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Welcome to the March edition of the 
IDTA newsletter – and my first as editor.  
Thank you to my predecessor, Lynda 
Tongue, for the energy she has put into 
the newsletter over the last three years.  
As I write, the snowdrops in my garden 
are putting on a magnificent show – and 
reminding me that Spring is on its way, 
with its promise of growth and renewal. 

Our focus this issue is on training.  We 
have up to date news from DTA training 
groups as far afield as Devon and Cape 
Town, and a piece by Trudi Newton on 
what makes an effective TA training 
group.  We'd like to make news from the 
training groups a regular feature, so do 
send in your articles for the next edition 
of the newsletter. 

Editorial         Jenny 
The preparations for Conference 2009 
continue.  We are delighted that Jean 
Illsley Clarke has agreed to be one of our 
keynote speakers.  Book now to take 
advantage of our 'Early Bird' rates – see 
page 22. 

For those of you with a particular interest 
in TA coaching, we have an article by 
Anne de Graaf (the Netherlands) and 
Sandra Wilson (Scotland). 

I hope you will enjoy reading and 
reflecting on the contents of this 
newsletter, and sharing it with non-TA 
colleagues.  Here's to our individual and 
collective growth and renewal over the 
coming months. 

IDTA Membership Benefits 
 

■ Conferences and events with a DTA focus 

■ Access to professional qualifications and proficiency awards 

■ Forthcoming e-journal 

■ Membership of a worldwide TA community 

■ Internet-based Professional Register  

■ Networking with others who share your interest in developmental applications of 
TA 
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Many thanks to Lynda Tongue for editing 
the newsletter for the past three years and 
a warm welcome to Jenny Labbett for 
taking the role on.  Thank you both.  I 
wanted to take this opportunity to let 
members know about the work of Council 
since Autumn and to invite suggestions 
and support for our work this year. 

Clearly an important activity has been the 
consultation process and by the time you 
read this we will have begun to collate the 
various responses with a view to offering 
specific proposals for change that 
integrate members’ views.  At the moment 
we have had some very helpful feedback 
ranging from supportive through to 
cautious and constructively critical.  Thank 
you to everyone who has engaged with 
the process, either through the forum, by 
email or personal contact. 

It is important though to recognise that 
Council has also been busy on other, 
operational, matters.  Christine Brain has 
really settled in as our Administrator and is 
doing a very good job around managing 
our day to day affairs.  We have also just 
found a new treasurer in Lisa Holmes, 
who will be managing the books for us.  
These two crucial roles contribute to the 
running of a smooth operation, and we are 
really glad to have them both on board. 

It is with great excitement that we are now 
beginning to plan for the annual 
conference.  You will be aware that this 
year we are very pleased to be hosting 
exams on behalf of the European 
Association of TA (EATA).  This is a big 
undertaking; there is no EATA conference 
this year and already there are indications 
that this years conference will have an 
even more international feel than last 
year.  Call for papers is out and you will 
have received an initial flyer for the event 
so you will know that Jean Illsley Clarke is 
one of the keynote speakers.  If you are 
interested in supporting the conference 
organisation please let us know by 
contacting Debbie Robinson in the first 

instance. 

Meanwhile the TA Award for Children and 
Young People (TAPACY) continues to 
gather attention.  In May, we have a cluster 
in Medway completing the award.  This work 
has involved a combination of young carers, 
young people in foster care and mainstream 
primary-aged pupils who have experienced 
difficulties in school.  We will want to cover 
this event in a future newsletter.  Elsewhere, 
a cluster of secondary schools in Barrow, 
Cumbria is also setting about running the 
award over the coming year.  Another 
cluster in Lincolnshire is beginning to form 
and the educational work of Karen Pratt in 
South Africa is also involving TAPACY. 

At the time of writing I am aware of several 
new IPQ contracts being initiated as well as 
a number of trainees who intend to submit 
work in the near future.  As part of the longer 
term planning for this scheme, seeking dual 
accreditation, ie through a university, is a 
possibility, in addition to having it endorsed 
by EATA. 

The Council’s agenda for this year will focus 
on a process of organisational renewal, 
based on the consultation proposals in 
addition to preparing conference/exams, 
supporting TAPACY and IPQs and 
strengthening the f inancial  and 
administrative infrastructure.  These are the 
priorities as we see them.  But what would 
be on your agenda if you were on Council?  
What might we be missing? Let me know. 

So, thank you for your membership, your 
comments and support.  Please continue to 
be in contact about what you want from, and 
what you can contribute to, your IDTA. 

Warm regards 

Giles Barrow 

Notes from the Chair                Giles 
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Focus on training 
Cape Town, South Africa 
 
 

 

I started a TA training in Cape Town about 7 years 
ago with a group of 14 people.  They came from all 
walks of life, but the largest group was from the 
military.  I ran a development programme based on 
TA on one of the bases near Cape Town, and this 
has now become a part of the curriculum for trainers 
and instructors.  At the same time as this was 
developing, the main TA training continued right 
through to ‘graduation’, so that we now have a 

Certified Transactional Analyst in 
Education, Karen Pratt, with an 
Organisational trainee heading for exam.  
Karen is now a 101 instructor and will be 
doing her Training Endorsement Workshop 
in the summer.  We have now started the 
Cape Town College for Transactional 
Analysis, which is very exciting.  I’m very 
proud of what the group is doing here. 

Colin Brett 

February 2002 

February 2009 

Table Mountain 



  5 

 

Focus on training 
Devon, UK 

 
Bill Heasman and Lynda Tongue run a 
Developmental Transactional Analysis 
training group called DTA Southwest in 
Exeter, Devon. 

