate 
what is the problem as she understands it to check we are both focusing on the same content/issue. 

She explained that the situation involved one of her direct reports, Sarah and their behaviour which 
resulted in complaints being raised to HR by the employees reporting into Sarah and some left the 
business quoting Sarah's behaviour as the main reason for leaving. 

Now I was satisfied we were both aware of the situation, of the facts so we can talk about it in more 
details.  

2) Significance  

Now I strongly suspected that there will be some level of discounting quite possibly at the level of 
significance as Kate has avoided dealing with the situation despite various conversations with her in 
the past. I also suspected that one of the reasons why this may be the case is because Kate was quite 
good friends with Sarah and therefore may be discounting some aspects of the issue for reasons 
relating to that.  

I asked Kate to describe to me what her view of the situation is, what she really thinks of the 
situation? (aiming to find out what she really thinks of the situation..how significant/serious is the 
situation, to check what significance she places on Sarah's behaviour).  

This was the part where Kate really became vocal and didn't hold back sharing her opinion...she felt 
that whilst there were complaints raised that there are always two sides to the story, then 
proceeded to find reasons why each of the complaints could be invalid.  

She must have been talking for a good five minutes and it was clear she was defensive of Sarah. So, I 
then checked facts back with her...we have received 5 complaints from 5 different people in the 
space of 1 year, of which 2 people felt strongly enough to resign from their position...i asked her if 
this were to happen with any other team would you feel this is a great concern? She agreed. I then 
decided to share my observations of the way she came across whilst talking about the situation, so I 
said what I observed was Kate finding reasons why each complaint may not be valid and was being 
somewhat defensive of Sarah, is there something there?  

It's at that moment that the penny dropped for Kate. Her response was that she totally didn't realise 
it that way but that she can now see where I am coming from...she may be more protective of 
Sandra and may have cut her more slack than she would have to other direct reports. 

Kate now realised this is a serious issue. 

4) Solutions 

Now we could move to looking at options of draining with the problem. I checked what her options 
are and these were: speak to the employee and land the constructive feedback and consequence 
would be a PIP, a 360 degree feedback from existing team and coaching.   

5) Skills / strategy / success 
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I knew Kate had the skills to undertake this tasks as I have seen them in action before with other 
employees, so was confident at this point so long as there was a strong commitment and action 
plan.  

 

How I use TA at work?

3Rs of contracting (Hay, 2016)

• Result: What do you want to achieve
by the end of this conversation?

• Relationship: What relationship shall
we have?

• Responsibility: Clarify responsibilities

© 2016 Mat Tratnjek

 

What I do at the beginning of each coaching conversation is the following: 
 
Results: I clarify what outcome they wish to achieve (for example they may say, I want to talk trough 
a situation with an employee…I may have to prompt them whether they wish to simply understand 
what is happening or do they also want to look at options so they can then decide) 
 
Relationship: clarify the relationship, they choose what they share with me, so they will share 
information with me and I will listen 
 
Responsibility: the responsibility piece is crucial for me, I clarify that they are the ones that will 
decide what to do, they take responsibility for that as only they can do that. I clarify that I will listen, 
prompt things, reflect, guide and sometimes give advice when appropriate.  
 

Buy-in from Manager/Company?

• Enthusiastic about TA and its potential

• Openly discussed examples of how I used TA 
concepts at work and what difference it had 
made

• Shared knowledge, gave them the “Working it 
out at work” book (Hay, 2009)

• What really got them on board was…

© 2016 Mat Tratnjek
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Teaching TA to others…

• First workshop delivered on topic of “Working Styles” 
to a Finance team of 30 people

• The team feedback (Survey Monkey) was they liked the 
concept, the workshop was both fun and insightful

• With wind in my sails, decided to propose a study 
support agreement to my Manager & VPHR

• They both saw the value TA brought into my work and 
approved my proposal. 

• I have now signed up to study towards “Certificate in 
DTA”

© 2016 Mat Tratnjek

 

TA is around us, we may not know it..

• I assumed few people in my Company would 
have been trained or knew of TA

• Not until a few weeks ago, the Managing 
Director used PAC to describe relationship 
dynamics in her previous role.

• Common language really useful

• I am now preparing a workshop on Working 
Styles to deliver to her team of 32 people.

© 2016 Mat Tratnjek
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© 2016 Mat Tratnjek
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TA for Practitioners 
and TA Tribe 
 

Lynda Tongue  
(TSTA – O) 

 
 

TA for Practitioners (TAPs) is a new multi-level group based in the seaside 
town of Torquay, Devon, UK. 
 
It runs on a pattern of a three day workshop every other month, with an 
online workshop delivered in the intervening month.  It is for those 
practitioners who use Transactional Analysis (TA) in an organisational and/
or coaching context to support others to develop, build confidence, reach 
potential and enhance communication skills. 
 
It is for those who work with groups, and for those who work one to one, 
and it is also for those who may already be qualified in the psychotherapy 
field, but who want to extend their practice into the organisational 
context. 
 
Theory, discussion, supervision and qualification routes to meet: 

 
Developmental TA Certificate and Diploma 
Developmental TA Practitioner Award 
Certified Transactional Analyst (ITAA/EATA) 
MSc Professional Development (DTA/DTA Coaching) - through a UK 
University 
 
Supervision is also available online, through Zoom, Go-to-Meeting or 
skype. Visit www.lyndatongue.com/ta-for-practitioners for more details 
and a booking form. 
 
TA Tribe – an online group providing regular workshops and supervision 
for those who for practical reasons prefer a “virtual” approach.  For more 
information, visit: www.lyndatongue.com/ta-online for more details and a 
booking form. 
 

