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About This Book 

The content for this book came about because I have a poor memory – when people 
ask me where to look for my ideas about transactional analysis, I usually can’t 
remember! So, in October 2017 I began to produce a series of blogs to show how 
my ideas had emerged over the years. 

Little did I realise that I would end up with 77 blogs - one for each year of my life so 
far . . . . 

Those who know me, and know TA, will understand that I have a working style that 
means I enjoy taking ideas and playing with them. Hence I tend to read someone 
else’s material and then think how it could be changed. My secondary style is about 
doing things quickly, so I like to simplify complex models so it doesn’t take too long 
to understand them and teach them to others. However, I also recognise the 
usefulness of other working styles, and I make sure that I credit the originators of 
the ideas, I include proper referencing, and when the task is done, I stop. 

When I was a child, I was told – frequently – that one of my great-grandmothers was 
fond of saying “You learn something new every day.” In TA terms, it seems that I 
heard that as an instruction rather than as a permission, and I have continued to 
learn new aspects of TA since I was first given a couple of TA books to read in 1975. 

I am hoping, therefore, that this book will enable you to follow my great-
grandmother’s advice (instruction! permission?) for the next 77 days – although it is 
also okay if you want to read it more quickly. 

Open access 

Those who know me are also aware that I am a fan of open access publishing. You 
will see that this book contains the usual copyright statement to prevent you from 
copying large amounts of it and making money from doing that.  However, it also 
contains a Creative Commons Attribution-NonCommercial-ShareAlike 4.0 
International (CC BY-NC-SA 4.0) License.  See a few pages back for an explanation of 
the terms of this licence.   

It is my intention that you can extract from the book as much as you wish, and 
hopefully share it with others, as long as you do so without charging them for it.  
Please make sure also that you do that in a way that serves as review or critique, so 
that you do infringe the copyright ownership of any diagrams by others that I have 
myself reviewed or critiqued within my blogs. 

We are also gradually building up a library of my diagrams, complete with suitable 
statements that say you are reproducing them with permission, so feel free to 
contact us if you want to use any of those. Just email julie@juliehay.org and tell us 
the title of the diagram and the blog number in which it appeared.  If I have updated 
the diagram you want, we will also send you the new version. 

https://creativecommons.org/licenses/by-nc-sa/4.0/
https://creativecommons.org/licenses/by-nc-sa/4.0/
mailto:julie@juliehay.org
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Links between blogs and articles 

If you are reading this as a paperback, this version contains only the blogs.  There is 
a much thicker paperback, entitled Julie Hay’s Ideas Blogs & Associated Articles that 
contains all of the articles as well. Both versions have been made available free but 
the bigger book costs a lot more for printing and postage, so we have made this 
version available and you can find the articles online if you want to read them. 

Note: We are gradually building up a library of my diagrams, complete with suitable 
statements that say you are reproducing them with permission, so feel free to 
contact us if you want to use any of those. Just email julie@juliehay.org and tell us 
the title of the diagram, the blog number in which it appeared, and what format you 
need (pdf, jpg, etc).  If we have updated the diagram you want, we will also send 
you the new version. 

Quality of reproduction 

Some of my articles appeared a long time ago, and I no longer have the original 
documents – some of them were done on typewriters! I kept copies of what was 
published but some of those have discoloured with age and were not that clear to 
start with. So, my apologies that some of the reproductions in this book will not look 
good. I think the content can still be read, and if it is really a problem, don’t forget 
that you can access them online and maybe read them more easily that way. 

Feedback please 

Having produced this publication, I am now keen to move on to making many of my 
training workbooks available as open access – so please send me some feedback, 
especially about any areas that you would like me to cover in future - and anything 
you think I may have missed or misunderstood . . .  

You can contact me at julie@juliehay.org  

  

mailto:julie@juliehay.org
mailto:julie@juliehay.org
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Blog 1: Refracted Transaction 

23rd October 2017 

Over the years, many people have asked me where they can read about specific 
ideas of mine, and my regular students have nagged me for references.  Hence, here 
at last is the first of a series of blogs that will highlight one of my original TA ideas or 
contributions, show where it first appeared in print, and sometimes also show 
where it has been updated or developed further. 

Refracted transaction, to be added to Berne’s complementary, crossed and ulterior, 
was first mentioned in print in 1986, in the ITA News, within a report written by 
Vivienne Gill about various presentations within a TA in Education conference run 
on 16 November 1985, which included the paragraph and diagram below: 

 

 

Frames of Reference – from Gill, V (1986) TA in Education ITA News, No. 13 (p.1) 

More recently, it has featured with more explanation and a more detailed diagram 
in Hay (2009) as follows: 

“Refracted transactions, as shown in Figure 4.11, are often seen in organisations, 
especially when a new employee arrives: 

1. The manager tells the employee what to do – Controlling Parent to Adapted 
Child. 

2. The employee is new and keen to learn so asks the manager why it is done that 
way – Functional Adult to Functional Adult. 
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The manager ‘refracts’ the transaction and imagines it is coming from the 
employee’s Adapted Child – and hence it sounds rebellious, as if a child is challenging 
a parent figure. 

3. The manager therefore emphasises the use of Controlling Parent and simply 
insists that this is the way things are done – no explanation is forthcoming. 

4. The employee concludes that asking questions is a waste of time and thereafter 
simply follows orders. 

5. The ‘refraction’ is like the way that water affects the direction of light, so that 
we see an object underwater and think it is in a different position to where it 
actually is.  In our interactions, our frame of reference (or our distorting beliefs) 
may act like the surface of the water. Refracted transactions are powerful 
contributors to the problem of hierarchal symbiosis … “  (Hay, 2009, p. 79-80) 

 

A Refracted Transaction – From Hay. J (2009) Transactional Analysis for Trainers (p.79-80) 

References 

Gill, V (1986) TA in Education ITA News, No. 13 p.1 

Hay. J (2009) Transactional Analysis for Trainers Hertford: Sherwood Publishing  
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Blog 2: Choosing a Helping Strategy - Part 1 

26th October 2017 

Continuing on with my blog series highlighting my original TA ideas or contributions 
and showing where they first appeared in print. 

Here’s Part 1 of Choosing a Helping Strategy.  

You can download a PDF copy of the following article at juliehay.org and go to the Free 

Downloads section 

 

https://juliehay.org/free-downloads-articles/
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Reference 

Hay, J. (1986) Choosing a Helping Strategy (1) Counselling News for Managers 3(2) 
p.9-10  
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Blog 3: Choosing a Helping Strategy - Part 2 

26th October 2017 

Instalment 3 of my blog series highlighting my original TA ideas or contributions and 
showing where it first appeared in print. 

You can download a PDF copy of the following article at juliehay.org and go to the Free 

Downloads section 

 

https://juliehay.org/free-downloads-articles/
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References 

Hay, J. (1986) Choosing a Helping Strategy (2) Counselling News for Managers 3(2) 
p.8-9   
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Blog 4: What Is Special Fields TA? 

24th November 2017 

Instalment 4 of my blog series highlighting my original TA ideas or contributions and 
showing where it first appeared in print. This week, What is Special Fields TA? 
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References 

Hay, Julie (1993) What Is Special Fields TA? The Script XXIII: 8 Nov   

You can download a PDF copy of 

this article at juliehay.org and 

go to the Free Downloads 
section 

https://juliehay.org/free-downloads-articles/
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Blog 5: The Reluctant Time Manager 

30th November 2017 
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You can download a PDF copy of this article at juliehay.org and go to the Free 
Downloads section 

 

Looking back to when I first wrote about TA ideas, I find that I seem to have coined 
the term ‘working styles’ as the positive version of drivers (Kahler, 1975) as far back 
as 1989.  I had two articles published then, written with colleague Nick Williams who 
was a former IT salesman.  We wrote for a target audience of salespersons (and I am 
relieved to see that even then we used non-gender specific language). 

The first article introduced the five styles and appears above. The second related 
the styles to time management, and will be in my next ideas blog. 

References 

Kahler, Taibi (1975) Drivers: The Key to the Process of Scripts Transactional 
Analysis Journal 5:3 280-284 

Hay, J & Williams, N (1989) The Reluctant Time Manager Opportunities May 18-19 

  

https://juliehay.org/free-downloads-articles/
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Blog 6: Out of Character 

7th December 2017 

Here is the 2nd instalment of my early descriptions of working styles, written to 
avoid the pathological connotations of drivers.  
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You can download a PDF copy of this article at juliehay.org and go to the Free 
Downloads section 

 

References 

Hay, J & Williams, N (1989) Out of character Opportunities September 16-17 

  

https://juliehay.org/free-downloads-articles/
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Blog 7: From Innovation to Steps to Success - Part 1 

21st December 2017 

In a presentation I did at an ITAA conference in Stamford, USA in 1991, I proposed 
that organisations would gain more from change if they were ready to innovate 
effectively. I then presented six stages of innovation, based on the discount matrix 
(Schiff, 1975) (and using an early donkey bridge of having the name of each stage 
start with the letter I for innovation): 

Step 1 – Identification – what is happening? For an organisation this might involve 
measuring levels of sales, services or products provided, absence levels, or similar. 
For an individual manager, it may encompass knowing your employees and their 
styles, knowing equipment capabilities, and all the things that observant managers 
pick up when they get away from their desks and “walk the floor”. 

Step 2 – Information – how is it a problem? We need to understand the significance 
of what we are observing. We need more analysis – a decrease in sales could be a 
problem but might mask the fact that we are selling less at higher prices and making 
more profit. 

Step 3 – Ideas – what could be done about it? We need to recognise that the 
situation could be different, and then generate ideas. Truly creative solutions may 
start from impractical ideas. 

Steps 3a and 3b - Incubation and Insight – there may be two optional extras within 
this stage. For incubation, we may sleep on it, in reality or metaphorically. Insight is 
that sudden flash of inspiration when we realise we have an option. 

Step 4 – Invention – develop an idea into a solution – we must now work out how 
to develop the idea into something workable. This may be purely a mental process 
or we may need to design tools and equipment, draw up plans, or even build 
something tangible. 

Step 5 – Investigation – now we need to check the solution for acceptability. We 
need to consider our own opinions and those of others, and evaluate the chances 
of success for the solution. Will it work, will be applied, will it really solve the 
problem, change the situation for the better? 

Step 6 – Implementation – putting the solution into effect. This last step needs 
plenty of energy and commitment as we will be changing the status quo. Any stages 
we may have omitted may impact negatively now and we may need to revisit them. 

The link I made to the discount matrix was based on the treatment levels in the 
matrix diagram: 
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Pattern 1 – we discount the stimulus, fail to notice the evidence; 

Pattern 2 – we are aware of the evidence but do not realise it reflects a problem so 
we take no more action; 

Pattern 3 – we recognise the problem but do not believe that anything could be 
different or changed, so we do not look for any ideas; 

Pattern 4 – we accept that things could be different but not believe the people 
involved could behave differently, or we do nothing with our ideas because we 
doubt that anyone will bother to change – we fail to realise that it is our opinion of 
human capability that is getting in the way; 

Pattern 5 – we do not believe that we or others are capable of solving the problem 
– we assume that people will react negatively to our ideas anyway so we do not 
progress them. 

Pattern 6 – we do not progress because we sabotage our own energy through our 
own lack of commitment – we are convinced that nothing will make any difference. 

My point in the article was that if we understand these patterns, we can design and 
structure processes and introduce confrontation and support so individuals within 
organisations can learn to identify and deal with discounting – and can therefore 
innovate effectively. 

Later, of course, I presented this model as the Steps to Success. This first appeared 
in 1996 and more recently in 2009 and 2012.  More about those in Part 2 of this 
blog. 

References 

Hay, Julie (1991) Choice, Chance, Change: Creating Future Realities in 
Organisations. In The Stamford Papers Loria, Bruce R (Ed) Stamford: Omni Press 
162-172 

Hay, Julie (1996) Steps to Success INTAND Newsletter 4:3 September 

Hay, Julie (2009) Working it Out at Work - Understanding Attitudes and Building 
Relationships 2nd edn Hertford: Sherwood Publishing 

Hay, Julie (2009) Transactional Analysis for Trainers 2nd edition Hertford: 
Sherwood Publishing 

Hay, Julie (2012) Donkey Bridges for Developmental TA 2nd edit Hertford: 
Sherwood Publishing 

Schiff, Jacqui & Contributors (1975), Cathexis Reader: Transactional Analysis 
Treatment of Psychosis, New York: Harper & Row Publishers Inc  
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Blog 8: From Innovation to Steps to Success - Part 2 

28th December 2017 

Following on from my last blog, about the presentation I did in Stamford, USA in 
1991, I subsequently used a very similar idea to produce the Steps to Success. Again, 
this related to the treatment levels shown in the discount matrix (Schiff, 1975). 

In 1996, I published this in INTAND Newsletter, which was the newsletter I edited 
for several years that represented the International Network Transactional Analysis 
and Neuro-Linguistic Programming in Organisations. 

The page reproduced overleaf includes the diagram I used then, showing a man and 
a woman, with the woman able to see the discounting by the man ☺! On the 
following page, I explained how someone on a higher step can notice the 
discounting of someone else; in later publications I began to add arrows to the 
diagram to indicate that the person higher up the steps needs to come down and 
help the other person to climb the steps. I pointed out that discounting was why so 
many good ideas were wasted in organisations. For example, there is no point 
suggesting a better absence control system (strategy level) when the managers do 
not realise that absence levels are a problem (significance level). 

 

 

References 

Hay, Julie (1991) Choice, Chance, Change: Creating Future Realities in 
Organisations. In The Stamford Papers Loria, Bruce R (Ed) Stamford: Omni Press 
162-172 

Hay, Julie (1996) Steps to Success INTAND Newsletter 4:3 September 

Hay, Julie (2009) Transactional Analysis for Trainers 2nd edition Hertford: 
Sherwood Publishing 
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TA for Trainers Julie Hay (2009) page 130 

https://oldsite.juliehay.org/uploads/1/2/2/9/12294841/intand-newsletter-4-3-sept-1996_orig.jpg
https://www.amazon.co.uk/Transactional-Analysis-Trainers-Julie-Hay/dp/1907037004
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Blog 9: The Competence Curve Based On Cycles of Development - 
Part 1 

4th January 2018 

In 1990 (Hay & Williams) I first wrote about the stages of change as being 
immobilisation, denial, frustration, acceptance, development, and integration. 

A year later, at the ITAA conference in Stamford, USA (Hay, 1991) I presented the 
same information and linked it to Pam Levin’s (1974, 1982, 1988) material on the 
cycle of development. At the conference, I also presented the diagram below, 
although by then I had divided the sixth stage of integration into application and 
completion. 

 

The Stamford Papers - Fig 2 - The Competence Curve (page 172) 

Page 169 in the Stamford Papers article provides a good summary of the 
competence curve stages linked to the cycles of development, as shown overleaf. 

You can download a PDF copy of the following article at juliehay.org and go to the Free 

Downloads section 

https://juliehay.org/free-downloads-articles/
https://oldsite.juliehay.org/uploads/1/2/2/9/12294841/pg-172-choice-chance-change-creating-future-realities-in-organisations-the-stamford-papers-1991_orig.jpg
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Since then, I have gone on to draw the curve slightly differently. I have also produced 
my own version of Pam Levin’s Cycles of Development diagram, and have introduced 
a Spirals within Spirals diagram to illustrate how changes occur throughout our lives. 
These will follow in the second part of this blog. 
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Blog 10: The Competence Curve Based On Cycles of Development 
- Part 2 

11th January 2018 

Following on from the previous blog, here are the diagrams as I show them now. 

The basic diagram looks like Figure 10.1 from Hay (2009) as shown below - not that 
much different to how I drew it originally except that it is a little closer to scale now 
on the early stages, which may last only minutes or hours. 

The Competence Curve - TA for Trainers - Fig 10.1 (page 200) 

I have also produced an amended version of Levin’s (1974, 1982, 1988) Cycles of 
Development diagram, where I have drawn it with the sections shown to scale in 
terms of how long they last. 

https://www.amazon.co.uk/Transactional-Analysis-Trainers-Julie-Hay/dp/1907037004
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Cycles of Development - TA for Trainers - Fig 10.2 (page 203) 

 

Then I have followed it with a Spirals within Spirals diagram to illustrate how changes 
that occur throughout our lives seem to follow the same overall cycle that applied 
as we were growing up.  This explains why we seem to have good days and bad days 
– on a good day, the spirals for the various things that are changing in our lives may 
well be all lined up at a childhood stage where things went well for us – whereas on 
a bad day, maybe they are all lined up at a stage where we were not able to meet 
our developmental needs – so we end up feeling as if everything we touch is going 
wrong. Knowing this is a theory means that we can console ourselves with the 
thought that in a day or two, everything will seem better again, as we will inevitably 
continue progressing around each spiral. 

https://www.amazon.co.uk/Transactional-Analysis-Trainers-Julie-Hay/dp/1907037004
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Spirals within Spirals - TA for Trainers - Fig 10.3 (page 206) 
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Blog 11: The Disposition Diamond 

18th January 2018 

The disposition diamond is the name I use for what Graham Barnes (1981) called the 
drama diamond. I first wrote about this in 1991 (published as Hay, 1992), having 
received Graham’s permission to reproduce his original diagram. Later (in Hay 1993) 
he again gave me permission although he asked me to point out that he did not 
believe his model was as useful as I thought it was. I still think that is one of the most 
useful explanations about life positions. It helps us to understand that Berne (1962) 
was writing about existential positions, or attitudes, whereas Ernst (1971) was 
writing about behaviours. 

 

Disposition Diamond 

Graham Barnes’ diagram allows us to represent attitudes, behaviour and emotions 
(or the psychological level) as if they are on three different levels, as shown in the 
figure. In each level, we can insert the various Not OK options – we can use plus and 
minus signs for these so that I’m OK, You’re not OK becomes  + -, I’m not OK, You’re 
OK is -+, and I’m not OK, You’re not OK is shown as --.  At the top of the diamond is 
our attitude, or existential life position. In the middle is our behaviour in terms of 
whether we appear to act in a superior, inferior or pessimistic way.  At the foot of 
the diamond is our emotional, or psychological, level. This is often hidden from 
others. 

When we are operating as I’m OK, You’re OK at all three levels, we are not on the 
diamond. Taking into account that there are three levels and there are three main 
not OK options, we could end up with 27 possible variations. However, the diamond 

https://oldsite.juliehay.org/uploads/1/2/2/9/12294841/edited/disposition-diamond.jpeg
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becomes particularly helpful if we assume that there will be a different not OK 
option out each level – this means that there are only six combinations for us to 
think about. These are shown in the figure overleaf. In 1992 I described these in 
terms of the patterns of attitude, behaviour and emotion; in 1993 I added some 
names for them – the Martyr, Moaner, Bully, Sufferer, Do-Gooder, and the No-
Hoper. 

 

Disposition Combinations 

 

The following summaries are extracted from my latest version (Hay, 2009). 