Bill and Lynda, who are both Provisional 
Teaching and Supervising Transactional 
Analysts (Organisational), are really 
excited to be offering a flexible programme of workshops to 
trainers, coaches, managers, HR professionals, youth 
workers – in fact, anybody in the helping professions working 
in organisations. 

Workshops 1 – 20 are conducted over the two Foundation 
level years and are designed so that participants can join at 
any point in the year.  Many will participate in the workshops 
for personal development, and some learners may also want 
to pursue qualifications.  Should that be the case, the 
workshops are 

 

designed so that no matter what workshop you start with, after attendance at 10 modules  you 
will have enough training hours to account for the Certificate in Developmental Transactional 
Analysis.  So, providing the accompanying assignments have been successful and 
supervision and application hours have been accrued, it is possible to gain the Certificate. 

A further 10 workshops etc leads to the Diploma in DTA.  We also support participants to 
reach Certified Transactional Analyst status, which is achieved through written and oral 
exams and is internationally accredited and recognised. 

The modules are inclusive and friendly and open to all, regardless of whether a TA 101 has 
been attended.  They are held on a Friday and Saturday: Fridays are for exploration of theory 
in depth as applied in organisations and Saturdays are for supervision and problem solving – 
TA in action! 

Bill has twenty two years experience of organisational, team and individual development from 
his work in the Public Sector.  His passions include management and leadership development 
through training and coaching. 

He qualified as a Certified Transactional Analyst (specialising in organisational applications) 
in 2003 and is now a Provisional Teaching and Supervising Transactional Analyst. 

Lynda specialises in the areas of individual and organisational development.  Since 1991 she 
has worked as a consultant with all levels of management and staff, across public and private 
sectors. 

Lynda qualified as a Certified Transactional Analyst (Organisational field) in 2007, and is a 
Provisional Teaching and Supervising Transactional Analyst. 

Lynda and Bill complement each other in their skills and experience and the group benefits 
from this approach.  They have lots of ideas for the future of DTASW and for promoting 
Developmental Transactional Analysis to a wider public.  They are confident that they have 
made a good start in the southwest and look forward to working with friends and colleagues 
old and new over the coming years. 

Vaulted ceiling, Exeter Cathedral 
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Focus on training 
Hertfordshire, UK 
 
 
 
 
 
 
 
 
Wildhill Group, Hertfordshire, UK 

Led by Julie Hay TSTA OE, this group has been running since 1986 – with different 
participants of course!  There is currently a core group of about 9 ‘regulars’ who are joined by 
others who attend for specific subjects.  These ‘extras’ often come from outside the UK – we 
have a Swedish ‘semi-regular’ who has been attending a few workshops.  In the past, we 
have had other participants from Sweden and also from Ireland (a Canadian), France, the 
Netherlands, Romania, Russia, Slovenia, USA and Saudi Arabia (the latter worked for an 
airline). 

The group now runs in an annexe to Julie’s home, set in 3.5 acres of land so there is plenty of 
space for outdoor syndicate work in the summer.  The space is shared with 4 rescued battery 
hens, 4 ducks on a pond, one cat that moved in after living wild for many months, a kitten that 
had been a stray and a lurcher puppy from the Blue Cross.  The location is just outside 
Hertford, which is about 30 miles north of the City of London. 

As the originator of developmental transactional analysis and one of the founders of IDTA, 
Julie provides training and supervision that spans the non-psychotherapy fields so 
participants have professional roles that include consultancy, training, teaching, school 
counselling, coaching, etc.  There is also an IT specialist and someone who applies TA to 
corporate branding. 

Over the years there have been many CTA successes – this was the group that the other two 
founders of IDTA attended in their time.  Currently there are four students signed up for the 
ICDTA Certificate in Developmental TA (www.icdta.net).  The group is also open to those who 
come for personal development or for professional development using TA but not seeking a 
TA qualification. 

The teaching and supervision is multi-level, which means that beginners and advanced 
students train together.  The first time you hear the TA theory you apply it to yourself; the 
second time you are thinking about other people; the third time you are listening as a 
practitioner; and by the fourth time you are probably getting ready to take a CTA exam!  In 
supervision, beginners see advanced supervisees role modelling and advanced students get 
reminded of the need to adjust the TA approach to suit beginners.  This multi-level approach, 
plus the variety of participants' backgrounds and professional interests, ensures that the 
group resembles the kind of audience you might face in your professional role – where you 
never know who will turn up knowing lots of TA already. 

http://www.icdta.net/�
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Focus on training 
Kiev, Ukraine 
 
 
 
 
Led by Julie Hay TSTA OE with the 
support of a number of other trainers from the UK, India, Germany, Switzerland, Norway and 
New Zealand, this group has been running in Kiev since 2004.  Numbers attending vary from 
25 to about 40, with a broad spread of occupations that includes many psychologists, some 
consultants, managers, business owners, some students and even a 16 year daughter of a 
participant at one time.  All of the work is done with an interpreter, without whom very little of it 
would be possible. 

The training centre is a purpose-
adapted flat set up by an American 
who returned to her (parents’) roots in 
Ukraine several years ago after 
growing up in the USA.  It is an 
interesting experience to see two staff 
working all morning to prepare 
vegetables and other food and provide 
lunches for the entire group – no 
popping out to a local café or using 
pre-packed supermarket meals here.  
The cultural entertainment in the 
evenings for the visiting trainers is also 
noteworthy, including visits to the 
ballet, opera, theatres and restaurants.  
Ukrainians make charming hosts! 