Alternatively, email Lynda@lyndatongue.com with any queries. 

http://www.lyndatongue.com/ta-for-practitioners
http://www.lyndatongue.com/ta-online
mailto:Lynda@lyndatongue.com
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Get an MSc while you study for  

CTA, CTA Trainer or TSTA 

 

 
Get credits for prior TA learning –  

including adding an extra field 

Get recognition by EMCC, ILM, CMI 

 

Workshops and/or Webinars 

Led by Julie Hay TSTA Org Psych Educ 

 

Start any time 

 

Wide range of options, including: 

# TA Awards you can offer your clients 

# Practitioner Awards for those already  

qualified in non-TA approaches 

# Professional Qualifications that equate to  

25% and 50% of CTA 

# Postgraduate Certificate, Diploma, MSc 

# TA Trainer/Supervisor and  

TA Master Trainer/Supervisor 
 

 

For more information see www.pifcic.org  or contact Julie Hay  

on pifcic@pifcic.org to arrange a free exploratory discussion.  

 

Psychological Intelligence Foundation CIC,  

Wildhill, Broadoak End, Hertford SG14 2JA, UK 

+44 (0)1992 550246    www.pifcic.org 

http://www.pifcic.org
mailto:pifcic@pifcic.org
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https://tawc2017.berlin/ or http://www.tawc2017.berlin/  

Berlin: The place where famous people expressed their emotions towards this outstanding metrop-

olis and their inhabitants: John F. Kennedy who said „Ich bin ein Berliner!“ 

Berlin: the place where peace and war were close neighbours – it is the place where people know 

what boundaries mean – limits, challenges and chances. 

More than 25 years they were faced with the wall, the fact of people being shot when they wanted 

to be free – the threat of the cold war – and they experienced the support of many people all over 

the world. 

We can now celebrate more than 25 years of the fall of the wall – and we are faced with the chal-

lenges of a world in which rich and poor people get more and more separated, where places to 

meet are often virtual, where identity and the search for it is hard work: being safe in managing the 

uncertainty and to support people in gaining this competency is our challenge. 

How do Transactional Analysts respond to these challenges and take social responsibility? 

What are our answers, ways and perspectives we can offer? 

How can we use our theory and practice to build a safe basis? 

In which areas TA is recognised – in which not? 

In which areas do we consider it as important to be recognised in the future? 

Limits and borders between fields, essential, hard, flexible…? 

What does it mean identity as a transactional analyst? 

Berlin is a place where boundaries or borders played a vital role in history – as a limitation and as a 

protection.  Creating, maintaining and finally opening a border is part of the history and the 

memory of the city. What are the meaning of borders and boundaries to us? How do boundaries 

help us to define our identity and contrast ourselves to others or establishing contact to others? Is it 

possible to define identity without borders – by crossing borders? 

More questions than answers so far… 

Transactional Analysts might contribute to find answers – as individuals and as communities. We 

invite you to meet and to express your enthusiasm for TA and excitement about Transactional 

Analysis in the world. 

Welcome to Berlin! 

https://tawc2017.berlin/
http://www.tawc2017.berlin/
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Contact details for Council  

Executive Director—Julie Hay 07836 375188 
or 03000 115230    admin@instdta.org  

Chair—Sandra Wilson   chair@instdta.org  

Vice Chair—Bill Heasman  07929 432020  
vicechair@instdta.org  

Treasurer—Mary Tobin                         
treasurer@instdta.org 

 

 

Training Standards—Lynda Tongue 07793 
077953 training@instdta.org  

Website—Mary Tobin 
webmaster@instdta.org  

TA Proficiency Awards—Julie Hay        
03000 11520 tapa@instdta.org 

We welcome submissions  

 News items and articles  

 Microsoft Word with minimal formatting  

 Diagrams as pictures; photos as jpg’s  

 Academic referencing  

 TA status of author as designated in EATA 
handbook or IDTA membership categories  

 Send to: admin@instdta.org  

 Send articles at least two weeks prior to the 
advertising copy deadline if you are aiming 
for a particular issue, or at any time if you 
don’t mind when it appears  

 Please note that submissions will be peer 
reviewed for relevance to IDTA  

Advertising rates  

Full page: £50  
Half page: £30  
Quarter page: £20  
 
Send to: admin@instdta.org as word doc 
with pdf so we can check we achieve the 
layout you want, or as jpg to be pasted in ; 
pdf only acceptable if you have purchased a 
whole page 

 

Next issue copy dates  
Publication dates:  March, June, 
September, December 

Copy deadlines: 1st of month 

Copyright policy  

Please note that all articles in the IDTA newsletter are copyright [©] to the authors. They can be 
reproduced elsewhere, provided that the following information is included and a note is added about 
reproduction:  

© Year, Author Name(s), Title of article, in IDTA Newsletter, Vol ? Issue ? Month of issue  

e.g. © 2009 Tongue, Lynda, Research into brain functioning and the links with TA, in IDTA 
Newsletter, Vol 4, Issue 4, December—reproduced with permission  

IDTA aims to provide networking and professional development opportunities to practitioners applying 

developmental transactional analysis. The purpose of this newsletter is to update members and to invite and 

encourage participation in the institute and to enhance the application of developmental TA generally. Views 

expressed in this newsletter are those of contributors and do not necessarily reflect the official policy of the IDTA.  

IDTA Registered Office                                   Registered in England Company No: 04727639  

Institute of Developmental Transactional Analysis , Wildhill, Broadoak End, Hertford, SG14 2JA 

www.instdta.org                      email: admin@instdta.org 
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