The Martyr 

Attitude + - Behaviour - + Emotion - - is a typical pattern for people who feel 
compelled to engage in counselling. We believe that we know better than most 
when it comes to understanding people and relationships, the areas that people ask 
us about. We then behave in a way that implies that we are here to help them, 
regardless of any plans we might have had of our own. Staying around late to listen 
patiently to a course member when we should be preparing or resting is an example 
of this. We give the impression of being wise and caring, if somewhat of a martyr. 
Psychologically, however, we may well be feeling despair when it becomes clear that 
we lack the skill and they lack the willpower to change. 

  

https://oldsite.juliehay.org/uploads/1/2/2/9/12294841/edited/disposition-combinations.jpeg
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The Moaner 

With Attitude + - Behaviour - - Emotion - +, again we believe we know best. However, 
we feel that we are inadequate in some way. We are likely to behave, therefore, as 
if we do not expect to be listened to. We probably grumble about how stupid people 
are to ignore what we think is the obvious solution to a problem. “No-one takes any 
notice of me, even though I’ve seen it all before. I’ve told them what to do but 
they’re incapable of acting on advice!” 

The Bully 

The Attitude - + Behaviour + - Emotion - - pattern matches the archetypal bully. We 
believe we are less able in some way than others. We feel despair. So we camouflage 
these underlying doubts by behaving as if we know it all. We tell others how to 
behave; if challenged we become even more autocratic and unreasonable. Outside 
our awareness, we are digging in for fear that our weaknesses will be exposed. Some 
trainers are like this. They are scared of being found wanting in technical knowledge 
so bluster and blame the students when the class activities go wrong. Teaching is 
run on school lines, with expectations that participants will be like children who have 
to be kept in order. Anyone foolish enough to ask a question is made to feel it is 
their own fault they cannot understand the lesson. 

The Sufferer 

If we have Attitude - + Behaviour - - Emotion + -, we behave as if we are hurt but 
cannot be helped. We develop an aura of suffering but signal to others that they are 
so unfeeling that they could not possibly offer us comfort. We believe that we are 
less capable or intelligent than others but that we experience more genuine 
emotions. We feel, therefore, that our own emotional needs should take 
precedence over the feelings of others. Indeed, we may be so ‘emotional’ that we 
fail to recognise that other people have any feelings. 

The Do-Gooder 

Attitude - - Behaviour + - Emotion - + means we will secretly believe that no-one 
knows what they are doing. The world is probably doomed. However, other people’s 
feelings are more important than ours, so we must help them. We set out to save 
people from themselves. They perceive our behaviour as arrogant, even though they 
may sense that we are doing it for their own good. We are the typical do-gooder, 
out to tell everyone how to live their lives better. We may well campaign for 
censorship because we believe that all of us must be protected from evil influences 
as we are incapable of making responsible decisions. At work, we put our energies 
into setting up procedures so that no-one will make mistakes. We are poor at 
delegation because we want to save people from their own incompetence. 
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The No-Hoper 

With Attitude - - Behaviour - + Emotion + - we again believe that no-one is really 
capable. In spite of this, we need to deal with our emotions, which are so much more 
valid to us than the feelings of others. We therefore display our emotions and excuse 
ourselves by claiming we just can’t help feeling as we do. We seek out others to lean 
on, expecting them to take care of us in some way. We are likely to confide in others 
and then act as if they are responsible for resolving the situation for us. At an ulterior 
level, though, we have no real expectation that they will succeed any better than we 
would. 
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Blog 12: Personal Styles 

25th January 2018 

In 1992 I began to refer to the behavioural manifestations of ego states as our 
personal styles. I use the metaphor of imagining that people are radios, with arms 
and legs, and that as we move around we are tuned into a particular wavelength 
and emitting signals accordingly. Each of us has preferences so we tune in to our 
own choices, and we do not expect to get along with people who are emitting signals 
of a very different style of radio programme. For example, are they playing classical 
music while we like pop, or tuned into a documentary when we prefer news 
bulletins. These different wavelengths are metaphors for our ego states (which are 
of course also metaphors!) 

Skilful communicators are those who quickly and accurately identify the 
wavelengths of others and then choose a complementary wavelength. Unskilled 
communicators fail to do this, or fail to change their wavelengths at all, or perhaps 
they change so frequently that others are confused, or they do not tune in properly 
so that they emit garbled signals that cannot be distinguished. 

I went on to point out that although Berne had identified three ego state systems, 
when we are talking about behaviour it is more useful to distinguish five 
wavelengths. I used the normal three stacked circles to diagram this, and I called the 
wavelengths Controlling Parent, Nurturing Parent, Adult, Adapted Child and Natural 
Child. Since then, I have changed the Adult label into Functional Adult (Hay, 1998) 
to avoid the confusion that has arisen because we were using the same label to 
mean acting like a computer and to mean being in the here-and-now. Functional 
Adult is a label that represents logical, problem solving behaviour, which may or may 
not be evidence of someone who is in the here-and-now. 

 

Personal Styles (Behavioural Ego States) 
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In 1992, I wrote that we arrived in the world in Natural Child, letting people know 
that we have needs and acting on our impulses. As grown-ups, this is the appropriate 
ego state for letting others know how we feel, showing our genuine pleasure, 
friendliness, excitement, and when appropriate our disappointment, anger or 
sadness. It is also the ego state needed for brainstorming.  Too much of it and we 
risk being labelled immature, childish, over-emotional. 

Next comes the Adapted Child, where the grown-ups help us to understand that we 
need to fit in with our family and wider society. We recognise the messages early 
through non-verbal behaviour and then later we are told how we should be 
behaving. We pick up the expectations of our culture, often including gender-
specific messages, and as we grow older we automatically respond in ways expected 
of us. If we adapt too much, we are seen as overly submissive; if we refuse to adapt 
we are seen as aggressive and rebellious – but when Adapted Child is exhibited 
appropriately we are seen as polite and courteous. 

We learn Nurturing Parent behaviours from our role models – hopefully the grown-
ups who are using this type of behaviour to look after us when we are children. As 
grown-ups, this ego state is appropriate when someone needs to be taken care of, 
reassured or encouraged. However, when it is overused, the effect is to smother 
people with concern and deny them the opportunity to develop their own skills. 

We learn Controlling Parent behaviours in the same way – hopefully because the 
grown-ups are taking care of us by setting rules and boundaries to keep us safe. 
When we are ourselves grown-ups, this is the ego state to use when it is appropriate 
to be firm. However, overdo this and we come over as bossy and overbearing. 

The final part of the set is the Functional Adult, which is when we are behaving in 
ways that are logical and rational. As children, this is when we begin to understand 
cause and effect. We also learn about compromise, the skills of problem solving and 
decision making. We learn to take into account our own feelings and those of others, 
whilst still remembering objectives and practicalities. A word of caution. If we spend 
too much time in Functional Adult we will seem to be boring and pedantic – no one 
likes the person who insists on analysing jokes instead of laughing at them. 

When I introduced the idea of personal styles, I also suggested that we have a set of 
internal ego states. Sometimes the behaviour does not represent what is happening 
inside us. I will describe the internal ego states in my next blog. 
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Blog 13: Internal Ego States 

1st February 2018 

At the same time (Hay, 1992) that I was writing about Personal Styles, or behavioural 
ego states, I also introduced the notion of Internal Ego States. I pointed out that Eric 
Berne had, rather confusingly, used the same diagram of three stacked circles to 
show what he referred to as structural and functional analysis. To provide a 
distinction between diagrams, I opted to show the internal ego states as drawn with 
dotted lines, following on from Berne’s way of using dotted lines for ulterior, and 
therefore unobservable, transactions. 

 

Internal Ego States 

Using a heading of ‘What happens inside us’, I pointed out that often it will be 
enough for us to analyse the observable behaviour and choose a corresponding ego 
state. However, there will be times when this is not so - it will sometimes seem as if 
the person is in two ego states at once, or the behavioural aspects will feel somehow 
out of line with our intuitive sense of what is happening. At times like this, we will 
need to speculate about what is happening on the inside. 

We arrive in the world with the beginnings of the Internal Child already in place. It 
is our experience of ourselves. We have needs, wants and feelings. These include 
hunger and thirst, fear, curiosity, anger, wanting to be loved, and a whole range of 
other feelings that occur as we grow. 
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All of these seem to be recorded. It is as if our Internal Child is a computer disc on 
which we file everything away. We are continually adding new data. We also refer 
back from time to time to the old files. We may do this consciously, as when we are 
aware that we are remembering. We may feel as if we have lost the file, as when we 
try unsuccessfully to recall something we used to know. We may go back without 
realising, as when an incident in the present triggers an emotional response from 
the past. 

A common example of reverting without intending to is when we meet someone 
who treats us as a teacher used to. Perhaps they say our name in a way we no longer 
expect – and then we feel like we are a small child again back at school. Even more 
problematic, if we meet one of our teachers when we are grown-up, we may find it 
very hard to continue to behave like a grown-up ourself because we feel as if we are 
still the little person that we were. 

Internal Parent might be thought of the storage system where we put the copies of 
the big people that we have known. These copies will include the opinions, beliefs 
and value systems that went with the behaviours that we were observing other 
people displaying. As with Internal Child, at any moment we may pull out an old 
recording and replay it or we may lay down a new recording. 

Old recordings emerge when we catch ourselves repeating what our parents or 
caregivers told us years ago. This may be a problem if things have changed since 
then. Beliefs about nutrition, for example, are very different nowadays. Politics, 
economic policies, racial and other prejudices, all tend to be things that change 
significantly as time goes by so it is problematic if we are still running with the same 
beliefs that previous generations had. 

We need to pull out the contents of the file for scrutiny. Then we can archive those 
aspects that are no longer relevant. As we meet more people, we can observe and 
copy the things they do that are effective. We can then add these new options to 
our filing system so that they will be readily accessible. 

Our Internal Adult is like a computer program that we use to access our disks and to 
process and store new data. Internal Adult takes in information from the outside 
world, such as who is talking to us and how. It monitors our reactions in Internal 
Child and checks whether they seem relevant to the situation. It scans through our 
Internal Parent for any recorded ways of responding that would be appropriate now. 

When our Internal Adult is functioning well, we are continuously making choices 
about what to do. These selections may take only fractions of a second, yet we 
manage to weigh up probabilities and make balanced decisions. During this does not 
prevent us from behaving instinctively; rather it paves the way for more spontaneity 
by ensuring that we have considered the consequences first. 

You will see from the above that in 1992 I was using the metaphor of a computer 
and talking about how we had disks. The previous metaphor used within the TA 
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literature had been of likening these ego states to a tape recorder, and pointing out 
that often the Parent tapes and the Child tapes were linked in some way. This gave 
an explanation for how people would sometimes feel bad when someone acted 
towards them in a parental style – they would regress and feel as if their original 
caregiver was now telling them off and so they would re-experience the same bad 
feelings that they had felt as a small child. 

Nowadays, with the benefits of neuroscience, we probably need to update the 
metaphor of the computer as well, or at least use it more accurately. The 
neuroscientists tell us that we do not have memories as such; instead, we re-
construct our recollections and believe that we have remembered them. The 
computer analogy can still work provided we realise that the documents we look at 
are actually contained within the computer in a form of coding so that when we call 
them up, the computer automatically collects together what we need and presents 
it in a form that we can comprehend. 

Over the years, I have also developed more metaphorical ways of thinking about 
internal ego states, such as the rings of a tree, a filing system, and a computer 
program – more about these in my next blog. 
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Blog 14: Internal Ego States and Decision Making 

7th February 2018 

In Hay (1992) I introduced the notion of internal ego states and used this idea to 
explain NOICISED, under a heading of Ego States and Decision Making.  I explained 
that NOICISED was a word I had invented on the basis that it is DECISION spelled 
backwards. I wrote that I linked together thinking, problem solving and decision 
making because these separate elements are so often generated as part of the 
process containing all three. Decision making involves selecting the course of action 
from alternatives (including doing nothing is a course of action). The stimulus for 
making the decision is generally the fact that we have a problem to solve. Making 
our selection requires us to think, so the better we understand our thinking 
processes the more scope we have to improve our decision-making. This is more 
likely to happen if we use a structured approach that involves all of our internal ego 
states. 

That simple approach that I recommended was: 

On the next page to show it as one table 

 

 

In 1999 (Hay, 1999) I linked NOICISED to the ego states in terms of the 3 Es - 
Experience, Emotion and Evaluation. I explained that these were simplifications of 
the three principal parts of personality as defined within transactional analysis. 
Experience related to Parent, originally copied as we grew up from the parental 
figures around us; Emotion related to Child, which is our store of our own responses 
to the world; and Evaluation related to Adult, which is the part of us that processes 
what is going on in the present moment. 
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Need Why do I need to make a decision? 

 Why now? 

Objective What do I want to achieve: 

  in the short term? 

  in the long term? 

Information What information do I have: 

  about the problem? 

  about possible decisions? 

 What information do I still lack? 

  How can I get it? 

Strategies How can I achieve what I want? 

 How else? 

 and how else? 

 Are these the only options? 

Investigate What is good about each option? 

 What are the snags with each option? 

 How might I get round the snags? 

Choose Which option is most likely to help me meet my objective? 

 Are there clear second and third choices? 

Ego States:  

Internal Parent What does my previous experience tell me about each option? 

Internal Child How do I feel about each option? 

Internal Adult? What is the probability of success with each option 

Decide Which action am I most likely to be successful with? 

 What action(s) will I take to ensure I reach my objective? 
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Blog 15: Solution Stroking 

15th February 2018 

Based on an adaptation of the practical problem-solving technique from Synectics 
(see Nolan, 1981) I developed the concept of solution stroking. 

The problem solving technique involves: 

1. listening to the problem owner headline their problem, the background to it, 
solutions already thought of and/or tried, their ability to take action, and their 
ideal, even fantasy, solution; 

2. brainstorming (in TA terms, Natural Child behaviour with Parent and Adult ego 
states banned by a Controlling Parent facilitator); 

3. one person at a time offers a practical suggestion related to the problem-
owner’s chosen direction; 

4. the problem-owner responds to each suggestion by paraphrasing, stating at 
least three reasons why they like the idea (even if this is hard for them to do), 
and indicating any problem with the idea, worded as a direction, to which others 
must then address any further ideas; 

5. a final step in which the problem-owner confirms they have a workable solution 
that they will implement – and the process really does lead to such an outcome. 

The process works because: 

• there are several brains working on the problem; 

• the ego states are balanced (Child being creative, Adult focused on the here-
and-now, Parent opinions being limited by the process); 

• the process severely limits discounting; 

• there are enhanced levels of stroking through: 

• listening and interacting with the problem-owner; 

• the 3+ points given for each suggestion; 

• hearing the action statement and seeing the genuine appreciation of the 
problem-owner. 

I took the stroking aspects, which I named solution stroking, to create a way to 
respond whenever offered an idea, particularly an unsolicited one – listen, 
paraphrase, identify one benefit or positive aspect of the idea, and promise to think 
about it. 
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Such a positive response will encourage the idea-giver to continue to be creative 
and offer you suggestions. Sometimes we might want to add a comment about why 
the idea will not work, but if we do this as a direction for another idea, we may well 
find the idea-giver has a solution for that too. 

Example 

[Paraphrase] So you are suggesting that I present my ideas at the next conference. 
[Plus Point] I like that idea because it would get my ideas across to a lot of people at 
once. [Optional – Direction] How can I be sure that the conference organisers will 
allow me to speak? [I will think about your idea] I will see what can be arranged. 

With the optional direction included, the idea-giver might add: 

I can recommend you to the organisers. OR  I happen to know they need more 
speakers.  OR . . . . 
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Blog 16: Creativity 

22nd February 2018 

"I define creativity as ‘having an insight which enlarges understanding" By this I 
mean we are able to see something that we could not envisage before.  There is also 
a link with problem solving, as this is often the stimulus to creative thinking.  The 
problem itself may be a direct one, as when a process fails to produce the required 
outputs.  It may also be indirect, such as the ‘problem’ a customer has when no 
suitable product or service exists yet to satisfy their particular need.” (Hay, 1992, p. 
184). 

In that book, I went on to describe how ego states can be a useful framework for 
understanding the psychological aspects of creativity and the behavioural elements 
of brainstorming.  I used a simplification of Parent, Adult and Child, implying a mix 
of internal and behavioural: 

• A Child ego state system that contains our creativity, along with our other 
natural responses to the world and to other people. 

• An Adult ego state system that contains our ability to process information, think 
logically and solve problems, and therefore enables us to be competent. 

• A Parent ego state system that contains the ‘messages’ and opinions which are 
significant in our lives, and which seeks to ensure that we adopt solutions that 
conform. 

 

Creativity and Ego State Hay, 2009, p.217 

https://oldsite.juliehay.org/uploads/1/2/2/9/12294841/creativity-and-ego-states-hay2009-p217_2_orig.jpg
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Among other things, our Child ego state is curious and creative.  Unfortunately, 
many of us experience curbs on our creativity and curiosity, perhaps to keep us safe 
but maybe also to keep things safe from us! Or perhaps our caregivers are busy or 
neglectful.  We may come to associate creativity with danger, pain, chastisement – 
and because we have a deep need for love and approval we may stop doing things 
that displease the grown-ups. Instead, we ‘learn’ the ‘right’ way to do things.  At 
school, more of this teaching takes place, as we discover what low marks we get if 
we make up our own answers to the teacher’s questions instead of quoting from 
the textbook.  By the time we are adults, we may have pushed much of our original 
creativity underground.  We display to the world our Adapted Child more often than 
we show our Natural Child and may have forgotten that we ever had much creative 
ability. 

Reinforcing the learning and adaptation process of our Child ego state is our Parent 
ego state.   If we were encouraged to be creative, we will also be comfortable about 
our own creativity. However, if we were laughed at when we wore a pan as a hat, 
we are likely to laugh in the same way when we see a child doing as we used to.  If 
we were told our ideas were impractical, we will tell others why their ideas are 
impractical.  Thus, the implicit messages about creativity being stupid or a waste of 
time are passed on through generations.  Internally, we may react negatively to 
ourselves at the first sign of any creativity. When we replay Parent in this way, we 
may also stimulate a corresponding replay of a recording in Child so that we feel 
discomfort that is related to the past.  This feeling can be re-experienced powerfully 
enough in the present to stop us being creative even though other people are 
encouraging us to put forward ideas. 

Our mediator between our own Parent and Child ego states is our Adult ego state.  
With luck, this ego state also filters the effects of other people so that we have some 
protection from their conditioning.  When in Adult ego state, we think.  We identify 
problems, recognise the need to find a solution, consider the advantages and 
disadvantages of various options, review the implications, weigh the probabilities of 
success, and make decisions.  We may do this in fractions of a second or it may be a 
process that extends over days as we keep coming back to the problem. Our input 
includes data from our Parent, which has stored away our experiences of how such 
matters were tackled in the past.  This ego state will provide us with options that we 
recall being used successfully on previous occasions.  It will be up to our Adult to 
analyse whether the current situation is similar enough to the past to make an 
option relevant. 