The programme is run as a series of 4 day workshops, Thursday through to Sunday evening.  
These have now settled into a pattern so that 5 are run each year.  Julie oversees the 
programme but each trainer then presents the TA material that especially excites them.  
Recent workshops have been on professional practices, leadership and power, and Berne’s 
organisational structures.  Each workshop also includes time for supervision within the group 
as well as private one-to-one supervision outside the programme hours. 

Over the years there have been a number of discussions about qualifications.  One problem 
is that no one trainer can afford to travel to Kiev frequently enough to provide ‘sponsor’ hours 
during visits and it is not easy to maintain 
ongoing contact by email or Skype with 
students who do not speak the trainer’s 
language.  We are being creative about this 
and also hoping that more long distance 
contact will be possible as time goes by.  
Meanwhile we have at least 18 students 
signing up for the ICDTA Certificate in 
Developmental TA (www.icdta.net) and we 
have agreed with students that we can 
discuss them so that we can 'share' the 
sponsor role between several trainers for 
now. 

Julie with most of the group, February 2009 

Kiev - Vydubetsky Monastery 

http://www.icdta.net/�
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Focus on training 
London, UK 
 
 
 
 
 
 
I have moved back to London, and am offering a bright, shiny new training in TA in 
Organisations, starting in January 2010.  The first year focuses on Personal and Professional 
Development and teaches the basic models.  People in the first year often ask how you ‘do’ 
TA, and so I’ll be teaching a coaching process as the framework within which TA can actually 
be applied.  The second year will be on Developing Organisations, and the third will be on 
further theory, recent developments, supervision and exam prep.  Details will be on 
www.coachingchanges.co.uk  
 
Colin Brett 

http://www.coachingchanges.co.uk/�
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Focus on training 
Suffolk, UK 
 
Giles and Debbie started Suffolk Next Steps in 2007.  They had worked 
together before and found their training styles were complementary.  Both 
have good reputations for their creative approach to training, the range of 
learning methods they use and the congruence and integrity of their 
values. 

The training is built around five key principles: 
• promoting healthy growth and development 
• recognising that power needs to be used properly 
• generating insights, ideas and solutions through collaboration 
• being skillful in building effective partnerships 
• Transactional Analysis as a powerful tool for change 

The training is based in Ipswich, Suffolk in an unusual and inspiring home.  Most trainees are 
local to East Anglia although one person comes in from Scotland! 

The Suffolk Next Steps is intended for people who have taken the TA 101 and who want to 
develop their competence and confidence in using TA.  The groups tend to be a mix of people 
interested in Educational and Organisational applications and at different stages on their TA 
journey.  Our course also welcomes people who are not aiming for an exam and who wish to 
deepen their knowledge and skill in using TA. 

The programme is held over two days, the 
first being primarily training and the second 
focussing on supervision, and there is a 
three day residential in September.  Last 
year the residential was held in a large rustic 
house in Sicily.  The learning was great at all 
sorts of levels and the food FANTASTIC! 

The programme enables people to access the 
IDTA IPQ qualifications and CTA.  It provides 
approximately 78 hours training time spread 
across 13 days. 

Our experience over the past year or so has 
been a rich one.  We have been struck by the engagement and enthusiasm of the groups and 
this has impacted on how we have planned the programme.  This year we have been even 
more upfront about the training programme reflecting the developmental principles so that 
each two-day workshop is centred on one of them and the content is tailored to the principle.  
It has made for a more creative approach to planning out the taught input.  Another feature 
that has emerged is what might be best described as a free-range format.  We start the 
session with every intention of covering particular material and then find ourselves travelling 
across and into unexpected territory due to a collective curiosity. 

Debbie Robinson & Giles Barrow 
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WHAT MAKES AN EFFECTIVE TRAINING GROUP? 
Trudi Newton, TSTA (Educational) and a founder member of IDTA. 

 

This is a topic I have been musing on for a while now.  In fact ‘effective’ may not be the right 
word.  Transforming might be better.  We all know what makes a good learning experience – 
clear contracting with attention to the psychological level, a safe space through the balancing 
of challenge and support, all egostates engaged, experience and reflection as well as theory 
and practice.  And all trainers know that sometimes a training session will go well, sometimes 
less well (or even disastrous); and just sometimes there is a very special feel to a session that 
is hard to identify, but everyone, trainer and trainees, knows that they have changed, and that 
real learning has happened. 

A few times in the last year or so when I have been aware that this is one of those occasions I 
have asked the group (or person) to think why it has been so special for them and what it was 
that made that happen.  As I write I am thinking of three – a supervision of training, a 
residential course and a conference workshop.  There are, as you would expect, some 
similarities in the answers.  And some surprise that I asked . . .  

Some of the answers are about what people find in their individual experience: a sense of 
space to be as they are in the moment, to be actively engaged in the process whether they 
are the focus or not, to identify their own learning goals and have them acknowledged, to 
genuinely be using their personal experience.  Some are about the group: small enough to 
feel ‘seen’ (though the workshop was about 40 people – and with lots of small group time), 
the affirmation of something profound about being together, trust in the group, encountering 
all parts of the learning cycle.  The residential group felt that sharing domestic and social time 
was important – being together as people, not only as learners.  Some were about the trainer: 
the quality of attention that shows real awareness of each person as they are in the here and 
now, holding - through use of the 3Ps, Integrating Adult and OK-OK transactions (the only TA 
concepts specifically mentioned). 

If we compare these ideas to the IDTA principles we do find evidence of co-creativity, 
transparency, health and growth promotion, and positive aspects of power.  And now I find my 
thoughts moving away from TA to the writing of Carl Rogers.  ‘It (the learning ‘climate’) 
involves an acceptance of and caring for (the learner) as a separate person with permission 
to have (her/his) own feelings and experiences and to find (her/his) own meanings in them.’  
This has become known as ‘unconditional positive regard’ (not Roger’s own phrase, 
interestingly); but I think acceptance and caring express it better – the relational base of a 
healthy, transparent, co-creative learning group. 

Lots to explore further here – what do we mean by a relational TA training group, for 
instance?  I shall continue to ‘muse’ . . . and of course would love to hear your musings too. 

 

Please send your musings to Trudi (trudi.newton@btinternet.com) 

or to the newsletter editor for the next edition (newsletter@instdta.org) 

mailto:trudi.newton@btinternet.com�
mailto:newsletter@instdta.org�
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 DTA Training Groups 
 
Giles Barrow  Suffolk  01728 720150  giles.barrow@virgin.net 
 
Colin Brett  South Africa    crb@ananzi.co.za  
 
Pia Bylund  Sweden  +46 8 592 50590 nike.orgpsykologi@tele2.se 
 
Chris Davidson  Leicester 01455 824 475 
 chris@mountainassociates.info 
 
Anne de Graaf  Netherlands +31 33 496 52 00 annedegraaf@bmc.nl 
 
Julie Hay  Hertford 01992 550246  julie@adinternational.com 
 
Bill Heasman  Devon  0845 324 0958  bill@heasman.freeserve.co.uk 
 
Mandy Lacy  New Zealand 07 542 3115  starpotential@xtra.co.nz 
 
Kaare Kristiansen Sweden  +46 8 592 50590 kaare-k@tele2.se 
 
I. A. Mohanraj  India     mohanrajia68@gmail.com 
 
Anita Mountain  Leicester 01455 824 475 
 anita@mountainassociates.info 
 
Annie Murray  Cumbria 01697 741087  annie@crookedholme.plus.com 
 
Trudi Newton  Ipswich  01473 780117  trudi.newton@btinternet.com 
 
Debbie Robinson Ipswich  01394 411607 
 deborah.robinson@quayinteractions.co.uk 
 
C. Suriyaprakash India  +91 994 208 1078 suriya.sunshine@gmail.com 
 
Lynda Tongue  Devon  08456 448308  lynda@trianglepartnership.com 
 
Sandra Wilson  St Andrews 01334 478736  sandra@tascotland.org 
 
 
 
 
Please notify us (newsletter@instdta.org) if any of the details here are incorrect, or if a 
training group has been omitted. 
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TRANSACTIONAL ANALYSIS 101  

OFFICIAL INTRODUCTORY COURSES - 2009 
 
Working with People? If so … 

• Do you want to increase your people skills? 
• Are you keen to develop yourself? 
• Would you like a better understanding of why people act as they do? 
 
Transactional Analysis (TA) is a set of models which help us understand more about communication, 
human interaction and personal development. The fundamental belief is that we are all OK, can all 
think and that we make choices about ourselves and what to do every moment of the day. The wide 
range of TA theories and techniques are easy to understand and use. They apply equally well in social, 
family, educational and organisational settings and can be used by individuals and groups. 
 
This programme will introduce you to the full range of TA concepts and show you how these can be 
related to topics including:  
attitudes and personalities * working styles * personal styles * thinking styles * creativity and innovation* 
working with others * assertiveness teamwork and groups * influencing and persuasion * handling 
change. 
 
This is the officially recognised Introductory Course in TA, covering an internationally agreed syllabus. 
Participants receive a Certificate of Attendance and are then qualified to apply for Regular 
Membership of the International and British TA Associations.  
 
The course will be run by Colin Brett, who is a Training and Supervising Transactional Analyst (specialist 
area: organisations). Colin has over 20 years’ experience in working with organisations, groups and 
individuals. He is a trained and qualified coach, a trained trainer, an accredited counsellor (BACP 
Senior Practitioner), and has a BA (Hons), an MA and an MSc. He is a course junkie. You can read more 
about him on colinbrett.com.  
 
Colin’s courses are highly regarded, very practical, and fun to be at. He works in Europe and South 
Africa. He is a regular presenter at international conferences, and talks on aspects of human 
development. Colin’s main professional interest is helping people get out of their own way. 
 
Dates and Times: 
June 23 & 24 (9am – 5pm) 
September 28 & 29 (9am – 5pm) 

 
Fees: £195 (+VAT). For this, you get a manual, teas and coffees. And a lot of good  ideas. You’ll learn 
lots about yourself, as well… 
  
Venue: The Hubworking Centre, 5 Wormwood Street, London, EC2M 1RQ which is within easy walk of 
Liverpool Street station. 

 
Registration: either call 0845 833 6796 or email kelly@coachingchanges.co.uk  

Advertisement 

mailto:kelly@coachingchanges.co.uk�
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TA coaching 
A good beginning is ... 

Anne de Graaf 
Sandra Wilson 
 

Summary 
Interest in Transactional Analysis is still growing.  The various TA courses in our country are 
therefore not short of interested parties and many coaches also make use of the thinking and 
working framework which TA offers.  In this article the authors chose to start at the beginning.  
They first indicate which forms of coaching can benefit especially from TA as a reference 
framework, then they discuss in detail how thinking about ‘contracting for coaching’ can be 
extremely useful for the coach and his or her clients.  They do this from the understanding 
that ‘if coaching goes wrong, it goes wrong at the beginning’.  Good expectation management 
leads to successful coaching routes. 

Coaching? 
In order to trace the power of Transactional Analysis (TA) in a coaching context, we would 
first like to define coaching, then we will place coaching within a so-called ‘competence 
framework’.  We like to work with the following simple definition: ‘Coaching is development-
orientated intervention, focused on insight and action, with the aim of increasing the 
effectiveness of the individual in his or her working environment.’  For most people, the value, 
the relevance and the importance of coaching are by now beyond a doubt.  Tapping the 
unprecedented potential of employees is often of vital importance to the success of an 
organization or a company. 