Our Adult may also have to deal with feelings of discomfort if being creative led to 
unpleasant experiences in the past.  It will also have to sift through any ideas we do 
have to check which ones could be implemented without too many problems.  It is 
as if Adult takes the raw material from Child ego state, imagines what would happen 
if the various ideas were pursued, and then develops practicable options. 
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In practice, Adult is likely to arrive at solutions that are a mix of Child creativity and 
Parent experience.  Provided we are not too cluttered with negative messages, our 
Child can see totally new ways of doing things.  Provided we are not too set in our 
ways, our Parent sees the implications of the new idea based on what happened in 
similar situations in the past.  Adult synthesises the two sets of inputs and adds any 
relevant external data, such as information and opinions from other people, before 
making the final selection of a course of action. 

In my next blog I will write some more about how this approach to creativity also 
help us with brainstorming. 
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Blog 17: Brainstorming 

1st February 2018 

When I was writing my last blog about creativity, it led into thinking about 
brainstorming, which I also wrote about as an approach, like TA, that is deceptively 
simple on the surface yet disappointingly ineffective if used without an 
understanding of the underlying dynamics. This blog is therefore a continuation of 
what I wrote about ego states and creativity. 

The major ground rule for brainstorming is that there be no evaluation. In ego state 
terms, this means that Parent and Adult ego states are banished from the room.  
This allows our Child ego state a high degree of freedom of expression, without fear 
of ridicule or contradiction.  Without this rule, Parent is likely to reject ideas that 
have not already been proved useful in practice.  Adult will consider the potential 
difficulties in implementing the idea and may dismiss it before it is fully developed.  
More importantly, we will be reluctant to offer an idea if we believe that it will be 
denounced by our colleagues. 

Understanding that we are aiming to release Child ego state during brainstorming 
gives us scope to increase the effect.  Real children need the security of parents at 
hand in case of trouble.  We provide this by having a facilitator who acts as Parent 
on behalf of the group, by challenging anyone who starts to evaluate or criticise.  In 
other words, the facilitator’s Parent makes sure the children play the game by the 
rules.  They also decide when the game has gone on for long enough, or when the 
time limit has been reached for the end of the brainstorming session. 

Creativity will be increased if several people are involved.  It is not only because we 
stimulate ideas in each other that group brainstorming works better than individual 
efforts.  It is also due to the effect of having several Child ego states active together.  
Being in the same position makes it easier for each of us to relax.  The quality of the 
‘protection’ offered by the Parent ego state will also be significant here. 

The more Child ego state there is in the room, the deeper each of us feels able to 
enter that mode.  We become young once again in terms of our thinking, getting in 
touch with the levels of creativity that existed for us when we were small.  In this 
way, our ideas will be even more original, with reduced contamination from 
previous experiences.  This is also why some exponents of brainstorming suggest 
that creativity increases when ‘naughty’ topics such as sex and swearing are 
introduced; these tend to recall for us the times when we were young and talked 
about topics that were supposed to be the province of the grown-ups. 

Once we have finished our brainstorming session, we need to move on to the 
original purpose of problem solving.  For this, we fetch back our Parent and Adult 
ego states and then examine the ideas we have generated.  We check to see which 
are feasible, and which offer most scope for further development.  Omitting this 
stage is another common failing when brainstorming is done; this has led people to 
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assume that the technique produces only impractical ideas.  This final step is just as 
important as the ideas generation, although it may seem less fun. 

In the book, I next wrote about Innovation.  I had written about my model for this 
previously, in 1991 when I had presented it at a TA conference in Stamford, CT, so it 
is covered already in my Blogs 7 and 8 in this series about my ideas. 
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Blog 18: Personality and Attitudes 

8th February 2018 

In Hay (1992) I wrote the following about attitude and personality: “Let us start by 
considering “attitude” as a term. What does it mean to you? Whatever your 
response, you are probably right – the word is used in so many ways. You may have 
answered: belief, point of view, position, stance, mood, disposition, feeling, 
humour, mind, spirit, temper, demeanour, air, bearing… or any combination of 
those. We seem to use the word as a shorthand which enables us to label people’s 
individual blends of beliefs, emotions and behaviours. 

Figure 14 shows the common sequence by which we determine someone’s 
“attitude”, or even their “personality” – another misused word which has lost its 
specific meaning. We cannot actually observe the attitude or personality of another 
so we make some assumptions, using as their evidence those instances of their 
behaviour which we can observe. … In our saner moments we recognise that this is 
a nonsense but nevertheless we continue to form many of our conclusions on this 
shaky basis.” (p.24). 

 

 

The Personality Process (Hay, 1992, p.25) 

https://oldsite.juliehay.org/uploads/1/2/2/9/12294841/figure-1-the-personality-process-hay-1992-p25_orig.jpg
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More recently (Hay, 2009) I updated the diagram to show how our conclusions then 
impact on us seeing in the future only what we expect to see. “Having made our 
assumptions, we use our ‘attitude assessment’ to predict how the person will 
behave in the future. We “know” their attitudes so we can ‘foretell’ their behaviour. 

If they deviate too much from our expectations, we may have to amend our 
labelling. However, a few variations can always be rationalised away as temporary 
aberrations. We are now relating to them on the basis of the personality and 
attitude we have allocated to them – a reasonably reliable way of getting most 
people to respond just as we anticipate. Persist in treating someone as arrogant and 
they will eventually behave accordingly; treat someone as friendly and that too will 
generally turn out to be correct. “ (p.8). 

I also gave some new examples, such as a manager transferring someone because 
his attitude towards his current manager was wrong when in fact the observable 
behaviour had been that the individual was refusing to change the way they were 
doing their work even when instructed by their manager. Another example was that 
of trade union officials who decided to “take the attitude that they might as well 
agree, reluctantly” to a management suggestion because to refuse would have led 
to negative outcomes for more people. A third example was off an employee asking 
for a form to be signed when they gave a refund because “Head office have the 
attitude that we might be stealing if we can’t prove the customer exists.” 
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Attitude Labelling (Hay, 2009, p.7) 
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Blog 19: Developmental Alliances - Part 1 

15th March 2018 

As far as I can see, I first published information about developmental alliances back 
in 1992 (Hay, 1992).  At that time, I wrote about it being a new approach based on 
some examples that were occurring then – and which still sound very relevant as 
trends now: 

• a company in the information technology sector seeking ways to maintain 
morale and motivation of professional staff who had limited promotion 
prospects because of cuts in numbers of managerial posts; 

• a local authority running action learning projects and recognising the powerful 
impact of peer feedback; 

• a major bank where mentors were questioning their role because branch 
managers in the future faced significantly different careers; 

• and a professional association that had set up its own mentoring network. 

A year later (Hay, 1993) I related developmental alliances particularly to the banking 
sector, with quotes from members of a Mentoring Network that I had been 
coordinating. I pointed out issues such as having most managers being white and 
male, how to mentor across gender and cultural boundaries, the need for a different 
approach within flat rather than hierarchical organisations, and the increasing rate 
of change. 

In 1992 I proposed a seven stage ‘alliance process’, complete with a memory aid 
(donkey bridge) of: 

1. alliance – initiating the relationship and agreeing the contract between the 
parties; 

2. assessment – establishing/describing the current and desired future situations; 

3. analysis – applying appropriate frameworks and theories so the mentee gains 
awareness; 

4. alternatives – identifying options that extend the range of possibilities to be 
considered by the mentee; 

5. action – considering the relative merits of various options so the mentee can 
choose and plan appropriate actions; 

6. autonomy – the intended result of the process is enhanced autonomy for the 
mentee. Autonomy refers to greater awareness of self, others and options plus 
the increased ability to take action; 

7. appraisal – review of actions and results to check that outcomes are consistent 
with personal and professional development. 
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I explained how a developmental alliance approach would help to create flatter 
organisations that become true communities with greater psychological and 
emotional health for all involved. It would also indicate respect for employees, take 
greater account of their own opinions about their careers, encourage them to show 
initiative including with customers, as well as meaning that mentors no longer 
needed to be older or more senior – and potentially still steeped in an organisational 
culture that needs to be changed. 

A couple of years later my book entitled Transformational Mentoring: Creating 
Developmental Alliances for Changing Organizational Cultures was published (Hay 
1995).  In that I defined a developmental alliance as a relationship between equals 
in which one or more of those involved is enabled to Increase awareness, identify 
alternatives and initiate action to develop themselves.  I also proposed a diagram to 
contrast the different perspectives between traditional mentoring, developmental 
alliances, coaching and counselling. The vertical axis has two dimensions: whether 
the approach is person-led or organization-led, and 'who knows best'. The horizontal 
axis varies from a short-term, specific focus to a long-term, broad focus.  I will show 
you the diagram in my blog next week. 

Shortly afterwards, I also produced a do-it-yourself pack (still available at 
www.sherwoodpublishing.com) (Hay, 1997) for anyone who wants to initiate their 
own, personal, mentoring scheme. Based on the supporting material for in-house 
mentoring schemes that I had introduced, the pack contained a sequence of issues 
to be worked through in stages. The idea is that the individual invites someone to 
be their mentor, and then they work through the stages together. 
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Blog 20: Developmental Alliances - Part 2 

22nd March 2018 

As I wrote in my last blog, I defined ‘developmental alliance’ and provided a diagram 
(overleaf) to contrast the different perspectives between traditional mentoring, 
developmental alliances, coaching and counselling. As I wrote about these (Hay, 
1995a), I was thinking about how these approaches are usually used within an 
organisation – not necessarily about how psychotherapeutic counselling or life 
coaching or similar would necessarily be conducted. Within an organisational 
context, I think that we could say that: 

• A developmental alliance has a long-term, broad focus, is person-led (with the 
organisation's needs being considered but coming a definite second), and is 
based on a belief that the mentee knows best and the mentor is there to help 
the mentee identify opportunities for growth and development. 

• Coaching is diametrically opposed to a developmental alliance on this model. 
Coaching is short-term, with a specific focus, such as a set of tasks about which 
the coach has expert knowledge. The coach aims to help the 'pupil' develop the 
skills that the organisation requires. 

• Counselling in the workplace also tends to be a relatively short-term approach 
with a specific focal point. Rather than teaching a task, the counsellor sets out 
to help, or enable, the client to solve problems that the client has already 
identified. The requirements of the organization are usually suspended. 

• Finally, traditional mentoring has a long-term, broad focus. The mentor is 
assumed to know best, having the greater knowledge and experience. Mentors 
are also expected to take account of the needs of the organization. They are in 
the business of providing opportunities so that the mentee can develop into a 
more useful employee.  

Later (Hay, 1997) I challenged an article by Nykodym, Freedman, Simonetti, Nielsen 
& Battles (1995) in the Transactional Analysis Journal that emphasised traditional 
mentoring, which for me often results in a dependency style of operation. I used the 
concepts of three-cornered contracts (English, 1975) and psychological distances 
(Micholt, 1992) to illustrate this.  I also added in links to other TA concepts such as 
the four-cornered contract to include the manager of the mentee, the discount 
matrix (Schiff & Contributors, 1975) and the Steps to Success (Hay, 1995b), working 
styles (Hay, 2009) and drivers (Kahler & Capers (1974) , stroking patterns and AP3 
(Hay, 1995b). Then, in Hay (1998) I pointed out that organisations vary so their 
mentoring schemes will need to vary accordingly. A very hierarchical organisation 
may need to retain a traditional mentoring format whereas one that has flattened 
and outsourced may suit a developmental alliance. Hybrid versions may also be 
appropriate, and it may be worth considering whether the organisation needs to 
gradually move from one format to another as the culture changes. 
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Different Perspectives (Hay, 1995a, p.62) 
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Blog 21: Multi-Party Contracting - Part 1 

29th March 2018 

In Blog 4 in this series I reproduced an article of mine about Special Fields TA (Hay, 
1993).  Within that I commented on multi-party contracting, when exploring how 
therapists are likely to have two-party contracts – therapist and client – whereas 
once an organisation is involved there are at least three corners – analyst, 
organisation, individual – and possibly more.  I included the diagram below and 
commented that educational and counselling applications may be closer to either 
end of the scale, depending on circumstances. 

 

 Continuum from Two-Party Contracts to Multi-Party Contracts (Hay, 1993) 

 

Over the years I’ve realised that there are often many more parties, or stakeholders, 
to be taken into account when contracting. 

In 1995 I diagrammed a four-cornered contract to illustrate a mentoring 
relationship, using a dotted line to indicate that there was no direct contract 
between the mentor and the manager of the mentee even though something 
definitely exists at the psychological level. 

https://oldsite.juliehay.org/blog/julies-ideas-blog-21-multi-party-contracting-part-1
https://oldsite.juliehay.org/uploads/1/2/2/9/12294841/continuum-from-two-party-contracts-to-multi-party-contracts_orig.jpg
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The four-cornered contract (Hay, 1995, p.58) 

By 2007 I had developed much more complex multi-party contracting diagrams.  The 
diagram below represents a practitioner who is operating within a consortium to 
coach a client in a different organisation (such as when local authorities come 
together to run joint coaching or mentoring schemes). 

 

 

Multi-party contracting – consortium (Hay, 2007, p.117) 

 

  

https://oldsite.juliehay.org/uploads/1/2/2/9/12294841/the-four-cornered-contract_orig.jpg
https://oldsite.juliehay.org/uploads/1/2/2/9/12294841/multi-party-contracting-consortium_1_orig.jpg
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This diagram also illustrates an additional factor about contracting – drawing it in 
two dimensions means that every triangle cannot be equilateral – which emphasises 
that this balancing between each trio of stakeholders is very difficult to achieve in 
real life! Nelly Micholt’s (1992) material about psychological distances is highly 
relevant here. 

In Part 2 of this blog I will show you another multi-party contract that represents 
what it is like as a practitioner if you are working with a teacher in a school. I will 
also show you an even more complex multi-party contract, that I had to work with 
as a volunteer psychotherapist within a prison context. 
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Blog 22: Multi-Party Contracting - Part 2 

5th April 2018 

In Part 1 of this blog I showed how contracts range from bilateral to quite complex 
multi-party versions. Somewhere in the middle of that process is of course Fanita 
English’s (1975) three-cornered contract. 

In this Part I show you the complexity involved when coaching a teacher – which 
also illustrates why teaching can be so stressful, especially as we could add in more 
stakeholders – the government, the teacher’s professional association, the Parent-
Teacher Committee, the media.  The more triangles, the more pressures on the 
person at the centre – and the harder it becomes to ensure the psychological 
distances (Micholt, 1992) are balanced. 

 

 Multi-party contracting – educational content (Hay 2007, p.117 – diagram corrected) 

 

An even more complex version existed when I was a volunteer psychotherapist 
within prisons. You can click on the diagram overleaf to see a larger version of it [in 
this book, we have included a bigger version], and you can go to the IDTA Newsletter 
December 2012 (https://bit.ly/IDTANews2012) for an explanation of the content. 

 

https://bit.ly/IDTANews2012
https://oldsite.juliehay.org/uploads/1/2/2/9/12294841/multi-party-contracting-educational-context_orig.jpg
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Multi-party contracting (Hay 2012, p.11) 

https://juliehay.org/wp-content/uploads/2020/01/multi%E2%80%90party_contracting_in_prisons_-_idta_extracted.pdf
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Blog 23: Symbiosis Without Adult 

12th April 2018 

In 1992 I showed symbiotic thinking using my own model of internal ego states (see 
Blog 13) using the way that TA authors typically showed it as Parent and Adult in one 
person and Child in the other, although I did point out that it involved “possibly 
Adult, although this ego state may be missing altogether” (Hay, 1992, p.108). 

In the second edition (Hay, 2009) I had amended my diagram to exclude Internal 
Adult, as shown below. 

 

Symbiotic Thinking (Hay, 2009, p.119) 

In both the 1992 and 2009 editions of that book, I made it clear that ego states 
within an organisational hierarchy involve the use of Parent and Child only, 
bypassing Adult.  I also pointed out that trainers often unwittingly reinforce similar 
unhelpful patterns. 

 

A Hierarchy of Ego States (Hay, 1992, p.75 and Hay, 2009, p.85) 

This is in line with the way that Schiff & Contributors (1975) diagrammed ego states 
when they were illustrating the concept of Frame of Reference, showing that Adult, 
like Parent and Adapted Child, was an adaptation in the service of the Natural Child. 

https://oldsite.juliehay.org/uploads/1/2/2/9/12294841/figure-6-02_1_orig.jpg
https://oldsite.juliehay.org/uploads/1/2/2/9/12294841/figure-4-14_orig.jpg
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For some reason, they did not use this convention for their diagrams about 
symbiosis elsewhere in the book; presumably they switched ego state models. 

 

Structure and Dynamics of Frame of Reference (Schiff & Contribs, 1975, p.51) 

With this version of Adult, it makes sense to include it within symbiosis.  It also 
makes sense if we are describing a healthy symbiosis, if we assume that the baby 
has only Child ego state and the caregiver puts their own Child needs aside 
temporarily. 

However, if we are using a model of ego states in which Adult is regarded as being 
in the here-and-now, it makes no sense to suggest it would take part in an unhealthy 
symbiosis. 
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Blog 24: Organisational Stroking Patterns 

19th April 2018 

In Hay (1993) I had presented several ideas at the ITAA Conference in Minneapolis, 
including some prompts for analysing the stroking patterns within an organisation.  
In Hay (1996) I expanded some of this – below is the combination of the two 
publications with some more recent additions made when I have been running 
workshops. 

The following can also be applied without using TA jargon if you wish, by simply 
renaming it a recognition pattern.  In that case, change all the reference to strokes 
in the following list of questions. 

How do people regarded as successful behave and how do they get stroked? 

How do people regarded as unsuccessful behave and how do they get stroked? 

These two questions give you information about the major stroking patterns, both 
positive and negative.  Remember what you stroke is what you get, so the negative 
strokes usually given to poor performers generally tend to reinforce the very 
behaviour they are intended to stop. 

How do people regarded as average performers behave and how do they get 
stroked? 

Often the answer here is that average performers get very few strokes – they are 
taken for granted.  This reinforces their ‘average-ness’.  In a normal group the 
average performers are also the largest proportion, which means that the majority 
of employees are being ignored! 

Are different strokes applied to different groups? 

For example, to women/men, to professionals/non-professionals, to specific 
departments or functions, to different ethnic groups, to trade union members/non-
members, different age groups, different educational backgrounds? 

Are particular styles stroked differently? 

Use any model of styles here, so TA frameworks such as working styles/drivers or 
ego states, or non-TA models such as Myers Briggs, Enneagram, or any other 
personality framework. 

For example (ego state behaviours): What happens to people who are: 

logical?   firm?   caring?   friendly?   courteous?   creative 

Or consider working styles/drivers: Does the organisation reinforce: 

Hurry Up?   Be Perfect?   Please People?   Try Hard?   Be Strong? 
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What strokes are given at key change points? 

For example, joining the organisation, transferring, getting promoted, getting 
demoted, being made redundant, retiring, leaving the organisation? 

If people were to be given a gold watch on leaving, what might the inscription say? 

What stroking systems exist within the organisation? 

Such as suggestion schemes, quality circles, staff appraisals, educational 
sponsorship, training and development activities, employee assistance 
programmes, mentoring schemes, interview after ill health absence? 

How do people spend their time? 

Consider the different intensities of stroking related to the ways of structuring time 
– no strokes when alone, low intensity from greeting rituals, a bit more during past-
timing, more intensity during working or playing (Cowles-Boyd & Boyd’s 1980 
extension of Berne’s 1961 goal directed activities). 

Is the nature of the work such that closeness/intimacy is appropriate (e.g. life 
threatening situations) or is it enough that employees work and play well together?  
How much are people engaging in psychological games to get intense negative 
strokes? 

To add a significant NLP dimension to this analysis, consider the following: 

How are the strokes conveyed? 

Visual – e.g. awards or congratulatory letters displayed on notice boards or social 
media; gifts given at ceremonies so that others observe; spoken with positive facial 
expressions and gestures – or being expected to work in windowless offices; being 
scowled at; being dismissed and having everyone watch you clear your desk and 
leave the building? 

Auditory – e.g. personal comments made face to face; at ceremonies with speeches 
that are heard by an audience; with positive tone of voice – or verbally with anger 
or coldly; being shouted at, especially in front of others; over the telephone with no 
real contact? 

Kinaesthetic – e.g. handshakes, pats on the back or hugs (provided people find this 
contact acceptable); certificates printed on paper that feels good to handle; gifts 
that feel good or can be worn (or eaten or drunk) – or though inappropriate touch; 
being expected to function with poorly designed equipment, uncomfortable 
uniforms; through long hours that lead to stress and ill health. 

If you are using this framework to consider your own organisation, you might also 
review how well the organisation stroking patterns fit your own preferences. 
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What proportion of your strokes come: 

At work   see below 

From family   through spiritual or religious activities 

From friends  volunteer activities 

Other   Through hobbies 

Are you satisfied with the balance between the sources of strokes? 

For the strokes at work, how many come from: 

Colleagues  Suppliers 

Management  Subordinates 

Customers  Other 

How well do the organisational stroking patterns match your individual stroke 
preferences? 

How might you change your stroking sources to reinforce your positive attributes 
more? 
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Blog 25: Stages of Organisations 

26th April 2018 

In previous blogs I have written about stages of innovation (Blog 7: From Innovation 
to Steps to Success - Part 1 on page 15), of change (Blog 9: The Competence Curve 
Based On Cycles of Development - Part 1 on page 19) and, in my separate series of 
company blogs, about childhood (PIF Blog 1).  Now I am capturing what I have 
written in the past about stages of organisations - and linking them to ego states.  

In Hay (1990) I wrote that “Stewart & Maxon (1988) point out that organisations 
experience patterns of growth and transition; from small beginnings and innovation 
they progress to a size where they must introduce systems and structures, and then 
on to an integrated stage which is characterised by decentralisation and emphasis 
on personal leadership at all levels. I would argue that there is yet another stage 
that is beginning to take effect; that of community.” (p.163).  I then added a list 
showing Stewart & Maxon’s descriptors of the three stages they had identified, with 
a fourth column containing my equivalents for the community stage. 

In Hay (1993) I added a diagram and linked the stages to ego states, explaining that 
the pioneering stage attracts people who operate mostly from Child “with all the 
innate energy and creativity that each real child has and that only some of us seem 
to retain into adulthood. Leadership seems relatively easy, with most interactions 
being Natural Child-Natural Child.” (p.16). 

It is hard for an organisation to grow without someone taking care of routine tasks, 
so the system stage means that people are brought in to add efficiency to the 
enthusiasm; these systems people are characterised by the use of Parent as they 
introduce rules and procedure manuals. “Leadership now tends to focus on 
Controlling Parent-Adapted Child interactions. In more paternalistic organisations, 
it may instead be Nurturing Parent-Natural Child.” (p.16). 

The systems may overwhelm the creativity so that innovation ceases, people leave, 
or spend their time finding their way around the system. To survive, more people 
are brought in to mediate between the pioneers and the systems people. I described 
these as typically Personnel, Human Resources or Employee Relations and wrote 
that they help managers recognise the emotional needs of the employees, and the 
employees to accept the wisdom and experience of the managers. At the time, I 
suggested that these would operate from mainly Adult ego state; nowadays I would 
be referring to that as Functional Adult to make the point that I am describing 
behaviours here and not whether someone is in the here-and-now. I am also 
tempted to point out nowadays that some HR professionals might come across as 
Nurturing Parent, telling the managerial Controlling Parent not to be so hard on the 
‘children’. 

https://pifcic.org/pifcic-blog/blog-1-childhood-stages/
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 Pioneering Systems Integrated Community 

Organisation Flexibility Hierarchy Network Organism 

Objective Niche/toe-
hold 

Market 
share 

Market 
creation 

Service 

Focus Pioneer Institution Individual Society 

Style Informal Structured Enabling Empowering 

Excitement Novelty Stabilisation Change Love 

Specialist Don’t exist Experts Advisers Facilitators 

Relationships Informal Self-
sufficiency 

Networking Supportive 

Culture Risk-taking Precedent Evolution Spiritual 

Mission Differentiation Goals/plans Identity/values Contribution 

Leadership Knowledge Position Charisma Wisdom 

Quality State-of-the-
art 

Affordable 
best 

No 
compromise 

Integrity 

Expectations Excitement Security Personal 
growth 

Communion 

Status Egalitarian Title/rank Contribution Mutual 
respect 

Resources Inventiveness Cash Information People 

Advantage Novelty Better 
sameness 

Real difference Meeting 
needs 

Systems Don’t exist Controlling Enabling Coordinating 

Customers Make or break Locked in Influential Partners 

Based on an original version by Stewart & Maxon, 1988: Community: added 

In terms of the additional stage that I added, I saw that as needing the shift from 
one ego state per person mode, creating a three-person symbiosis, into an 
organisational culture where everyone is enabled, and expected, to use all of their 
ego states. I pointed out that in my diagram the size of the organisation is shown as 
reducing at this stage. This is because people do not feel that they are in a true 
community if the numbers are too large – Gore-Tex work on the basis of no more 
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than 200 people (Rhodes, 1982); Semco in Brazil reached a similar conclusion 
(Semler, 1993). 

 

Stages of an Organisation (Hay, 1993, P.16) 

 

Finally, below is my latest version – published in Hay (2012) and renamed so that it 
provides two donkey bridges: 4 words beginning with C and 4 with E! 

 

https://oldsite.juliehay.org/uploads/1/2/2/9/12294841/the-stages-of-an-organisation-hay-1993-p16_1_orig.jpg
https://oldsite.juliehay.org/uploads/1/2/2/9/12294841/edited/stages-of-organisation-hay-2012-p59.jpg
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Stages of Organisation (Hay, 2012, p.59) 
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Blog 26: Group Processes 

2nd May 2018 

In Hay (1993) I presented a C4P5A3 donkey bridge (Townsend, 1994) for analysing 
group processes, is a development of the year I heard first from Landy Gobes at a 
conference, and which she later published (Gobes, 1993).  Landy had C4P4 – 
“Checklist-(Contact, Contract, Context, Content, Process, Parallel process, 
Professional level of development, and Plan for the future)” (p. 42). I renamed and 
added some to get more focus on what emerges, so in 1993 I had a C4 -contact, 
contract, content, context; P5 – processing, professional, psychological, parallel, 
power; and A3 – autonomy, alternative’s, action. 

I added that we cannot keep all of these in mind at once that they can be considered 
roughly chronologically. “C4 relates to what is happening as the group starts up. P5 
applies once the group has moved into its ‘business’, and A3 is relevant as the group 
finishes a task or meeting.” (p.11). 

By the time I wrote Hay (2009), I had arrived at C5P5A5 and I was relating it to the 
process of supervision.  Then in Hay (2012, p.55) I applied this to group processes as 
follows: 

• What is the context? 

• How well are we in contact? 

• How clear is our contract? 

• Is the content appropriate? 

• How are we using our contrasts? 

• Whose paradigms are in effect? 

• How are we at the personal level? 

• How are we at the professional level? 

• What is happening at the psychological level? 

• Are there any parallel (Searles 1955) processes? 

• Are we being autonomous? 

• Are we being authentic? 

• Are alternatives being generated? 

• Whose aims are being worked on? 

• Are actions being committed to? 
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Blog 27: AP2, AP3 and Leadership - Part 1 

10th May 2018 

During the mid-1970s I attended a workshop in London led by Taibi Kahler and took 
copious notes as he taught us about his assessing quadrant.  Later I obtained copies 
of two booklets that he published (Kahler 1979a, 1979b) and of course I have 
continued to read many of his later publications and to observe the growth of 
process communication.  However, my predominant working styles (Hay & Williams 
1989, Hay 1992, 2009) are Try Hard, which means I enthusiastically ‘improve’ things, 
and Hurry Up, which means I look for ways to simplify theories so they are quick to 
teach.  Hence, I have continued to produce variations on Kahler’s original ideas; as 
my background when I first learned TA was organisational, I have also focused on 
positive rather than pathological psychology, and on development rather than cure. 

In Hay (1993) I used Kahler’s original labels for the dimensions, although a year later 
(Hay, 1994) I renamed one of them to make a memory aid (in English) of active-
passive and alone-people, the latter being my version of his withdrawing-involving.   

 

A Leadership Styles Quadrant (Hay, 1993, p.14) (Functional Adult ego state name updated)   
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In 1993, I related the AP2 model to leadership styles, as follows. 

Active Withdrawing (1994 - Active-Alone) 

Those in the top right-hand box of the quadrant are active, so they initiate contact; 
they are withdrawing, so their preference is to work alone or with only one or two 
people. Typically, therefore, they will go up to an individual (or maybe two already 
together) and start a conversation about work. They are most comfortable with a 
[Functional] Adult-[Functional] Adult channel of communication. This will also apply 
in their normal working environment so these people respond best to a leader who 
is available for one-to-one discussions and who is willing to discuss matters 
rationally and in some detail. 

A leader who fits into this style is likely to spend a lot of time talking to individuals 
about their work. This will be fine for those who occupy the same corner of the 
quadrant but those to the left are likely to view the leader as an unfeeling 
workaholic. The bottom right group would simply be disconcerted at being expected 
to think. This leadership style is also unlikely to result in much teambuilding. 

Active Involving (1994 - Active-People) 

People in the top left-hand box are also active so they to initiate conversations; 
however, they are involving so they prefer to be with a group of people. They are 
likely to approach a group and instantly become the focus of attention. There will 
then be plenty of mutual nurturing as they talk about family, friends, appearance 
and other non-work-related matters. They are therefore using a Nurturing Parent-
Natural Child channel, switching from side-to-side depending on aspects such as 
organisational status, age, gender and contents of each conversation. In the usual 
work setting they will appreciate the leader who makes time to get to know them 
as a human being, and may resent one who focuses too abruptly on getting down 
to business. 

The leader who opts for this style may leave many staff feeling smothered and 
fussed over. The [Functional] Adult-[Functional] Adult group in particular may 
interpret the focus on personal matters as evidence of a lack of job knowledge and 
competence. Some will also view friendly questions about their personal life as an 
invasion of their privacy. 

Passive Involving (1994 - Passive-People) 

Coming now to the bottom left, we have the people who opt for a group but are 
passive. They therefore move towards a promising looking group but do not 
instantly join it. Instead, they hover on the edges and wait for someone to draw 
them in. They are happiest talking about non-work matters such as hobbies and 
spare time activities, although they may also talk about work projects as 
enthusiastically as if these are hobbies. They enjoy most a channel of Natural Child-
Natural Child, in which they and their listeners display excitement and enthusiasm 
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for the current topic. At work they prefer a leader who shows an active and 
enthusiastic interest in their various activities. They also respond well to a playful 
approach. 

The leader in this box may very enthusiastically initiate many new projects and may 
well enthuse people. However, they are likely to lose interest in the details, 
preferring to move on regularly to something else. Subordinates in the top left box 
may feel inclined to nurture them, whereas those in the right-hand boxes will find it 
difficult to accept what they regard as immature behaviour in a manager. 

Passive Withdrawing (1994 - Passive-Alone) 

Coming to the bottom right, here are the people who would prefer to be alone, and 
tend to be passive so they do not initiate contact. Given the chance, they will stay 
alone and work steadily on their own. If they are forced to attend some meeting or 
event, they will wait for someone to start talking to them. They prefer Controlling 
Parent-Adapted Child communications; tell them to do something and they will 
respond. At work, they expect a manager who takes charge and issues clear 
instructions. They react uncomfortably to any show of interest in their personal 
lives. 

These people are likely to become managers only in organisations where obedience 
to higher authority is rewarded, although elsewhere they might make supervisor 
level quite easily because of their conscientiousness. Their style of leadership will be 
parental and controlling. 

Leadership 

Note that no one leadership style will be appropriate in all situations and for all 
employees. The skilled leader has the ability to use each style, and knows when to 
do so. Although some staff will in fact respond reasonably well to almost any 
approach, the really effective managers know the importance of choosing their style 
carefully with most people. With some staff they will therefore talk about work only, 
with others they will ask after their family, with some they will show a genuine 
interest in their latest ‘adventures’, with the rest they will maintain somewhat 
formal manager-subordinate relationship. 

What else 

Later (Hay, 2001) I added a third dimension and named this acceleration-patience 
so that I could call my model AP3, or the assessing cube.  I will describe this more in 
Part 2 of this blog. 
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Blog 28: AP2, AP3 and Leadership - Part 2 

17th May 2018 

In Part 1 of this blog, I described how I began with the model of AP2 based on Taibi 
Kahler’s (1979a, 1979b) material and a workshop I had attended with him. By 2001 
(Hay, 2001) I had added a third dimension and begun to call the model AP3. 

Figure 27 shows this cube, which has the third dimension running from the top right-
hand corner at the back to the bottom left-hand corner at the front rather than 
being at right angles to the other dimensions.  This may seem unexpected but is 
necessary because it links with Kahler’s findings on the proportions of people with 
particular combinations of drivers, as I will explain below.  Within the cube, I also 
show the four boxes that are ‘created’ by the AP2 dimensions and these too will be 
explained below. 

 

AP3 – the Assessing Cube (reproduced with permission from Hay 2009 p. 191) 

Within this framework, I am able to show factors such as how we might use the 
appearance, behaviour and communication channel of an individual to analyse their 
likely interaction preferences, as well as providing suggestions about which strokes 
are most likely to motivate them, what their strengths and pitfalls are likely to be 
based on their probable drivers/working styles, and which leadership style is called 
for. 

As I begin to describe the AP3 model, I include here the caveats with which I 
normally introduce it.  This model is a simplification of material that has been 
developed in great depth by therapists.  It has been simplified so that it is easy to 
recall and apply; however that simplification inevitably means that it will be less 

https://oldsite.juliehay.org/uploads/1/2/2/9/12294841/edited/figure-1-ap3-the-assessing-cube-reproduced-with-permission-from-hay-2009-p-191.jpg
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accurate than a more complex model.  We cannot really fit people into such tidy 
boxes, although we may notice that when someone is very stressed they may 
(metaphorically) jump into such a box and it is then even more important that we 
respond effectively.  The framework presented here is designed to guide us in 
choosing our own behaviours at any time, so we will maximise our chances of getting 
on with people.  However, people are immensely interesting and varied individuals 
so use the framework tentatively. 

To understand the diagram, imagine a cube as shown in Figure 1, where the height 
contains a dimension of active-passive, the width contains a dimension of alone-
people, and the depth contains a skewed dimension of acceleration-patience.  The 
skewing of the third dimension is to reflect the fact that the model has been 
developed empirically and real human beings do not divide into convenient groups 
that would allow us to put the third dimension in at right angles to the others.  
Because we are attempting to show this information on paper in only two 
dimensions, you will see above that we use a ‘pop-out’ box to demonstrate the 
impact of the third dimension. 

The active-passive dimension refers to how we initiate contact, with people and 
goals – active means that we move towards people and initiate conversations and 
that we choose goals to work towards, whereas passive means that we are more 
likely to wait for people to move towards us and initiate conversation and we may 
acquire goals that seem to present themselves to us.  Note that the active-passive 
dimension has nothing to do with how physically energetic we may be; it is about 
whether we initiate or respond. 

The alone-people dimension is fairly straightforward – do we prefer to be alone or 
would we rather be with a group of people.  This applies to any circumstances but 
as we are considering leadership it has obvious relevance for how people behave at 
work.  Depending on how far along the scale we are, we may want to avoid contact, 
or to have contact with one or two people only, whereas if we are at the people end 
we will be much more comfortable functioning within a group, and may even wish 
to be the central figure in any group. 

Acceleration-patience was added by me to reflect the impact of the Hurry Up driver, 
(Kahler, 1975) in that some people prefer to do things quickly whilst others, 
especially those with Be Perfect driver, prefer to take the time to work slowly and 
carefully.  Kahler has pointed out that there is a tendency for Hurry Up driver to be 
associated with Try Hard more than with the other drivers and clearly those with Be 
Perfect appear to be at the other end of the scale.  This is why this particular 
dimension is drawn at an angle.  Although some people will have both Hurry Up and 
Be Perfect, these are difficult styles to combine whereas Try Hard and Hurry Up can 
fit together fairly easily.  We can also imagine that the Hurry Up style may overlap 
with Please People, as when someone rushes about pleasing many people, but it is 
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more difficult for someone to combine Be Strong and Hurry Up because the former 
leads them to appear calm whilst the latter involves an impression of haste. 

There are of course any number of ways in which driver combinations may exist in 
real people; as already emphasised, the AP3 framework is a simplification. 

Figure 2 provides a summary of what we can observe when we meet someone for 
the first time.  Such observations provide us with clues about the person; 
interpreted carefully it means that we can experiment with interacting with them in 
the way that seems most likely to meet their preferences.  Unless they are 
particularly script-bound at that moment, interacting with them in a way that they 
find comfortable will invite feelings of OKness and we will not need to speculate 
about whether we should respond instead to Internal Parent or Internal Child (Hay 
2009) rubberbands (Kupfer & Haimowitz 1971).  Figure 3 provides additional 
information about ways of responding to them that are most likely to be effective. 

 

 AP3 – the ABC of AP3 (reproduced with permission from Hay 2009 p. 192) 

https://oldsite.juliehay.org/uploads/1/2/2/9/12294841/edited/figure-2-ap3-the-abc-of-ap3-reproduced-with-permission-from-hay-2009-p192.jpg
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AP3 Preferences (reproduced with permission from Hay 2009 p. 193) 

Some comments about the separate box that refers to acceleration.  This box may 
overlap with any of the previous four styles and in that case you will observe the 
appearance/behaviour/channels that apply and can respond accordingly.  However, 
for those where the Hurry Up driver is most significant, what you will then see is 
that they arrive in a hurry, often late, rush about and talk very fast, and may even 
then rush away early because they are already late for their next appointment.  The 
Hurry Up sentence pattern is very easy to spot because it means speaking fast and 
interrupting others.  The advantages of this as a working style is that the person gets 
a lot done; they are also very good at meeting tight deadlines. 

For these, your leadership style will need to be concise – you will need to engage 
with them quickly and give them concise instructions because if you attempt to 
include too much information, they will have rushed off to start the task before you 
have finished briefing them.  It may not matter which channel of communication 

https://oldsite.juliehay.org/uploads/1/2/2/9/12294841/edited/figure-3-ap3-preferences-reproduced-with-permission-from-hay-2009-p193.jpg
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you use in this case provided you are quick.  In terms of strokes, because they get a 
lot done they will prefer their strokes to be about their productivity.  As with all of 
the drivers/working styles, we need to stroke the positive outcomes so that people 
feel OK and are then better able to stay in working style rather than driver. 