Different employees need different types of coaching at different moments in their career.  It is 
clear that this also requires different types of coaches.  We refer to the model we use, in order 
to gain clarity into what employees need, as the ‘coaching competence framework’, which 
shows coaching in a spectrum from coaching ‘aimed at skills’ to coaching ‘aimed at 
transformation’. 

Coaching aimed at Skills: 
This form of coaching is used to teach someone a specific skill, necessary to do the job 
properly!  This form of coaching is close to teaching, for example: the employee has to learn 
to negotiate better with a tenderer about the price of products or services. 

Coaching aimed at Performance: 
This concerns achieving a specific goal within the task someone has to do.  Together with the 
coachee, the coach searches for the core activities within this task and how they are 
obstructed or on the other hand, successfully made possible.  Then the coachee sets to work 
with them, for example: the productivity of a team must start to increase within the scope of 
an improvement drive which the organization wishes to make.  The team leader is offered 
coaching. 

Coaching aimed at Transition: 
If there is a question of an important change within the career of a particular employee, for 
example a promotion, coaching can contribute to tracking and dealing with specific 
development tasks.  For example: the coachee takes on the managerial role for the first time, 
along with all the accompanying tasks. 
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Coaching aimed at Transformation: 
Personal growth is the objective of this type of coaching.  It therefore often concerns realizing 
a change within the behavioural repertoire of the coachee, whereby unlearning old habits and 
learning new behaviour are central.  For example: the coachee wants to learn to deal more 
effectively with feedback, in particular from the higher management, which is having a 
continuous and increasingly detrimental effect on him or her at the moment. 

In order to use these four forms of coaching effectively, it is vital that the initial coaching need 
is examined correctly so that it is clear to the coach, the coachee and, last but not least, the 
client, which type of coaching is desirable or necessary.  In the second part of this article, we 
will explain how this is considered from the Transactional Analysis viewpoint and we will give 
clear ideas in order to set to work with this.  It is then necessary that the coach has the 
competence profile for precisely this type of coaching in order to obtain successful results 
from the coaching.  The illustration below shows how all of this works: 

 

[COMPETENTIEKADER = COMPETENCE FRAMEWORK 

Competenties van de coach = Competences of the coach 
VAARDIGHEDEN = SKILLS; PRESTATIE = PERFORMANCE; 
TRANSITIE = TRANSITION; TRANSFORMATIE = TRANSFORMATION 
Doel van de coaching = Objective of the coaching] 

Transactional Analysis 
In order to be able to coach effectively at the level of transition and transformation, a coach 
must have a reference framework which is supported by a firm psychological theory.  We 
frequently use Transactional Analysis as a psychological reference framework for coaching.  
TA is both a theory about the development of the personality and a method for improving 
personal and interpersonal functioning.  The TA philosophy emphasises the importance of 
respect and empathy!  The TA concept of ‘life positions’ became recognized worldwide as a 
result of the successful book by Thomas Harris entitled I’m Okay, You’re Okay, a somewhat 
hip title for many non-Americans.  The fact that this book from the seventies is still being 
republished shows that the author has touched a sensitive nerve.  Evidently, the title and 
contents have touched upon something essential.  It is not a matter of just finding everything 
which someone else does okay, but it lies at a more fundamental level.  It concerns the 
question whether you are prepared to accept and to appreciate the other person 
unconditionally.  In a book about TA for children, the author explains that it is easiest to 
understand ‘being okay’ if you look at what you are worth to your parents or guardians.  Just 
ask them for how much money they would be willing to sell you, the author suggests.  
Although they could sometimes cheerfully murder you, they would not miss you for the world.  
You are important because you exist!  Children and also adults sense, usually from a mile 

COMPETENTIEKADER

Competenties van de coach

VAARDIGHEDEN PRESTATIE TRANSITIE TRANSFORMATIE

COMPETENTIEKADER

Competenties van de coach

VAARDIGHEDEN PRESTATIE TRANSITIE TRANSFORMATIE

Doel van de coaching
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away, whether that is the case or not.  This ‘I’m Okay, You’re Okay’ basic position is vital to 
the success of coaching.  

No contract, no TA 
TA coaching practice is always based on a contract with the coach and coachee whereby 
they take collective responsibility in working towards a collective goal.  The power of TA lies 
within the transparency of the process itself, as the methods and concepts are openly shared 
with the coachee.  In this way it becomes clear that the coach and coachee can fully influence 
the process and the result of the coaching.  Eric Berne, who started TA during the last 
century, developed his theory and practice in the first place for his clients and only in the 
second place for his fellow professionals.  In working with TA it continually concerns the better 
understanding of the connections between human needs and human behaviour.  It is only in 
this way that you can discover in which way organizations and companies are effective or 
ineffective in dealing with and maintaining relations, solving problems and serving their 
customers. 

We could fill more than one edition of the TvC with useful and useable ideas and practices 
from TA, but let’s start at the beginning.  Someone who as a coach enters into a contract with 
an organization will ask himself or herself a whole series of questions, for example: Who is 
my client?  What does the organization wish to achieve by offering coaching to this 
employee?  Who is giving the assignment for this coaching?  What is the role of the line 
manager?  How is the confidentiality taken care of?  Is the coachee prepared to be coached?  
What is the relationship between what the coachee wants to achieve and the objectives of the 
organization?  How do other employees within this organization regard this coaching?  In 
what way does the coach report and to whom?  These types of questions will certainly arise 
when the coach enters into a contract involving more than two parties. 