Flexible Leadership 

The comments above indicate that there are four (and a half) leadership styles to be 
used: consulting, caring, connecting, controlling and concise.  The implications of 
this are that leaders need to be more skilful than those they lead, and that 
organisations should avoid creating a culture where one style of leadership is 
favoured. 

It is our own development towards autonomy that enables us to extend our options.  
If we fail to do this, we will be restricted in the number of leadership styles that we 
can competently apply, with the obvious result that we are unlikely to interact 
successfully with some of those we are meant to be leading.  I often remind 
managers that they are not paid more because they are cleverer than others – they 
are paid more because they are meant to be more skilful than those they lead.  There 
are numerous TA concepts available to help us understand how we may be limiting 
ourselves and to make the appropriate developmental changes. 

We can also apply those TA concepts to organisations so that senior management 
can understand about the need for different leadership styles to coexist, and the 
importance of creating a corporate culture that values difference. 
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Blog 29: TA, Prejudice and Anti-Discriminatory Practice - Part 1 

24th May 2018 

This and the following three blogs cover the content of an article I wrote in 1993. 

Within the UK at present [i.e. when I wrote it in 1993] the accepted conventions 
appeared to be to use the words ‘white’ and ‘black’.  However, this is NOT 
acceptable around the world.  I have therefore used the somewhat cumbersome 
terms ‘Caucasian’ and ‘non-Caucasian’ (without initial capitals on purpose to show 
that they are simply labels).  Please let me know what terms would be acceptable in 
your country. 

It seems strange that an approach that is used worldwide should be seen in the UK 
as irregular or unsuitable for non-Caucasian ethnic groups.  This appears to be the 
situation with Transactional Analysis (TA) – widely applied in over 60 countries, with 
considerable activity in cultures as diverse as India, Singapore, Japan, China, South 
America, and Eastern Europe, it is still regarded in the UK as a typically “American” 
approach that has no relevance for non-Caucasian people. 

Yet TA is a humanist psychology, which means that it “stands for respect for the 
worth of persons, respect for differences of approach, open-mindedness as to 
acceptable methods, and interest in exploration of new aspects of human 
behaviour” (Articles of Association – American Association for Humanistic 
Psychology).  The basic building blocks of TA, the ego states as Berne defined them, 
are very much the result of what happens as an individual is growing up.  Their 
‘contents’, in terms of Parental precepts, Child experiences and Adult skills, are 
therefore culture and context specific.  Indeed, much TA facilitation is based on 
helping people to recognise that interpersonal difficulties arise because we carry 
different expectations due to different circumstances during our formative years. 

Conversely, where similarities are described, as in script patterns, they are based on 
recognised archetypes that appear in myths, legends and fairy stories around the 
world. 

So, if TA is based on cultural differences balanced by archetypes, with an underlying 
humanist philosophy of I’m OK – You’re OK, why does it seem to have so little 
relevance to non-Caucasian trainers in the UK?  A major reason could be the lack of 
TA material that includes examples drawn from non-Caucasian cultures within the 
West (there are plenty of books and articles available in India, for example, but these 
might still seem irrelevant to someone growing up in the UK).  Another notable gap 
is the dearth of attempts to relate TA to anti-discriminatory practice and equal 
opportunities. 

As a Caucasian trainer it is not easy for me to write an article with examples from 
non-Caucasian cultures.  I hope that this article will itself stimulate some non-



78    Julie Hay’s Ideas Blogs 

Caucasian readers to do so, or at least to provide me with examples I could 
incorporate. 

I will instead focus on how we might use some basic TA models to understand and 
tackle the dynamics of discrimination.  I am aware that any article on such a topic 
by a Caucasian trainer will be seen as presumptuous by some non-Caucasian people 
– but hope that most will recognise my good intentions.  I also hope this will start a 
dialogue so that we can share the potential TA contribution to anti-discriminatory 
practice more widely. 

Internal Ego States 

We can better understand much discriminatory or prejudicial behaviour if we use a 
framework of internal ego states.  Using the usual TA ego state diagram of 3 stacked 
circles but with dotted lines to indicate that these are internal and cannot actually 
be observed directly, we can explain how our past limits and stimulates our current 
behaviour. (see below) 

 

Internal Ego States 

Our Internal Parent is composed of recordings, or copies, of people we have known 
in the past.  There will be more recordings based on those we spent most time with 
(e.g. parents, caregivers, teachers) or those who made a big impression on us (e.g. 
a favourite sports coach, a particularly unpleasant neighbour).  As well as ‘filing’ 
away our impressions of their behaviour, we will also have stored what we observed 

https://oldsite.juliehay.org/uploads/1/2/2/9/12294841/internal-ego-states-1993_2_orig.jpg
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of their feelings and opinions.  In later life, we may well trot out exactly the same 
comments, same feelings and same behaviour – quite often remaining unaware that 
are doing so. 

Our Internal Child can be likened to the rings of a tree – all that happens to us is 
recorded there in terms of thicker or thinner rings, depending on the level of 
nourishment available.  There will also be knots, or internal scars, left by particularly 
traumatic events.  There will be an outer layer that is our new growth, our 
development in the here-and-now, and that will become yet another inner ring as 
time passes. 

Our Internal Adult is more like a processor, taking in data from the outside world, 
checking with our Internal Parent and Child, and selecting an appropriate course of 
action.  We may well behave like a parent or a child but that will be a conscious 
choice if our Internal Adult is functioning.  If it is temporarily out of commission, 
however, we may display inappropriate parental or childish behaviour. 

Prejudice 

This ego state model can be used to explain prejudice.  More importantly, it can also 
be helpful in identifying actions for eliminating such prejudice. 

Extract from: Hay, Julie (1993) TA and ADP – What can Transactional Analysis 
contribute to Anti-Discriminatory Practice?  INTAD Newsletter 2:1 4-8 

 

In Part 2 of this blog, I will give an example and some ideas about how internal ego 
states can help us deal with prejudice.  In Part 3 I will look at behavioural ego states 
and channels of communication, and finally in Part 4 I give some ideas about the 
game of PC – Politically Correct’. 
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Blog 30: TA, Prejudice and Anti-Discriminatory Practice - Part 2 

31st May 2018 

I ended my Part 1 blog on this topic with the comment that the internal ego state 
model can be a useful way to understand what is happening when people are 
displaying prejudiced behaviour. 

Here is a repeat of that diagram, about which I wrote as follows in my 1993 article. 

 

 

 Internal Ego States (repeat) 

Prejudice 

This ego state model can be used to explain prejudice.  More importantly, it can also 
be helpful in identifying actions for eliminating such prejudice. 

To illustrate this, I will take as an example a situation in which an Afro-Caribbean 
professional complained of prejudice in his Caucasian colleagues because they did 
not greet him on his arrival in the office each day.  The Caucasian colleagues were 
insistent that they behaved towards their colleague in the same way as they dealt 
with each other.  In this case, that was the problem – it transpired that the Afro-
Caribbean professional came from a culture in which it was customary for those 
already in a room to speak first to anyone entering later.  The Caucasian 
professionals, on the other hand, expected to initiate conversation as they entered 
a room. 

https://oldsite.juliehay.org/uploads/1/2/2/9/12294841/edited/internal-ego-states-1993_3.jpg
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This apparently insignificant difference in customary courtesies had been having a 
major impact on the relationship between non-Caucasian and Caucasian. 

If we consider the internal ego states, we realise that the non-Caucasian person had: 

• an Internal Parent containing copies of his parents, teachers and others who had 
taught him ‘good manners’, all saying that failure to speak as one entered a 
room was unacceptably rude 

• an Internal Child who had recordings of unpleasant feelings associated with 
those times he had ‘forgotten his manners’ when he was young 

and the Caucasian people had: 

• an Internal Parent with copies of parents, teachers and others teaching that it 
was polite to speak to others as you entered a room (or possibly that it didn’t 
really matter) 

• an Internal Child who felt uncomfortable when this rule was not followed 

Recognition of these different Parent and Child recordings needed all parties to use 
their Internal Adults.  In this way, they were able to discuss the cultural differences 
and agree how they might alter their behaviour patterns in future. 

A further refinement concerned the realisation that there were wider issues 
involved here.  Adopting a ‘when in Rome’ attitude and expecting the non-Caucasian 
person to change would be a subtle but powerful way of imposing Caucasian cultural 
norms.  Encouraging the non-Caucasian person to stay with his cultural pattern was 
likely to lead to future friction when he came into contact with other Caucasian 
people who would not be aware of the cultural differences. 

Having brought the issue into open discussion, the non-Caucasian person ceased to 
see it as a deliberate attempt to be unfriendly and decided to start initiating the 
conversations himself.  At the same time, now his Caucasian colleagues realised the 
significance of their behaviour they made a point of changing their own behaviour 
sometimes as well. 

This situation was, fortunately, resolved before things got too bad.  However, the 
same dynamic applies to far more serious instances of prejudice. 

Someone bought up in an atmosphere of bigotry will have some very powerful, and 
frightening, copies of grown-ups demonstrating racist behaviour.  Linked 
inextricably to these recordings will be equally strong memories of pain and scare in 
Internal Child that were created when the rules of the grown-ups were inadvertently 
transgressed. 

A normal child, brought into contact with someone of a different race, is likely to be 
naturally curious and friendly.  If this openness results in anger and punishment, 
they will acquire a significant knot in the rings of their Internal Child. 
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They are then likely to ‘rubberband’ to this when they meet people of different races 
in the future.  At the same time, this old recording is likely to trigger a replay of the 
recording of the person who punished them, who has been copied into Internal 
Parent. 

This dynamic may be established for a Caucasian child with parents who believe in 
Caucasian supremacy or are frightened that immigration will result in job losses.  It 
may also occur for a non-Caucasian child whose parents believe that Caucasian 
moral values are non-existent, or who are afraid that socialising will lead to loss of 
cultural identity.  The same process applies equally when Protestants condemn 
Catholics of the same race, or Muslims denigrate Sikhs. 

Extract from: Hay, Julie (1993) TA and ADP – What can Transactional Analysis 
contribute to Anti-Discriminatory Practice?  INTAD Newsletter 2:1 4-8 

 

In Part 1 of this blog I set the scene in my article and now in Part 2 I have reproduced 
for you what I wrote about prejudice and internal ego states. In Part 3 I will look at 
behavioural ego states and channels of communication, and finally in Part 4 I give 
some ideas about the game of PC – Politically Correct’. 
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Blog 31: TA, Prejudice and Anti-Discriminatory Practice - Part 3 

7th June 2018 

In Part 1 of this blog I set the scene in my article (Hay, 1993) and in Part 2 reproduced 
for you what I wrote about prejudice and internal ego states. Now I reproduce the 
part of the article that was about behavioural ego states and channels of 
communication. 

I begin with an updated version of the diagram I presented in 1993 – the only change 
is that nowadays I refer to Functional Adult to bypass the confusion in terms of 
behaving like a computer versus being in the here and now. 

 

Behavioural ego states (Hay, 1992, p.62) 

ADP as Prejudice 

To deal with such prejudice, we need to take into account: 

• the absence of Internal Adult reality-testing: people need information, but they 
also need to be helped to think for themselves.  It is not easy to do this if you 
have been punished for it when you were young.  It is also difficult to recognise 
cultural differences if you lack knowledge – a case of not knowing what you 
don’t know! 

• the strong feelings of pain and scare in Internal Child: we need reassurance and 
support.  Assertive confrontation is not always the most effective approach 
because it frightens people even more, causing them to rubberband more 
deeply. 

• the powerful messages that replay in Internal Parent: for this, confrontation 
may be appropriate provided it is done in a way that reassures us that there is a 
more potent ‘parent’ around who can be used to replace our existing recordings. 

https://oldsite.juliehay.org/uploads/1/2/2/9/12294841/personal-styles-behavioural-ego-states_orig.png
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An alternative version of the ego state model is used to analyse behaviour, as shown 
above.  Each of us has 5 options: 

• a Controlling Parent, which is firm but may also be autocratic and bossy 

• a Nurturing Parent, which is caring but when overdone becomes smothering 

• an Adult, which shows as rational, problem solving behaviour but appears cold 
and inhuman if used too much 

• an Adapted Child, which is polite and fits in but may be too submissive or 
overcompensate with rebellion 

• a Natural Child, which displays genuine emotions but may seem to be immature 
if overdone 

This framework allows us to consider what happens when people interact.   The 
channels of communication that have the best chance of success are: matching 
Parent states, matching Child states, Adult to Adult, or Parent to Child.  Adult and 
Child do not connect; neither do Parent and Adult.  The Parent-Child interaction is 
also limited: Controlling Parent complements Adapted Child while Nurturing Parent 
connects with Natural Child (assuming in all cases that the positive aspects of the 
ego states are being exhibited). 

Taking the earlier example of who speaks first, we can see that a problem arose 
because the Adapted child behaviour patterns were out of line.  Normally Adapted 
child ego states connect because they exhibit identical, culturally acceptable ways 
of behaving.  A useful alternative in this case would have been Natural Child as this 
would have conveyed genuine friendliness.  However, many cultures incorporate 
taboos on grown-ups being that open until they have satisfied the expectations of 
society by conducting specific greeting rituals. 

This mismatch of cultural expectations is repeated many times a day whenever 
people from different backgrounds meet.  There are minor differences even 
between families of the same racial background, and major ones if we have grown 
up in a different environment. 

We also vary in what we regard as acceptable degrees of behaviour.  A common 
stereotype is for men using Controlling Parent to be seen as firm whilst women 
doing the same are accused of being aggressive.  In the UK we have only to think of 
the jokes about female traffic wardens to illustrate this.  Similarly, men using 
Nurturing Parent may be labelled as weak and women using Adult behaviour as 
unfeeling. 

The interactions between people also reflect this stereotyping.  Men may be 
expected to take charge in Controlling Parent while women obey in Adapted Child.  
Women may be expected to look after people in Nurturing Parent while men 
respond as small boys in Natural Child.  Caucasian people may assume they will be 
the Controlling Parent ego state when dealing with non-Caucasian people, who they 
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believe to be less developed.  This opinion may be the result of childhood events, 
may be due to ignorance, or may be generated as a response to an accent or a mode 
of dress. 

These dynamics have existed for many years as part of the British class system.  
Hearing English spoken in a different way to our own may lead us to mistakenly 
assume lack of intelligence.  If someone is less fluent than us we may unconsciously 
think of them as a child still learning to talk.  Clothing from another culture may 
similarly be misinterpreted as a sign that the person is not grown-up enough to dress 
like we do. 

Non-Caucasian people may become so frustrated at being talked down to that they 
over-compensate and use far too much Controlling Parent.  Alternatively, they may 
opt for the rebellious version of Adapted Child and feel compelled to be disobedient.  
(Note: this is not the same as making a rational decision, using Internal Adult, to 
engage in civil disobedience as a way of bringing about change – Rebellious Child 
has a compulsive quality.) 

Awareness of the five ego states available to us can be used to extend our options.  
In each interaction we have a positive alternative from each of the five channels.  
Practice will enable us to extend our range, so we can readily select the most 
appropriate behaviour pattern on each occasion.  In this way, we can actively 
dismantle our automatic and discriminatory responses. 

Extract from: Hay, Julie (1993) TA and ADP – What can Transactional Analysis 
contribute to Anti-Discriminatory Practice?  INTAD Newsletter 2:1 4-8 

Up to now in this series of blogs, I have a reproduced what I wrote in 1993 about 
how TA was often perceived as irrelevant for people who were not Caucasian 
Westerners; how we could use the internal ego states model to understand how 
prejudice occurs, and how we can use the behavioural ego states model to 
understand even more about what happens. In the 4th and final blog on this topic, 
I will finish the series by describing how anti-discriminatory practice can seem to be 
a psychological game. 
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Blog 32: TA, Prejudice and Anti-Discriminatory Practice - Part 4 

14th June 2018 

In this blog I will reproduce for you the last section of my article in 1993. In the 
previous 3 blogs, I have included what I wrote then about how TA was often 
perceived as irrelevant for people who were not Caucasian Westerners; how we 
could use the internal ego states model to understand how prejudice occurs, and 
how we can use the behavioural ego states model to understand even more about 
what happens. In the 4th and final blog on this topic, I am going to describe how 
anti-discriminatory practice can seem to be a psychological game. 

ADP as Prejudice 

Sometimes the action taken under the auspices of anti-discriminatory practice 
seems to become a form of prejudice in its own right.  This occurs when 
confrontation is used in a way that seems to create two new classes of people – the 
‘politically correct’ and the ‘unwitting discriminators’. 

The TA concept of psychological games helps us understand this dynamic.  A 
psychological game is a repetitive sequence of behaviours that leads to a predictable 
negative outcome for those involved, and that is played outside the awareness of 
those involved, who believe they are having a normal social interaction. 

Within a game, the participants take roles as Persecutor, Rescuer or Victim.  The 
negative payoff is preceded by a switch in these roles.  For example, a would-be 
Rescuer is suddenly ‘persecuted’ by the very person they were trying to help, or the 
Rescuer loses patience and switches to Persecutor themselves. 

The moves in the game of ‘Politically Correct’ (PC) are as follows: 

A – makes a big show of working to combat discrimination – sets self-up as a Rescuer 
(note: this is not the same as dealing effectively with oppression – PC players 
do not have a positive impact) 

B – is sure they do not discriminate, yet lacks awareness and therefore behaves in a 
way that appears discriminatory – sets self-up as a Victim by not admitting 
ignorance and requesting advice 

A – then persecutes B for discriminatory behaviour – instead of constructively 
working with B to overcome their lack of awareness 

An added twist to this game can occur if B switches again; in which case: 

B – switches from Victim to Persecutor and attacks A for being so dogmatic and 
persecutory 

A – moves to Victim and bewails the fact that no-one takes discrimination seriously 
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An alternative game around discrimination is ‘Let’s you and them fight.’  This often 
takes place on training programmes, as follows: 

A – the trainer overhears a course participant saying something discriminatory 
about a group of which their co-trainer is a member 

Under the guise of Rescuer, A goes to the co-trainer and reports what they have 
heard, with the expectation that the co-trainer will tackle the participant 

B – takes on role of Persecutor and goes off to ‘fight’ with the participant C – the 
participant, now feeling like a Victim, opts instead to switch to Persecutor too 
and insists the comment was justified (or denies it and attacks B for listening to 
gossip from A) 

B – may hang on to being Persecutor for a while before switching to Victim 

C+B – can continue swapping Persecutor and Victim roles for some time 

A – meanwhile, watches the fight, may remain as Rescuer and sympathise with B if 
C comes out as top Persecutor - or may join B as a Persecutor in denigrating 
course members if B has managed to force C into the Victim role 

Using game analysis allows us to separate these repetitive, unhelpful sequences 
from genuine attempts to combat discrimination. Real anti-discrimination practice 
relates to a clear objective and it is possible to see how the ‘offender’ is being 
expected to change.  Game manoeuvres, on the other hand, have their focus on 
feelings of one-up or one-down and do not lead to constructive results.  Indeed, a 
game is more likely to reinforce the unwanted behaviour as people become 
mutinous or despairing. 