Start at the beginning 
TA is a contractual method!  According to Eric Berne (1966) it always concerns gaining clarity 
together with the client about what you will be doing together.  ‘A contract is an explicit 
bilateral commitment to a well-defined course of action’, he states.  A misunderstanding 
amongst many coaches is that drawing up a contract precedes coaching.  However, drawing 
up a good contract is a vital part of the total work of the coach.  Research into ineffective 
coaching routes, routes which employers and coachees were not or less satisfied with, shows 
that the reason for that dissatisfaction was due in almost all the cases to insufficient 
‘expectation management’ by the coach at the beginning of the route.  The reason for an 
assignment not going according to the wishes seemed always to be found in the coach not 
drawing up the contract carefully with the employer and coachee.  The revealing conclusion 
was that if it goes wrong, it goes wrong at the beginning. 

TA assumes three levels in each contract: 

1. The procedural level: this concerns matters such as the frequency, length of the sessions, 
investment, payment, meeting place, et cetera. 

2. The professional level: this concerns agreements with regard to goals and results and the 
way in which each party involved will contribute to this. 

3. The psychological level: this level, which is often the most tense, concerns the underlying, 
often unconscious, dynamics in the contact between the parties involved. 

Another TA professional, Fanita English (1975), elaborated on the ideas of Berne and stated 
that most contracts are so-called three-cornered contracts and certainly not bilateral as 
described by Berne.  In addition to the contract with the coachee, there is also the contract 
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the coach has with the organization.  This contract also influences the results and progress of 
the coaching.  The same applies to the contract the coachee has with the organization.  For a 
successful coaching route, it is also important to take this into full consideration.  The TA 
concept of the three-cornered contract helps the coach to carry out the necessary expectation 
management as effectively as possibly, firstly at the outset and later also during the coaching.  
All three levels of the contract should therefore be examined by all three parties involved.  
The illustration below shows this, seen from the perspective of the coachee:  

 
[Organisatie = Organization 
Jouw contract = Your contract; Mijn contract = My contract 
Coach = Coach; Coachee = Coachee 
Ons contract = Our contract] 
 
Julie Hay (1992), who views drawing up a contract from an organizational perspective in 
particular, believes that a contract is neither bilateral nor three-cornered, but multi-cornered.  
The illustration below shows this:  

 
[Manager van de coach = Manager of the coach 
Organisatie = Organization;Lijnmanager van de coachee = Line manager of the coachee 
Context = Context; Context = Context 

Ons contract

CoacheeCoach

Mijn contractJouw contract

Organisatie

CoacheeCoach
Overall context

Organisatie
Manager 

van de coach
Lijnmanager 

van de coachee

Context Context

Ons contract

CoacheeCoach

Mijn contractJouw contract

Organisatie
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Coach = Coach; Coachee = Coachee 
Overall context = Overall context] 
 
She also suggests including two extra levels in the contract if the contract is drawn up with an 
organization:  

4. The level of perception: it is also important to examine how coaching is viewed within the 
organization as an intervention, and whether this view works with or precisely against 
coaching. 

5. The level of politics: factors such as power and influence play a role here.  What is the 
position of the employer within the organization’s whole field of influence? 

The coach can use the various levels in order to achieve a clear and safe contract, which is in 
the interests of all the parties involved, in all corners of the multi-cornered contract.  The 
procedural and professional aspects of the contract ensure clarity in the roles and in the 
structure of the coaching.  The perceptual contract and the political contract give an insight 
into the culture, values, norms and authority of the organization.  The psychological level, 
which is invisible and not voiced, shows clearly how the parties involved view each other and 
the coaching.  The psychological factor can have a tremendous influence because it concerns 
fantasies, myths, rumours, previous experiences, transference and counter-transference, 
hope and despair, and unconscious expectations.  The effectiveness of the whole contract is 
determined by the psychological level, in other words, the unconscious and unvoiced can 
sabotage the contract.  It is therefore important for the coach to examine these underlying 
dynamics and bring them to light. 

Setting to work 
At each level of the contract, the coach can ask a number of simple clear questions.  The 
following are a few examples:  

Procedural: 
When will the coaching start?  How many sessions will the coaching comprise?  How long will 
a session last?  What financial investment does the coaching require?  What are the 
agreements for cancelling a session?  What will be written down and who will take care of 
this?  What is the procedure in the case of complaints? 

Professional: 
What is the objective of the coaching?  When do all the parties involved consider the 
coaching successful?  How is confidentiality dealt with?  What type of coaching is required? 

Perceptual: 
How does the organization view coaching as an intervention?  What do they think of external 
coaches and their rates?  What is the history of the organization with regard to coaching? 

Political: 
Who gives the assignment for coaching?  What is the position of this employer within the 
organization?  How is the line manager involved in the coaching and the results from this? 

Psychological: 
The key question here is: ‘What factors could play a role between the coach and the coachee 
which could hinder successful results?’  It is best to examine this question at an intuitive level.  
This level of feeling is referred to in TA as the Little Professor, in order to emphasize its value.  
Other questions are: What does the coachee believe will happen during a session?  Do any of 
the parties involved in the coaching think that the coach will just ‘fix’ the coachee?  What is 
the motivation for the coachee to take the plunge with this coach in particular?  Which 
expectations – either voiced or unvoiced – does the line manager have with regard to the 
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coaching?  Are all the parties involved on the same track?  How will the coach and coachee 
deal with polarity of distance and closeness?  Which style characteristics of the coach and of 
the coachee could hinder their cooperation? 

As we already mentioned, a misunderstanding amongst many coaches is that drawing up a 
contract precedes coaching; drawing up a contract first and then setting to work.  Within TA, 
we believe that drawing up a good contract is a vital part of the total work of the coach.  The 
coach who realizes that the work begins from the moment he or she is first involved, will 
discover that the success of that work will increase.  For drawing up a good contract it is not 
only a matter of creating a clear framework for the coaching, but in particular laying open to 
discussion those aspects which are still unconscious and which could threaten the 
effectiveness of the work.  In actual fact, that is also the nicest part of the work which the 
coach does... 

Literature: 
Principles of group treatment, Eric Berne, Oxford Press, USA, 1966 

The three-cornered contract, Fanita English, Transactional Analysis Journal (5,4), 1975 

Transactional Analysis for Trainers, Julie Hay, Sherwood Publishing, London, 1992 

More information about TA 
Einstein en de kunst van het zeilen, over de nieuwe rol van de leider [Einstein and the art of 
sailing, about the new role of the leader], Anne de Graaf and Klaas Kunst, 7th edition, 2008, 
published by Uitgeverij SWP, Amsterdam ( www.alberteinstein.nl ) 

We lossen het samen wel op, transactionele analyse op de werkvloer [We can solve it 
together, transitional analysis on the shop floor], Julie Hay, 2004, published by Uitgeverij 
SWP, Amsterdam 

Anne de Graaf TSTA is senior advisor at BMC in Amersfoort.  As an internationally 
accredited TA trainer and supervisor, he works in the Netherlands ( www.taopleidingen.nl ) 
and in Eastern Europe.  Anne is co-author of the successful management book “Einstein en 
de kunst van het zeilen’ and co-chair of the Board of Certification of the International 
Transactional Analysis Association (ITAA). 

Sandra Wilson PTSTA is one of the directors of the International Centre for Business 
Coaching in the United Kingdom.  She works nationally and internationally as a coach and 
coach trainer, specializing in the implementation of coaching in large organizations.  Sandra is 
an internationally accredited trainer and supervisor in Transactional Analysis and Vice 
President of the European Association of Transactional Analysis (EATA). 

 

http://www.alberteinstein.nl/�
http://www.taopleidingen.nl/�
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TRANSACTIONAL ANALYSIS 
Focus Day Workshop  

 

Lifeplan, the Other Half of Script. 
What’s well in our lives? 

When we learn TA, we tend to focus on a concept of script which is overly ‘deterministic and 
reductionistic’ (Cornell 88), and which is inherently pathological in its approach. Over the past 
years, however, a number of TA authors (Schmidt 1988, Cornell 1988, Allen and Allen 1995 & 1997, 
Summers and Tudor 2000), have taken a more optimistic approach to script theory and suggested a 
more developmental way of understanding script, and working with it. This positive ‘lifeplan’, our 
healthy, intact, sound, emergent, greater sense of self, life and others, is the focus of this workshop.  

 
The workshop distills and structures these new ideas from TA. Then, referring to other schools such as 
Narrative Therapy, Adler’s Individual Psychology and Appreciative Inquiry, it suggests a different 
way of viewing - or hearing - the lifeplan in what our clients tell us. The ‘teach’ will also include the 
beginnings of a different philosophy. Following this, a series of models and interventions is offered 
which will encourage the development of a more positive, affirming understanding of the self.  

 
As usual, this Focus Day will be mainly experiential; the thinking parts will be based on a series of 
course notes. It will be useful to people who work with people in a developmental way, and who 
want to direct their thoughts and words towards growth, choice and change (physis). Some 
knowledge of TA might be useful, but no in-depth knowledge is necessary.  

 
Practical skills include 

• Learning how to use language (active language, tense) 

• Using memory and fantasy for dis-covering strengths, skills and resources 

• Creating a functional master narrative for self-re-creation 

• Co-creating a desired and possible future (people and life) 

• Reframing experiences (the bigger picture, what ‘else’?) 

• Accounting.  

 
Colin Brett (TSTA-O) leads this workshop, which is the first in a series of focus days devoted to (newer) 
aspects of TA theory and practice.  

 
Date and Times: 
Monday, 8th June 2009 (9am – 5pm) 

Fees: £100 (+VAT). For this, you get a manual, teas and coffees.  

Venue: The Hubworking Centre, 5 Wormwood Street, London, EC2M 1RQ (which is within easy walk 
of Liverpool Street station.)  

Registration: either call 0845 833 6796 or email kelly@coachingchanges.co.uk  

Advertisement 

mailto:kelly@coachingchanges.co.uk�
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Excellence in Developmental Transactional 

Comments from our conference 2008 

“Brilliant! Very stimulating, excellent presentations” 

“ Great range of workshops, lots and lots of new learning” 
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Keynote speaker 
 

 
 

Colin Brett 
BA (Hons), MA, MSc, PCC 

Colin is a British Association for 
Counselling Accredited Counsellor, a 
Training and Supervising Transactional 
Analyst (Organisations), and a qualified 
NLP Trainer. 

Colin has been coaching individuals and 
groups in organisations for several 
years, and holds a number of 
qualifications in the fields of 
psychotherapy and training.  He has 
achieved the Professional Certified 
Coach credential of the International 
Coach Federation and is also trained as 
an NLP coach.  Colin is equally at home 
in creating a coaching culture within the 
corporate world as he is developing 
coaching in communities.  His area of 
particular interest lies in how people can 
stop stopping themselves and make the 

  

Keynote speaker 
 

 
 

Jean Illsley Clarke 
PhD, CFLE 

Jean is an accomplished workshop 
leader and a nationally certified and 
internationally known parent educator. 