Extract from: Hay, Julie (1993) TA and ADP – What can Transactional Analysis 
contribute to Anti-Discriminatory Practice?  INTAD Newsletter 2:1 4-8 

This is the end of what I wrote in 1993. I wrote then, and still hope, that my aim was 
to start a dialogue so that we can share the potential TA contributions to anti-
discriminatory practice.  So let me know what you think, especially about your own 
day-to-day experiences. 
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Blog 33: Motivation Location 

21st June 2018 

In 1995 I combined transactional analysis (TA) with neurolinguistic programming 
(NLP) in an article which I had headed ‘Motivation Location’ but which appeared 
with the heading of ‘How NLP locations work’ (Hay, 1995). 

I began by pointing out that I had recently completed my TA training and taken my 
“final, final exams” – little did I know that having obtained my TSTA Organisational I 
would keep going over the next 20 years also to get even more TA qualifications.  I 
also wrote that I was “half-way through” and NLP Master Practitioner course – again 
not realising at the time that I would continue to become a Licensed NLP Trainer.  
What I was concentrating on was how the NLP was giving me lots of ideas for 
integrating the two approaches. 

I was writing the article because I had worked out a way to combine the NLP 
technique for changing beliefs through changing their location with the TA concepts 
of strokes and life positions. I explained in the article that “stroke is TA shorthand 
for units of recognition, meaning the ways in which other humans let us know they 
recognise our existence.  Life positions are our windows on the world, through which 
we sometimes distort our view of what is actually going on.” (p.30). 

Belief Locations 

Within NLP there is a pre-supposition (among others) that we have specific locations 
in which we store our beliefs.  If we think about what we believe, we can become 
aware of imaginary physical positions for different beliefs.  (Try it - it really does 
work, much to my initial surprise.)  Our location filing system is quite specific, so that 
we generally have separate locations for beliefs that we hold strongly, beliefs that 
we are not sure about, and beliefs relating to things other people believe but which 
we disbelieve. 

If we want to change a belief, we can do so by changing the location for it.  This can 
be very useful for dealing with those beliefs we all have that are out of line with 
current reality.  These include what TA would label injunctions and attributions - 
qualities and characteristics that we accept as our own only because the grown-ups 
somehow convinced us when we were little.  Examples would be a belief that we 
are clumsy or stupid, that we will always fail (at work, at maths, at relationships . . . 
.), or that we are destined to follow in the footsteps of a particular relative (“You’ll 
come to a sticky end just like XYZ.”) 

The belief changing process works as follows: 
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1. identify the location of the belief you want to change.  This will be Belief A.   
(note:  this assumes that you have first checked the benefits as well as the 
drawbacks of this belief and have made sure that changing the belief is 
ecologically sound for you - i.e.  that changing it will not lead to unforeseen 
problems.  If it still does, you can of course reverse the process and put the belief 
back!) 

2. identify the location of a doubt that you have - something you believe may or 
may not be true.  This is Belief B. 

3. identify the new belief that you would like to have in place of A.  Label this Belief 
C. 

4. move beliefs around as follows: 

a. shift A to the location for B. 

b. shift C also to the location for B for a moment and then move it on to the 
location for A and allow it to stabilise. 

You may need to add more detail as part of stabilising the new belief.  If so, check 
the modalities (how you imagine seeing it, hearing it, feeling it) of the unwanted 
belief and apply these to the new belief.  Match modalities in terms of aspects such 
as brightness, colour, tone, volume, internal and external sensations, and any other 
ways that you recognise are significant within your personal filing system. 

Stroke Locations 

We all need strokes to survive and develop.  The orphans in Romania are tragic 
examples of what happens if strokes are not available in childhood; solitary 
confinement is known to have a similar traumatic effect on the way people function.  
Positive, growth encouraging strokes are best but we will settle for negative strokes 
if that is all we can get - any attention is better than being constantly ignored.  Small 
children learn early that negative strokes are often easier to stimulate than 
positives; grown-ups notice as soon as you are naughty but not always when you are 
good. 

Our stroke pattern is an analysis of the ways in which we tend to give and receive 
strokes.  If we identify the five or six people we have most contact with at work, for 
instance, we can then consider what types of strokes we exchange with them, how 
often, what about, how intense, and so on.  We can prepare patterns also for our 
social and family situations. 

When we do this, we become aware that there are strokes that we accept and 
strokes that we reject.  It’s as if we let some strokes in but keep others out.  We may 
even tell the person that we are rejecting the stroke, as when we say someone else 
deserves the credit or the blame, or that we were just doing our job.  We will of 
course still remember the strokes that were offered.  It is as if we have a separate 
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place outside ourselves where we can keep the strokes without feeling the impact 
within us. 

Using the idea of locations, we can now identify where we store our strokes.   We 
probably have different places for positives and negatives, for strokes about 
appearance versus strokes about performance, for strokes we ‘earn’ and those given 
to us unconditionally.  We can explore our own patterns in terms of the territory it 
occupies for us.  Having explored, we can decide to accept positive strokes that we 
previously rejected and to reject negative strokes that we previously accepted even 
though they were not justified. 

To accept more positive strokes: 

1. identify the location of the strokes you have been rejecting in the past and in 
future want to accept.  This will be A. 

2. identify a location for strokes you receive that you have doubts about -  strokes 
that you believe may or may not be true.  This is B. 

3. identify where you have been putting the positive strokes that you now want to 
accept.  Label this C. 

4. move strokes around as follows: 

a. shift A to the location for B. 

b. shift C also to the location for B for a moment and then move it on to the 
location for A and allow it to stabilise. 

Again, you may need to add more detail to stabilise the new sensation of being 
stroked.  Check and adjust the modalities as you imagine receiving and accepting 
the desired strokes. 

Then continue to enjoy the sensation as real people give you the same strokes in 
future.  Repeat the process for strokes that you give out if you want to have even 
more of a positive impact on your interactions with other people. 
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Blog 34: Animal Magic 

28th June 2018 

In 1995 I attended a TA conference in India and whilst I was there, I ran some 
workshops in Bangalore, Delhi, Bombay, Madras, Pune and Cochin (as they were 
then called), across groups as varied as the CEO’s from a group of engineering 
companies, the Federal Bank, the National Institute of Personnel Management, 
Kerala Management Association, Pune Rotary Club, a residential home for 
schizophrenics, and 80 counsellors who wanted to know more about NLP. 

During one of those workshops, I asked the participant managers to explore the 
impact of change on their companies by having them imagine their organisation 
were an animal.  They described the characteristics of the animal they choose and 
thought about what strengths it had that would be relevant.  They also discussed 
the potential weaknesses.    As I wrote afterwards (Hay, 1995a, 1995b): 

This activity was a lot of fun and enlightening at the same time. 

One organisation was an elephant - elephants often have to be poked with a stick 
and shouted at to get them moving.  They then move very slowly but are powerful 
and difficult to stop.  They have no predators to fear and perform a very useful 
function for society.  Unfortunately they cannot see what is going at their own rear.  
Occasionally some turn into rogue elephants. 

Another company was described as being like a horse.  Horses like to run but may 
gallop around at random unless they have a competent rider.  They also baulk at 
jumping obstacles unless the rider knows how to maintain direction.  They may go 
too fast for comfort or even throw their rider off.  This group of managers had an 
interesting exchange of opinions about who the rider of their particular horse was. 

Another example was the snake.  This organisation had the benefits of moving 
stealthily and having a very effective sting.  It could also shed its skin and appear 
different.  However, its very stealth was a potential problem as it could be stepped 
on (by the elephant?) or driven over without anyone being aware it was there in the 
grass.  Also, its reputation made people wary of it when it was noticed, so that it had 
few friends. 

Later, I extended that when I wrote a competence development workbook on 
strategic thinking and leadership (unpublished): 

Choose a metaphor, such as pretending that your organization is an animal, a book, 
a movie, etc.  Then write the scenario that will result from that – for example, if your 
organization were to be a giraffe (or a group of giraffes), you might imagine a 
scenario in which: 
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• your employees are all operating at a higher level than those in other 
organizations 

• your organization’s high vantage point means that it excels at seeing a way 
across or around obstacles 

• you can easily spot when you are being threatened and you can move away from 
such threats 

• you are able to utilize resources that are too highly placed (difficult to access, or 
highly priced?) for most other organizations to use 

• your organizational image is one of sleek appearance, with graceful movements 

• you can cover a lot of ground quite quickly 

BUT 

• you rely on movement rather than facing an enemy, so if you encounter 
competitors who are like tigers it will be risky to try and confront them - so you 
may need to adjust your organization to incorporate or co-operate with tigers 
who will protect you from other tigers 

• you may miss important signals at levels of operating that are below your field 
of vision – so again you may need to incorporate or co-operate with others who 
will take care of these aspects 

You might also produce different scenarios for different trends, and for different 
levels of impact. For example, if you think that a political change will affect your 
organization, write an account of life within the organization after that change has 
occurred.  Then write an amended version that assumes the change is less severe, 
and another version that assumes it is even more severe than you imagined. 

Produce yet more versions of the scenario, incorporating other trends as well.  For 
instance, a scenario that assumes the political change, plus the need to introduce 
some form of new technology, together with social changes that alter the 
demographics of your workforce. 

When you have produced several scenarios, consider the following: 

• which is most likely to happen in reality? 

• do you want this to happen – and if so, how can you plan to make it happen? 

• what is the worst case scenario – and are you prepared? 

• what else in any of the scenarios should you prepare contingency plans for? 

• who do you need to communicate with about the future? 

• when should you repeat the scenario writing activity to ensure you keep up-to-
date with trends? 
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Blog 35: VETS 

5th July 2018 

In Blog 34 I wrote of how I had been running workshops in India. One of the 
techniques I had used to enable managers to review their corporate cultures was 
VETS - Values Elicitation Triangles.  I had learned this at a session run by Douglas 
Pride at the November 1994 ANLP Conference.  Nowadays I can see a few references 
to VETS on the Internet although I have not managed to find any references back to 
Douglas Pride – so let me know if you find anything. 

The reason I put this out as part of my series of blogs about TA ideas is because I 
think it links in with racket feelings (Berne, 1966; English, 1971, 1972). Named by 
Berne after protection rackets run by gangsters, I explain in Hay (2009) that these 
are “a form of manipulative behaviour that is designed to force others to do what 
we want  . . . that threaten severe discomfort to others if they fail to modify their 
behaviour to suit us. For example, we may make it clear that we will sulk if not given 
first choice about where to go for a holiday, or we may establish a reputation for 
angry scenes if the work is not completed exactly as we require.” (p.154). 

Hence, although the VETS technique may help us to recognise our positive values, 
we may then realise that we will engage in various unhelpful behaviours in order to 
try and force everyone else to act in line with our core values instead of allowing 
them to make their own choices. 

In Hay (1995a, 1995b) I described how I used this technique with a group of 
managers, as follows: 

1. Individually make a list of 6 or 7 values that are important to you in the 
organisational context. 

2. Select the 3 most significant and put them onto the points of a triangle. 

3. Consider what links each pair of corners of this triangle.  Write these responses 
half-way along the lines and join all three to form a smaller triangle. 

4. Repeat step 3 until you run out of ideas, start repeating yourself, end up with 
the same value on more than one side. . . 

Conclusion of step 4 means you have identified your core values.  An example from 
a participant resulted in the fairly short sequence shown in the figure. 

The managers then formed groups to compare their core values and consider the 
impact of them on each other and on the organisational culture.  In one company 
they were middle managers and were fascinated to realise that they had a high 
degree of shared values with each other but unfortunately not with the corporate 
values as stated in the mission statement.  We then went on to consider what 
options they had about this! 
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A simplified example of a completed values elicitation triangle (Hay, 1995b, p.6) 
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Blog 36: Positioning Practice 

12th July 2018 

In Blogs 19 and 20 I wrote about developmental alliance, a term I had introduced in 
1992 (Hay, 1992) and used three years later in the sub-title of a book about 
mentoring (Hay, 1995), when I also provided a diagram that contrasted aspects of 
whether the intervention was led by the needs of the person or the organisation, 
and whether it took place over a short or longer term. 

I am currently writing a second edition of the 1995 book, in which I am extending 
the original focus on transformational mentoring to apply also to developmental 
coaching – in line with my emphasis on development versus cure, and health versus 
pathology. 

The following is an extract of what I expect to publish later this year, based on the 
following diagram of how we might compare and position different practices. 

 

Positioning Practice 

I am considering different approaches on two axes: whether the individual’s frame 
of reference takes precedence or the organisational or cultural norms are more 
important; and whether the overall contract is about creating resources for the 
individual or helping them to deal with problems. 

This provides four ‘boxes’ although obviously an individual and/or a practitioner 
may spread across them in their own unique ways. If that happens, I would urge the 
practitioner to ensure that their contracting with the client, otherwise known as the 
coachee or mentee, is clear about what is being offered and expected. I take it for 
granted that any practitioner, whether volunteer or professional, would not be 
offering something outside their own area of competence, and they would take into 

https://oldsite.juliehay.org/uploads/1/2/2/9/12294841/positioning-practice_orig.png


Julie Hay’s Ideas Blogs     97 

consideration the potential problems that might arise from particular combinations 
of dual relationships (such as psychotherapist and mentor, or manager and coach). 

In terms of the four options, I see the following distinctions. 

Developmental coach/mentoring - by this I mean a mentor or coach who is working 
with an individual to help them work out what they want to do in the future. Even 
though this may be a three or multi-party contract that includes an organisation and 
perhaps a line manager, I would expect that the coach/mentor has a contract which 
makes it clear that they are helping to develop the individual rather than 
encouraging them to fit whatever the future needs of the organisation might be. 
Sensible managers have no problem with such a contract because they realise that 
their organisation will be better off if an unhappy or unchallenged employee leaves 
to fulfil their potential elsewhere rather than staying to do work for which they have 
no enthusiasm and is likely therefore to be done to a standard that is only just good 
enough. 

I contrast this with traditional coach/mentoring, where the expectation is that the 
coach/mentor has appropriate expertise and is engaged in passing on that expertise 
to the individual. For coaching, this normally means that there are particular 
activities that are the subject of the coaching; for mentoring it tends to be more 
about producing a clone of the mentor so that the mentee will function in ways that 
fit the organisational norms. This may well be justified from the point of view of the 
organisation expecting employees to provide the work they are being paid to do.  
However, it may also result in a lack of innovation when those being coached or 
mentored opt to stay with whatever their coach/mentor regards as appropriate 
behaviour. 

I regard both developmental and traditional coach/mentoring as being about 
creating resources within the coach/mentee. I do not refer to these as ‘new’ 
resources because they may already have them, such as when competencies used 
in different circumstances turn out to be highly useful within an organisation (for 
instance, running a home and family, or a volunteer association, may mean that the 
individual has considerable planning and organising skills that they have just not 
thought about using at work). 

I contrast creating resources with dealing with problems. This may be a somewhat 
arbitrary separation because we will of course need to develop new or identify 
existing resources if we are going to deal with problems. However, what I am looking 
at here is the primary focus that is regarded as the reason for approaching the 
professional in the first place. Hence, someone engaging with the coach/mentor will 
be expecting that the outcomes will be about them being able to do things that they 
have not done before, whereas an approach to a psychotherapist or psychiatrist will 
usually be prompted by the fact that the individual’s problems are getting in the way 
of them living their life, or building relationships, or keeping a job, and so on. 
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Having approached a professional for psychotherapy or psychiatry, I see that what 
is offered in psychotherapy tends to be about helping the person develop their own 
identity, through various processes of prompting them to get in touch with the 
psychodynamics that are leading to the problem thoughts, feelings or behaviours. 
As a transactional analyst and neuro-linguistic programmer, I will tend to do that 
through helping them understand how they developed their childhood survival 
strategies and are still running these even though they are no longer appropriate, 
although I do recognise that there are other psychotherapeutic approaches that will 
be just as effective. 

In terms of psychiatry, I also realise that many psychiatrists will also be providing 
forms of psychotherapy. However, if I consider the role in a more literal way, the 
role of a psychiatrist is to diagnose how people are functioning outside the norms 
of society and then to provide them with medication that will bring them back into 
balance. Again, I am aware that many psychiatrists will go beyond this but I also keep 
in mind that the American Psychiatric Association (2013) publish the Diagnostic and 
Statistical Manual of Mental Disorders which works on the basis of categorising 
individuals by how many indicators there are of them not being ‘normal’.  The 
contents of this change from time to time in line with cultural norms and the 
expectations of psychiatrists – many years ago it included a mental diagnosis of 
slaves who thought that they should be free. 

Any feedback on what I have written here is welcomed – especially before the 
second edition of the book goes to print! 
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Blog 37: Stages of a Developmental Alliance 

19th July 2018 

In my last blog I wrote that I am now producing a second edition of my 1995 book 
about transformational mentoring, and extending it to apply to developmental 
coaching. I have therefore been looking back at the various ways I have classified 
the stages of mentoring and coaching. 

For mentoring (Hay, 1995), I previously played with starting each stage with the 
letter A so that I had the stages I listed in Blog 19: alliance, assessment, analysis, 
alternatives, action, autonomy, and appraisal. For coaching (Hay, 2007) I used the 
letter S and had: starting off, setting up, stocktaking, strategising, and saying 
goodbye, together with an overarching element of supervision and an underpinning 
element of self-awareness. 

I have now combined these, and realise that I can find more words that start with 
the letter A so in the new book the stages for either will (probably – unless I have 
some more ideas before then) be: 

• Anticipation – how do the mentor or coach, and mentee or coachee, perceive 
the nature of what they are going to be engaging in and what information do 
they already have about each other and the nature of the process? 

• Alliance – how do they create the relationship between them, how do they 
establish rapport with each other, how do they start getting to know each other 
and what they will be doing together? 

• Agreement – I am referring here to the need to establish a clear contract, that 
will include the procedural or administrative level (times of meeting, fees, etc), 
the professional level in terms of what the practitioner is providing and what 
that requires of the client, and, most importantly, addressing the psychological 
level that might otherwise lead to unwitting sabotage of the process (e.g. client 
expecting the practitioner to be solving problems for them). 

• Assessment – a kind of stocktaking – what is the client’s situation, what are their 
strengths and weaknesses, are there any stakeholders whose perceptions, 
requirements, opinions, etc, should appropriately be taken into account (e.g. 
employers, family)? 

• Analysis – what patterns are there now that the assessment has been 
completed, what typically happens to the client, how do they typically interact 
with others and/or with their work, are there typical patterns of how things go 
well and how things go wrong? 

• Alternatives – what options does the client have, encouraging the client to stay 
as open-minded as possible and consider as wide a range of options as possible 
– they can reject any that are truly unworkable at the next stage. 
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• Appraisal – now the client can consider the various alternatives with a view to 
choosing the best options – what are the pros and cons of each, how might they 
overcome any deficiencies or pitfalls, might they need to acquire additional skills 
or resources? 