She is the author or co-author of 
several additional books about families, 
including Self-Esteem: A Family Affair, 
Growing Up Again, Time-In: When 
Time-Out Doesn't Work, and How 
Much is Enough? 

She has designed, tested, and taught 
accompanying courses and facilitator 
training.  She won the 1995 Eric Berne 
Memorial Award in the area of practice 
applications for her work in applied 
Transactional Analysis in parent 
education. 

 
Presenters will have backgrounds in educational, organisational and developmental 
transactional analysis.  They will be sharing growing edge theory and practice about 

emerging ideas in developmental TA, offering radical possibilities for personal, 
organisational and community growth. 
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Payment details 
 
I enclose a cheque made payable to IDTA for 
£________ 
 
 

 
Please invoice me at the following address: 
 
 
 
 
 
 
 
 
 
 
 
BACS, Bankers Draft or Swift 
 
Bank plc: 
 
Account No:  
 
Sort Code:  
 
Confirmation of your registration will be 
emailed to you within one week of receipt of 
your application form.  
 
Joining instructions will be sent three weeks 
prior to the event. 
 
Fees include tea, coffee, lunch and 
documentation. 
 
SIGNATURE: 
 
 
DATE: 
 

Delegate details 
 
Organisation: 
 
Name: 
 
Job title: 
 
Address: 
 
 
 
 
 
Postcode: 
 
Tel: 
 
Fax: 
 
Email: 
 
Contact name and number for 
enquiries: 
 

 
EARLY BIRD SPECIAL OFFER 
IDTA Conference London 
Registration details (please tick) 

Two day rate 2 & 3 Oct 
2009 
(including conference 
dinner)  

  

IDTA members rate £237.00  
Non members rate £257.00  
One day rate 
(excluding conference 
dinner) 

  

2 Oct: IDTA members 
rate 

£110.00  

2 Oct: Non members rate £125.00  
3 Oct: IDTA members 
rate 

£110.00  

3 Oct: Non members rate £125.00  
Conference dinner £  50.00  
 
Special requirements 
 

 

I require a vegetarian meal 
 

 

 
 
Please return to:  admin@instdta.org 

or 
 
IDTA, Fairfield House, Ferry Road, Bawdsey, 
Woodbridge, Suffolk, IP12 3AW 

EARLY BIRD SPECIAL 
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Council Members 

 David Dobedoe Contracted trainee in the Organisational field, Website.   

 Anthea Harding Contracted trainee in the Educational field, Secretary.  Anthea 
works one to one with children who are working below an age-appropriate level at 
school.  Her vision for the future is that TA will become the common language in 
schools and that every child will have a TA toolbox. 

 Bill Heasman PTSTA (Organisational), Chair of Training Standards Committee.  
Bill’s early career was in Social Care and management.  For the past 20 years he 
has been involved in facilitating learning in three areas; with individuals through 
coaching, with groups through training and team development and he produces 
policies to promote development of the organisation he works for. 

 Joe Holmes Contracted trainee in the Organisational field, Development and 
Delivery.  Joe is a Corporate and Personal coach and operates his own business, 
Licentia Associates, focussing on organisational development.  Joe has many years 
experience in operational management and project management and believes that 
the key to organisational development is its people. 

 Jenny Labbett, Newsletter Editor, is a trainer, facilitator and coach.  She runs her 
own IT consultancy and is growing her coaching practice, which focuses on 
professional and personal development for individuals and groups.  Her TA journey 
started two years ago and she joined the Council in October 2008. 

 Debbie Robinson PTSTA (Organisational), Chair of Conference.  Debbie runs her 
own organisational development company Quay Interactions which provides 
consultancy services to private and public sector organisations. She also offers 
coaching and a range of leadership training using a range of techniques, grounded 
in Transactional Analysis. 

 Paul Robinson.  Paul is currently Director of Education for a professional body, 
responsible for a range of professional, technical and developmental qualifications 
and awards.  Paul has been studying TA for two years, and he uses TA in both 
organisational and educational contexts. 

 Lynda Tongue PTSTA (Organisational), Vice Chair. Lynda is a Director in Triangle 
Partnership, a consultancy specialising in Leadership, Communications and 
Management Development.  Lynda works with organisations, teams and individuals 
and is passionate about teaching TA in order to promote personal growth and 
change. 

Giles Barrow TSTA (Educational), Chair of IDTA.  Giles is an educator, based in 
Suffolk and works all over the country.  He has been on the Council since the start 
and is especially interested in TA proficiency awards and raising the profile of 
Developmental TA. 
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IDTA Newsletter  
Rules of Submission 
■ News items and articles 800 words 

maximum 

■ Microsoft Word, Arial font, 10 point 

■ Diagrams referenced  

■ TA status as designated in EATA 
handbook 

■ Send to: newsletter@instdta.org 

 

Readers will already be aware that the IDTA aims to provide networking and professional 
development opportunities to practitioners using Developmental Transactional Analysis.  The 

purpose of this newsletter is not only to update members but also to invite and encourage 
participation in the growth of the Institute.  Views expressed in this newsletter are those of 

contributors and do not necessarily reflect the official policy of the IDTA. 

IDTA Registered Office 
Institute of Developmental Transactional Analysis 

Fairfield House, Ferry Road, Bawdsey, Suffolk,  IP12 
3AW 

IDTA Newsletter 
Advertising Rates 
Full page: £50 

Half page: £30 

Quarter page: £20 

Christine Brain, Administrator Lisa Holmes, Treasurer 

  Newsletter copy dates 2009 
   Publication date:   Copy 
deadline: 
   June 09    May 22nd 

   September 09   August 21st 
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