• Action planning – mapping out what they are going to need to do to implement 
their chosen option(s), producing a detailed action plan that will include taking 
into account the likely reactions of others as well as the more obvious activity 
planning. 

• Application – the stage during which the client will implement their action plan 
– during which time they may or may not be staying in contact with their mentor 
or coach.  There may of course be a need to revisit some of the earlier stages if 
it becomes evident that aspects have been overlooked. 

• Achievement – a stage of celebration of what the client has achieved or 
accomplished. 

• Adieu, Adios, Au revoir - saying goodbye – perhaps temporarily if there might 
be more to come in the future. 

Running alongside all of the above stages should be: 

• Auditing – by which I mean continual self-reflection and regular professional 
super-vision.  I use the hyphen to indicate that the aim of super-vision is for the 
supervisee to be facilitated so that they can create their own super-vision, or 
meta-perspective, of their own professional practice. I emphasise this because 
‘supervision’ is often taken to mean that the supervisor is like a manager who is 
making sure that the practitioner is doing what they should be doing. This is not 
possible unless the supervisor is there watching what happens between the 
practitioner and the client, which would of course completely change the 
dynamic. 
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Blog 38: Script and Autonomy Matrices 

26th July 2018 

In Hay (1995) I included the following diagram of a script matrix, emphasising that 
whenever we draw the matrix it is a good idea to include the aspiration arrow.  It is 
also important that we show it extending above the height of the caregivers, to 
signal that we can grow beyond any limitations they may have had. 

 

Script Matrix 

I also wrote that we choose our scripts, explaining that: 

“ …  this script matrix has dotted lines from the caregivers, and that these do not 
reach the individual.  This is to reinforce the notion that our script messages are our 
interpretations and were generally picked up at the ulterior, or psychological, level.  
Whatever the caregiver did or said, they did not insert the messages into us - we 
interpreted and we decided. 

We made up our own minds about the script messages.  We can therefore change 
our minds.  This is the decisional nature of TA.  Physis is our own natural urge to 
grow and develop and to do so we can change old decisions and make new ones. 

The reason we fail to make new decisions sometimes is that we are in trance-
ference (transference) and countertrance-ference (countertransference).  We have 
hypnotised ourselves when we were young and now we continue to put ourselves 

https://oldsite.juliehay.org/uploads/1/2/2/9/12294841/db-figure-4-01b_orig.png
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into trance so that we regress and repeat old patterns.  In trance-ference we 
hallucinate that we and other people in the present are really in the past.  In counter-
transference they do the same to us.” 

By the 2nd edition of the same book (Hay, 2012) I had also introduced the autonomy 
matrix, as shown below.  Putting the parents/caregivers below the child gives a very 
different impression – now they are holding the child up supportively rather than 
pushing the child down. Also, thanks to a comment made by Trudi Newton, I have 
added the aspiration arrows for the caregivers as well. 

 

Autonomy Matrix 
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Blog 39: Levels of Contracting 

2nd August 2018 

In Blogs 21 and 22 I wrote about multi-party contracting.  In this blog I am writing 
about the different levels at which we might think about contracting (Hay, 1995, 
2012), and how we might link these in to the well-known 3Ps (Crossman, 1966: 
Steiner, 1968). 

Contracting is a basic principle in TA - if no contract has been established we are not 
truly applying TA.  Contracts may or may not be written down.  A verbal contract is 
still a contract.  The main point is that we discuss and agree why we are interacting 
when we plan to use TA to help someone grow. 

I first introduced the following ideas in the first edition of my book entitled Donkey 
Bridges for Developmental TA; below is how I have developed the ideas a bit further 
for the second edition of that book which came out in 2012. 

P6 Levels 

Contracts operate at different levels - all levels need to be clear to avoid unwitting 
sabotage. 

• Procedural - administrative details, such as when shall we meet, where, how 
often, who keeps notes, what are the payment routines, cancellation 
procedures? 

• Professional - what am I offering as professional analyst, trainer, consultant, 
mentor, coach etc., what does the client need, how competent am I to meet 
those needs, how much will they be paying for my services, what is the client 
prepared to do to contribute to their own development? 

• Purpose - why are we coming together, what do you and what does the client 
want to achieve, how will we know when it has been attained? 

• Personal - how will we relate to each other, how friendly or remote will we be, 
what is an appropriate interaction style e.g. nurturing, challenging, problem-
solving? 

• Psychological - what might occur outside our awareness, how might either of us 
sabotage the process? 

• Physis - how does the purpose fit with the client’s overall growth and 
development, is it ecologically sound for them, how does the work fit with my 
own urge to develop my potential as helping professional? 

  



104    Julie Hay’s Ideas Blogs 

The Eyes in the Corners 

 

The Eyes in the Corner 

A key point of Fanita English’s (1975) article on the three cornered contract was that 
people fantasise about what the other parties have agreed between them. To 
demonstrate this, I draw eyeballs in each corner to emphasise that each stakeholder 
should have knowledge of the contracts between others (this may not include the 
content of what then gets done). 

Protection, Permission and Potency 

We can link the contract levels to: 

Protection 
- procedural - clarity rather than misunderstandings 

- professional - only what I am competent to offer 

Permission 
- purpose - you can achieve it 

- personal - we can interact like this 

Potency 
- psychological - is brought to the surface and kept clean 

- physis - will provide the impetus for growth 

 

https://oldsite.juliehay.org/uploads/1/2/2/9/12294841/edited/the-eyes-in-the-corner.png
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Potency, Permission & Protection 
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Blog 40: M&Ms 

9th August 2018 

Having been reviewing the original edition of Donkey Bridges (Hay, 1995) for ideas 
that first appeared then, I realised that I had written about M&Ms previously but 
only briefly within an article about ‘donkey bridges’ (Hay, 1993). 

As far as I can see, the first time it appeared in more detail in a publication was the 
1995 version, with the same wording appearing in the 2nd edition of that book (Hay, 
2012). 

 

 

 

M&Ms were suggested by me as an alternative to the ubiquitous SMART, often 
presented as standing for specific, measurable, achievable, realistic, time-based, 
seemed to me to include duplication - how is specific different to measurable, and 
how is achievable different to realistic? 

As an alternative, I stayed with the idea of the small sweets but shifted them from 
Smarties to M&Ms on the basis also that M&Ms can be lined up with ego states. As 
with Smarties, it is possible to buy small bags of M&Ms that can be given to 
participants – if you do this, avoid the ones with peanuts in case any of your 
participants have a nut allergy, and have a supply of some other sweets just in case 
any of your participants do not eat chocolate. 

What I wrote to explain the connection with action planning and ego states was: 

• Measurable - if we do not state the objective in a way that can be measured, 
we never get the satisfaction of knowing we have achieved it.  ‘Give more 
strokes’ is too vague; ’Give 3 positive strokes a week to Mohammed’ allows our 
Parent to check that we are doing our homework - and to reward us. 
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• Manageable - there is often a temptation after a training course to attempt to 
change ourselves totally.  Instead, we need to tackle manageable amounts.  Our 
Adult can work out what is realistic.  Giving 50 more strokes a week would be a 
strain for most people; it is better to aim for 5 and achieve it than 50 and fail. 

• Motivational - if our Child is not invested in the action plan, we are unlikely to 
achieve it.  We therefore need to check WIFM - what’s in it for me?  If we hardly 
ever see Mohammed, perhaps a better working relationship will not seem that 
significant to us.  However, if Mohammed is our manager an improvement in 
our stroking pattern may be very beneficial. 

I also explained that the M&Ms manufacturers also make plastic dolls, hats and 
other merchandise with the letter M on the front.  These can often be found for 
purchase at airports. They make a fun ‘prop’ for training courses.  I have used the 
baseball caps to wear a series of three as I explain what each letter M stands for.  
Alternatively, a set of three of the small figures can be used. The manufacturers also 
make larger figures with a movable arm; as you pump the arm up and down the 
other hand gives out small quantities of the sweets. This can be great fun as 
participants line up to get their reward for having written their action plan using the 
M&M guidelines – I often add to the fun by insisting that another participant must 
have checked out their action plan and confirmed that it really is worded to fit 
MMM. 
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Blog 41: Script Release Stories 

16th August 2018 

In Hay (1995, 2012) I wrote about how there were stories in the early TA literature 
that were metaphors intended to help people shift out of script. My descriptions of 
the stories are below. I followed them with a story that I had invented when I 
realised that the ‘monkey story’ will appeal to someone who processes 
kinaesthetically, the ‘parrot story’ would work for someone who processes through 
the auditory representational system, and there was nothing directly targeted at 
anyone who processes visually. Obviously, all of us can hear the various stories and 
imagine using visual, auditory and kinaesthetic channels but it seemed to me that it 
would be good if we had a story that was written to prompt visual processing. 

Eric Berne’s (1968) version refers to a monkey.  

There is a young boy (or girl, or child) whose 
parents tie a monkey onto his chest when he is 
very small.  They do this to be helpful - indeed 
most of their friends do the same thing for their 
children.  It restricts the boy’s movement so there 
are some things he cannot do.  However, he trusts 
his parents so he learns to work around the 
restrictions or to fit in with them -and the monkey 
keeps him safe and stops him doing things that his 
parents believe are dangerous. 

However, when he grows up he begins to notice that some people seem to have no 
monkey.  They can do whatever they like.  So he thinks he will see about getting the 
monkey removed. 

He goes to a doctor, who looks carefully at the knots in the string holding the 
monkey in place.  The doctor then says that the knots are very complicated and will 
take many months to unravel.  The man decides that sounds too expensive and 
decides not to bother. 

Time goes by and the man gets more and more uncomfortable about the restrictions 
imposed by having the monkey.  So he goes to another doctor. 

This doctor examines the knots very thoroughly.  The doctor then says that the knots 
are very complicated, and have been there a long time.  They may even take years 
to unravel.  Again, the man decides not to bother, although this time he feels 
disappointed. 

More time goes by.  Eventually, the man goes to yet another doctor.  This one takes 
out a large pair of scissors and cuts the string.  The monkey bounds free. 
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Brian Allen (1971) provides a similar story, except that instead of a monkey there is 
a parrot. 

Suzy (or Shipra, or Sophie) was a small girl who had 
an older brother Simon (or Servaas, or Suliman).  
Suzy’s parents were busy so they told Simon to take 
care of her.  Simon was still quite young himself so 
this was a big responsibility.  So he listened 
carefully to what their parents said to Suzy about 
how she should behave.  He then taught the parrot 
to say the same things, such as “Don’t answer 
back”, “Look after other people” and “Be a good 
girl” 

Simon then put the parrot onto Suzy’s head.  Now he could play and read and do 
whatever he wanted to do without having to pay attention to Suzy all the time.  The 
parrot did it for him. 

When Suzy grew up, she still had the parrot on her head telling her what to do and 
what not to do.  This interfered quite a lot with her life.  The parrot often objected 
to her making friends or being confident or enjoying herself.  Suzy often felt 
miserable when she followed the parrot’s instructions. 

One day, Suzy went to a doctor and asked for help.  The doctor told her it would 
take many years to cure her and gave her some pills.  Suzy felt even more depressed. 

Eventually, Suzy went to another doctor for help.  This time, the doctor said all Suzy 
needed to do was get rid of the parrot.  Suzy was doubtful about this because she 
was used to having the parrot there.  She thought also that the parrot’s claws were 
tangled into her hair and it would be painful to pull them out. 

However, this doctor smiled and said Suzy just needed a little help.  Then the doctor 
reached out, grabbed the parrot and threw it out the window.  It squawked once 
and flew away for ever. 

Berne’s story has a kinaesthetic base - the monkey metaphor invites the listener to 
connect the story to the way they feel.  Allen’s story relates directly to our auditory 
channels, as we recognise the voices in our heads that we replay from the past. 

A visual version might be to have the grown-ups keep the child in a special protective 
bubble.  This bubble is intended to ensure that the child does not have to face 
unpleasant facts of life.  Although done originally to keep the child safe, the bubble 
means that vision is interfered with.  Sometimes the bubble will make things look 
nicer than they are but most of the time it will distort the view. 
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In this story, the first doctor would want a lot of 
time to work out how to remove the bubble.  They 
will need to look at it from many different angles, 
and to understand the potential consequences of 
removing it.  The second doctor would know that 
the bubble can be burst without any ill effects.  
The person will then be able to see reality clearly, 
good and bad. 

Note that for a story to represent the casting aside of script messages, we need 
something that does not belong.  The monkey, parrot and bubble are obviously not 
naturally attached to people.  If the visual story were based on special spectacles, or 
even a hood, it would not be as effective because people do really wear these. 

It is also important to word the stories so that the grown-ups are providing these 
imaginary objects to be helpful and protective.  However unskilled and misguided 
parents are, they do the best they can.  We can help people feel free of the 
limitations without any need to blame someone for what happened in the past. 
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Blog 42: Games – Velcro-Covered Cartwheels 

23rd August 2018 

 In Hay (1995) I introduced the idea of using Velcro to illustrate games. My thinking 
was that we engage in games because we have the relevant ‘hooks’ that will connect 
with the ‘hooks’ of whoever is our game-playing partner at the time. Rather than 
wonder about the differences between what Berne (1972) called the con and the 
gimmick, I prefer to think of it as being like what happens when we close two sides 
of Velcro together – the ‘hooks’ connect to each other very tightly and it is difficult 
to pull them apart. The way in which they suddenly come apart, with an interesting 
sound effect, also seems to me to be a useful metaphor for what happens as the 
players take their payoffs from the game. 

Also in 1995, I drew a cartwheel to illustrate the ongoing nature of games. This was 
based on an article by Jenni Hine (1990) in which she described how the end of the 
game often tended to be the beginning of the next game – when asking a couple 
how their game had started, each one blamed the other for something that had 
happened previously, until they had more or less arrived back at their honeymoon. 

This prompted me to use the metaphor of imagining that each of us is a cartwheel, 
and we are rolling around until we come into contact with another cartwheel. On 
the surface of each cartwheel are various hooks depending on the particular games 
we have learned to play as we were growing up. These hooks can be thought of as 
different colours of Velcro (to make this metaphor work, please ignore the fact that 

you know that all Velcro is formed in the same way regardless of the colour      ) 

If we come into contact with a cartwheel that has no hooks that correspond to our 
own, we will not engage in game playing with that person. We are unconsciously 
seeking those who have the matching hooks, especially when we are desperately in 
need of strokes and are unknowingly going to settle for negatives because they are 
easier to generate than positive strokes. 

This metaphor can also be useful when someone decides that they will stop playing 
games. Having identified again that they now realise they have been playing, it is 
still not easy to simply stop. This is because the other person – the other cartwheel 
– has become accustomed to the fact that we have the right hooks, or Velcro, so 
there will be an automatic connection whenever our cartwheels come close enough 
to each other. 

Metaphorically, when we decide to stop playing a game, it is not enough to do the 
equivalent of fixing Sellotape over the Velcro.  That will work for anyone that we are 
meeting for the first time because they will not then recognise that we have those 
hooks. However, for someone who already knows us, they expect the hooks to be 
there. When the connection does not happen, they will escalate the game. What 
this means metaphorically is that they will move back slightly and then roll their 
cartwheel even more forcefully towards us – and the extra momentum will probably 
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mean that they burst through our Sellotape and connect with our hooks - in other 
words, we may play an even harder version of the game.  This is why we may need 
to avoid our familiar game-playing partners for a while when we decide to stop 
playing a game. We need enough time for us to remove our Velcro so that we will 
be presenting a ‘clean’ area of cartwheel. 

 

 

A Cartwheel with Velcro (Hay, 2012, p.52) 
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Blog 43: Names of Games 

29th August 2018 

 Following on from my last blog about games reminded me that several years ago I 
renamed some games to get away from the negative connotations that would not 
have been recognised in Eric Berne’s time. 

It seemed to me that we should not be referring to names such as Rapo, Now I’ve 
Got You, you Son of a Bitch, and Wooden Leg - for reasons that are obvious now. 

Hence, I suggested that we changed them as follows: 

Rapo became Rebuff (Hay, 1993), which still captures the same essence of appearing 
to offer something and then reacting negatively when someone begins to take what 
they think has been offered – but without restricting this to sexual activities and 
without any implied suggestion that rape victims somehow ‘invite’ what happens to 
them. 

Rebuff can be illustrated with examples such as Person A within an organisation who 
points out that someone could avoid paying an external printer if they use the 
printing machine in Person A’s office – but then when Person B arrives to do that 
Person A complains that they are much too busy printing their own work. The 
domestic example might be that someone offers to babysit any time but then gets 
angry when they are asked to do so and says they are much too busy and would 
have needed far more warning. 

NIGYSOB (using the initials only as if it is a word does not change the fact that it 
involves referring to someone as a bitch) became Gotcha (Hay, 1993) – the same 
dynamic is suggested without the politically incorrect insult. 

Wooden Leg became Millstone (Hay, 1995), using the metaphor of ‘having a 
millstone around my neck’ and hence avoiding reference to a real physical disability. 

Before the changes above, I had already renamed Argentina as Can You Guess – or 
CYG - (Hay, 1992) because I found that people struggled with the name as the theme 
was not clear. The new name captures the same dynamic, whereby the teacher asks 
the class for an answer and then keeps telling them they have the wrong answer 
before triumphantly announcing the correct answer. In Berne’s case he used 
pampas grass as the correct answer to what is Argentina famous for, and trainers 
often do something similar when they think they are getting participant involvement 
but they already have in mind what answer they want.  They fail to realise that it is 
obvious to the students – especially when the teacher then uncovers something 
they have already written on the board or shows their pre-prepared PowerPoint or 
otherwise uses something that they prepared earlier. 
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How long will it go on? 

As I write this blog, I am shocked to realise that it is now over 20 years since I 
suggested that we should pay attention to the language we use within the TA 
community – and yet still many authors continue to use the original terms. It is 
difficult enough to have to explain to people that the early TA literature was written 
in line with the culture at the time, when awareness of discriminatory language was 
not developed. It is not helpful when we continue to use the same outdated 
terminology. I am sure that if Berne had lived longer, he would have been changing 
his own material, and I invite you to help me by using the new names in your own 
TA work. 

And let me know if you think there are any other game names that need the same 
kind of attention. 
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Blog 44: Autonomy 

6th September 2018 

 By way of introduction, if you would like to see what Eric Berne and other early TA 
authors wrote about autonomy, I have provided a summary (Hay, 2017) as a free 
download – it is at juliehay.org and go to the Free Downloads section. 

Generally autonomy is described as having three elements, which Berne referred to 
as awareness, spontaneity and intimacy, although he described the third element in 
terms of the first two. 

In Hay (1995) I changed some of the words so that they all began with the same 
letter (to make them easier to remember – but feel free to change them back if you 
prefer – misery is optional).  I added another element, so that I had awareness, 
alternatives (instead of spontaneity), attachment (instead of intimacy) and 
authenticity. 

Since then I have added a fifth element – accountability (Hay, 2014). I described 
these as: 

• Awareness – being in the here-and-now, knowing who we and others really are; 

• Alternatives – having several options for how we might behave, being able to 
choose what to do; 

• Authenticity – knowing that we can be our real self and still be okay, not having 
to wear a mask; 

• Attachment – being able to connect and bond with other people; 

• Accountability – accepting responsibility for our own behaviour, recognising 
that we act based on our own decisions (and that we can change previous 
decisions) 

In 1995 I also suggested some reminders to help us maintain autonomy as we 
interact with others: 

1. look for the silver lining in others, assume they have good 
intentions and stay curious to find out what these are even 
when they are behaving negatively; 

2. remember the platinum role – do unto others as they 
would be done by (not as you would be done by); 

3. offer a golden bridge – an easy way to come towards you 
and create a relationship, or a face-saving route if they 
need to change their minds or behave differently 

 

 

 

 

 

 

https://juliehay.org/free-downloads-articles/
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These three valuable keys to autonomy are all easier to achieve if we do as the 
American Indians suggest – walk in the other person’s moccasins for a while. If we 
put ourselves in their shoes and do our best to share their frame of reference, we 
will be better able to connect with them. 
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Blog 45: Dispelling the Myths about TA Qualifications 

13th September 2018 

Over 20 years ago (Hay, 1996) I wrote an article about how there were some 
unfortunate myths about how the process operated for getting TA qualifications. 
My focus then was on the ways that trainees were misinformed about the 
requirements for anything other than psychotherapy (then known as clinical TA).  I 
am re-publishing some of that as a blog now because the same myths are still 
circulating, and I am now aware of them operating internationally too. What I wrote 
then was that: 

I regularly talk to clinical trainees who have realised that they do not want to 
become therapists.  Often, they had not realised that there are other options 
available to them - namely the organisational, educational and counselling fields of 
application of TA.  Several of them have switched over to a non-clinical field that 
better matches their interests and experience. 

At the ITA [ITA has since become UKATA – UK Association for TA] Annual Conference 
this year I was disturbed to hear several myths about such training in the non-clinical 
fields of TA.  I am concerned that these distortions may be preventing people from 
identifying their options.  The most worrying of these were comments, from several 
sources, to the effect that: 

• you can't do organisational TA training until you have completed 3 years clinical 
training 

• you have to have many hours therapy if you want to train in educational TA 

NEITHER OF THESE COMMENTS ARE TRUE 

The accurate facts are that: 

Organisational, educational, counselling and clinical [psychotherapy] TA training are 
all based on the same requirements - as detailed in the EATA Training Manual - 
currently [i.e. in 1996 – and I show changes in 2018]: 

• 600 hours of advanced training, of which 250 must be TA-specific and from a 
TSTA or PTSTA [in 2018 this has become 600 hours of professional training, of 
which 300 must be in TA] 

• 150 hours supervision, of which 75 must be with a TSTA or PTSTA and 40 must 
be with the sponsor [2018 – still the same] 

• 1500 hours application in your professional field, of which 750 hours must have 
been with main responsibility and 500 must have been using TA over a period 
of at least 1.5 years [now says only that you need 750 hours of client contact, of 
which 500 must be in TA] 
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• [and added by 2018 - 500 additional professional development hours (to be 
designated by the Principal Supervisor in accordance with national 
requirements)] 

There are additional requirements that apply within the UK [and in some other 
countries] for clinical [psychotherapy] training only - so that candidates who wish to 
be psychotherapists will also meet UKCP (United Kingdom Council for 
Psychotherapy) requirements [or the equivalent in other countries]. 

There are currently no equivalent extra requirements for the non-clinical 
applications of TA [although there are nowadays for other fields in some countries].  
It is up to you to decide what additional specialist qualifications you will need in 
order to be accepted as a competent professional in your chosen field.  There are 
plenty of people who can give you suggestions and advice about this if you need it. 

ALL fields require trainees to have as much therapy as they need to deal with any 
issues that might prevent them from performing competently as transactional 
analysts. 

Becoming a CTA in a non-clinical field takes about the same length of time as it does 
to become a therapist - about 4-5 years depending on your own levels of experience 
and ability. 

The procedures for written and oral examinations are identical for all fields of 
application [procedures are the same; questions are different; assessment criteria 
are different]. 

When I wrote the above in 1996, I added that I owned my obvious vested interest 
in presenting the information because I was currently the only specifically 
Organisational TSTA in the UK. I was expecting to be joined soon by Trudi Newton 
and Susannah Temple as Educational PTSTAs and some time later by another 
Organisational PTSTA, Anita Mountain. 

My own training programme had been running since 1986.  It consisted of a series 
of self-contained modules that cover a range of TA concepts each year.  I wrote then 
that you could join at any time; and that training and supervision of your non-clinical 
work that you have already received from clinical trainers can be counted towards 
your total hours requirement.  You can devise your own programme, combining a 
mix of some of my modules, some from clinical trainers who are nearer your home, 
and some at conferences. 

This all still applies and now I offer international webinars that provide the 
equivalent hours and learning for those who cannot get to workshops. 
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I am also now TSTA Psychotherapy as well as Educational and Organisational – and 
expect soon to take my CTA Counselling exam (which I could not reach recently due 
to the terrible floods in India). So, if you need any advice about any of the fields of 
application of TA, feel free to arrange to chat online with me by going to 
http://bit.ly/JHBOOKME and booking a convenient slot. 
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Blog 46: The Power of Curiosity 

20th September 2018 

During 1998 I was busy running workshops about dealing with difficult people, 
including sometimes at Wembley Conference centre where I was able to make a 
recording that is still available for sale at Sherwood Publishing 
[www.sherwoodpublishing.com]. A key point that I made was the importance of 
curiosity – and of believing that everyone you meet is bringing you a message. Below 
is what I wrote then (Hay, 1998). 

Dealing with Difficult People is the sort of headline that always attracts.  There can 
be few of us who have never felt the need, whether the difficult person is a colleague 
or a customer, a client of our services or our manager, or even a friend or family 
member. 

Much training is provided in various approaches to interpersonal skills but somehow 
the problem seems to remain. Recent developments, including some interesting 
results from research into how the brain works, have generated some new 
techniques. 

A useful belief to have if you want to get on better with people is that everyone you 
meet brings you a message.  This is a variation on the belief that the universe acts in 
purposeful ways, even if these may seem random to mortals!  Whether the belief is 
true or not, acting as if it is will definitely improve your relationships.  This is because 
our brains work on a self-fulfilling prophecy basis. 

We have all had the experience of being in a bad mood, and then feeling sure that 
our next interaction will result in an argument.  And then it does - because we 
unwittingly emitted body language signals that indicated we expected trouble.  The 
other person then felt threatened or annoyed so they in turn became irritated and 
responded accordingly. 

This process can be sidelined if we cultivate a heightened sense of curiosity.  Instead 
of becoming impatient or annoyed with another person, we can concentrate on 
finding out why the universe has sent them to us.  To do this, we have to ask 
questions.  As we ask these questions, the other person feels flattered that we are 
so interested in them.  They therefore respond in a positive manner and we find 
ourselves realising that they are quite a reasonable person after all. 

Another benefit is that we often realise that their comments are actually quite 
useful.  Instead of dismissing them, we listen properly and can hear the parts that 
are relevant to us.  We can improve this process still further if we learn the skills of 
paraphrasing.  If we genuinely paraphrase rather than ‘parrot-phrasing’, we 
generate several advantages, including: 
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• we ensure that we truly understand their point - and in doing so will often realise 
it is more valid than we expected 

• we give them the opportunity to explain in more detail if we have not grasped 
the whole picture 

• they feel flattered and reassured that we are so genuinely interested in hearing 
what they have to say 

• they will more readily listen to us once they feel they have been properly heard. 
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Blog 47: Script as Metaphor - Part 1 

27th September 2018 

In 2002 I was busy combining ideas from NLP with TA and wrote about how we might 
think of our scripts as metaphors. The following are some extracts from an article I 
had published then (Hay, 2002). 

• A project manager announces to anyone who will listen that “Time is money.” 

• A trainer tells participants “I know no-one enjoys it but don’t be too nervous 
about us videotaping the role-play.” 

• A co-ordinator of a mentoring scheme for refugees states that “Mentors don’t 
need cultural awareness training because the aim is to have the refugees adopt 
the norms of this country now.” 

What do these three have in common?  They each have within them an implicit 
assumption that the speaker’s map of the world is the one that matters – they 
discourage the listener from even thinking about the underlying pre-suppositions 
within the statements.  They have an hypnotic effect – the project manager is likely 
to find that people focus totally on time, probably at the expense of quality; the 
trainer finds that at least one participant in each group will become so nervous that 
they actually refuse to do the role-play at all; and the co-ordinator runs a scheme 
where the mentees’ distress at being refugees is compounded by culturally 
insensitive mentors. 

We can get a better understanding of how the statements create the impact they 
do by considering them as metaphors and paradigms.  A dictionary (Times, 2000) 
search for these labels gives us: 

• Metaphor – figure of speech in which a word or phrase is applied to an object 
or action that it does not literally denote in order to imply a resemblance – with 
the root being ‘transfer’ 

• Paradigm – a pattern or model; a typical or stereotypical example – with the 
root being ‘compare’. 

Our maps have more meaning than we may realise 

In a metaphor, we substitute one thing for another, with all the connotations that 
brings. Metaphors add richness to our maps, enabling us to convey a lot of meaning 
in a few words.  At the same time, our metaphors are representations of paradigms, 
in which exist some powerful but implicit boundaries.  Again, the paradigm enables 
us to convey these boundaries in a few words.  Put the two together and we create 
a map of the world that has much implicit meaning within it and clearly implied 
boundaries around it.  
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Taking our three examples: 

• Time is money – so be careful how we spend it; we need to budget time 
carefully; the faster we work, the more profit we make; don’t waste it by 
spending time with people who will not contribute; we must keep an account of 
what gets spent and why …….. and we can view everything within this 
framework so we neglect aspects such as taking time to build in quality; to 
ensure optimal health and safety procedures; to build relationships with 
colleagues, customers, suppliers, etc.  Maybe we feel that we’re living on 
borrowed time! 

• Nervousness and videotaping – telling someone not to do something causes 
them to think about and often to do it – as in “Don’t think about blue rabbits” – 
so the trainer mixes nervousness and videotaping together in a way that makes 
it hard for participants to separate them again  …….. and then sets a boundary 
that encompasses all participants by saying that no-one enjoys it.  Only the 
rebels will now feel able to enjoy being videotaped without getting nervous! 

• Cultural awareness and norms of the country – not needing cultural awareness 
training implies: that mentors already know all they could possibly need to 
know; that the cultural norms of the refugees are unimportant and irrelevant; 
that refugees can somehow acquire new cultural norms without mentors 
needing to be trained to help them with this ........  and sets a boundary against 
any possibilities that the existing cultural norms might be enhanced by the 
addition of norms brought by the refugees or that mentors might also learn from 
their mentees. 

Everyday Maps 

We operate on numerous everyday metaphors and paradigms, generally without 
realising we are doing so because so many of them are shared. 

Prompted by Molden (1996), we can identify several other models of time in 
addition to money: 

• a possession – I haven’t got enough time; We have all the time in the world. 

• a commodity – There’s never enough time. 

• an opponent or ally – Time is against us; Time is on our side. 

• a person – Time waits for no-one; Time is passing. 

Molden suggests that we could instead think of time as an investment, so that we 
focus on: planning how best to invest time; evaluating our gains from our use of 
time; building an investment portfolio comprising activities such as learning and 
developing, building relationships, enjoying life. 
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O’Connor (1998) provides examples related to leadership that conjure up some 
amusing imagery if you consider them literally: larger than life, on a pedestal, ahead 
of the field, hands-on, having the common touch, out of touch.  Many organisations 
have ways of talking about different maps as if they equate to wars, with people 
using phrases such as: winning and losing, shooting down other’s arguments, 
attacking the weak points, being right on target, gathering ammunition.  And how 
often have you been accused of moving the goal posts; throwing out the baby with 
the bath water; expecting to have your cake and eat it?  Or had the advantages of 
being a high-flyer or star performer; operating on a level playing field; getting all the 
ducks in a row? 

Identity Maps 

We often use metaphors to define ourselves; again these contain implicit 
limitations.  At the professional level, we may consider ourself to be: 

• a leader, follower or bystander – and maybe find it hard to switch roles when 
appropriate; 

• a  professional – such as an accountant, an engineer, a salesperson – which carry 
with them rules and responsibilities for how we perform our duties; 

• a particular type of person – caring, quick-thinking, principled – and maybe we 
struggle when events conspire against us so that we are taken advantage of, get 
impatient, have to compromise. 

In Part 2 of this blog I will relate these ideas to life scripts (Berne, 1972; Steiner, 
1974), to the six process scripts (Kahler, 1979), and to my 5E model. 
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Blog 48: Script as Metaphor - Part 2 

4th October 2018 

In Part 1 of this blog, I showed how I had been combining NLP with TA (Hay, 2002) 
and wrote about why it is important to realise that our metaphors may carry more 
meaning than we intend. I also wrote about everyday maps and identity maps.  
Below is another extract from the 2002 article, where I link these ideas to script and 
present my 5E model for checking metaphors. 

Berne (1972) and Steiner (1974) went further and suggested the notion of life 
scripts.  Berne refers to our use of fairy stories - people unwittingly become 
characters such as Little Red Riding Hood, Robin Hood, Prince Charming or 
Cinderella.  We may instead become one of the other players in such stories, 
especially if we have decided not to be too important.  Having heard the story that 
seems to fit our experiences of the world at a young age (before seven), we decide 
to be that character and then grow up with no conscious awareness of our decision. 

‘Cinderella’ may well work hard for many years while her (or his – these are unisex) 
manager (wicked stepmother) and colleagues (ugly sisters) take all the credit – until 
one day a mentor (fairy godmother) ensures that Cinders gets to present at the 
annual conference (ball) and the senior manager (Prince) finally recognises just how 
good Cinders is and promotes her/him (marries and takes to castle).  Or Robin Hood 
may adopt a role as official or unofficial staff representative (outlaw) and spend time 
arguing (fighting) with a manager (Sheriff of Nottingham) on behalf of the workforce 
(peasants), both overtly through open attacks and covertly by awarding perks that 
are outside the rules - until one day the Chief Executive (King Richard) makes a visit 
and sees what has been happening and demotes the manager and promotes Robin. 

The modern version of this life script process may well be that children choose TV 
programmes or films instead of fairy stories.  Perhaps we will now have people who 
live like characters from Star Trek, no longer boldly going but leading through 
involvement, or being totally empathic, or operating very rationally and without 
emotions – the programme offers many choices. 

Berne also referred to Campbell (1973) who had identified that there are only a 
limited number of themes to fairy stories around the world, and that these also fit 
Greek myths.  Kahler (1979) developed this to identify some characteristic ways of 
behaving that encapsulate the lifetime themes within single interactions.  Thus, we 
may unwittingly reinforce patterns that comprise: 

• Always – like Arachne weaving her web, we may be condemned to doing the 
same thing all the time – You’ve made your bed, now lie in it!  So our sentence 
patterns, and lives, tend to be monotonous. 
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• After – like Damocles, whenever we are having a good time, we are conscious 
that there is a sword handing over us – You’ll pay for this in the morning!  So we 
add caveats onto the end of apparently positive comments, and expect to be 
criticised after any compliments. 

• Until – like Hercules, you must complete all your labours before you can enjoy 
yourself – but somehow by the time you’ve done the work, it’s too late to have 
fun.  So we pack a lot of detail into our sentences, and into our work, so it all 
takes a long time. 

• Never – like Tantalus, what you want is just out of your reach – so we get excited 
about what we’re saying or doing; we try hard but then consistently fail to finish. 

• Almost – like Sisyphus rolling the stone up the hill, over and over – we keep 
almost getting there, almost saying what we mean – but constantly go back to 
start again, or decide there is now another hill to climb without taking the time 
to savour our achievements. 

• Open Ended – like Baucis and Philemon, we seem to stand for eternity after 
having done our duty – so we work hard and then retire and wonder what to do 
now. 

Monitoring our Maps 

Whether we are functioning as managers, facilitators, mentors, coaches, trainers, 
etc, it is important that we become aware of our own metaphors and paradigms so 
that we do not impose these unwittingly on others.  It can also be useful to check 
out a few of our maps – we may well find some common themes. 

The following are some suggestions for the aspects to check once we recognise that 
we are operating within a metaphor or paradigm: 

• What does the map embody – what is the main thrust of the content; what 
responses does it generate within the body; if it is a story, what happens; what 
is it about; are there specific steps or stages within it; what might it prompt 
someone to do? 

• What does it encompass – how far does this particular map extend; does it apply 
only to a specific event, to a person or role, to a period of time; might it define 
your whole life or that of the organisation; what are the limits or boundaries; 
where does the metaphor break down; is there a better alternative map? 

• What does it entail – is there a sting in the tail; does it have elements that you 
would prefer were not there; what might happen because of it that would be 
unhelpful; how ecologically sound is it; what might you be overlooking when 
you focus on the main theme; do you need to change the map? 
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• How might, or should, it be enriched – how much is it locked into your own 
cultural or other set of paradigms; how could you make it richer by being open 
to other people’s maps of the world; how could you extend it by weaving in 
metaphors and paradigms from other cultures? 

• How does, or could, it, empower – what ‘power’ does the map provide; what 
positive developmental elements does it contain; what is the impact on you or 
others of operating within the map; how might you change it so that it becomes 
more empowering? 
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Blog 49: Stroking People to Success 

11th October 2018 

In Blog 15 I wrote about Solution Stroking (Hay, 1992) and in Blog 24 about 
organisational stroking patterns (Hay, 1993, 1996).  Below is what I wrote more 
generally about strokes for a publication called Nurturing Potential (Hay, 2003).  And 
of course there is a lot more about stroking in my books (Hay, 2009a, 2009b). 

Probably the most widely known theory about expressing appreciation and 
motivating others is the concept of stroking.  This idea was developed during the 
sixties by Dr Eric Berne and the term is now used throughout the world. 

A stroke is a ‘unit of recognition’, or an interaction between people.  It is anything 
we do that demonstrates in some way to another person that we recognize their 
existence.  This may be something as simple as glancing at someone or as intense as 
hugging them - with talking to them coming somewhere in between in terms of 
intensity of the stroking.  Strokes may also be positive or negative. 

Dr Berne pointed out that strokes are a biological necessity.  Human beings 
experience great difficulty in living without them.  Babies do not develop properly if 
they are not given strokes, as has unfortunately been demonstrated in recent years 
in orphanages where children have been neglected.  People kept in solitary 
confinement also experience high levels of stress due to the lack of human contact 
- this is probably why we use this as a punishment. 

Only a few of us can manage to become hermits.  Most of us need human contact - 
and some of us need a great deal of it.  We still do not know for certain whether this 
is due to nature or nurture.  However, we do know that individuals vary in their need 
for strokes.  The more we can match the individual need in a positive way, the better 
the person will be able to function. 

Positive and Negative Strokes 

In order to stroke people effectively, it helps if we understand the different types of 
strokes that we can give.  The most significant distinction is whether the stroke is a 
positive or negative one.  Please note that this is not the same as saying that the 
stroke is something that sounds nice or something that sounds unpleasant. 

A positive stroke may be a compliment but it can be many other things too, such as:  
a routine greeting (this would be a low intensity stroke); asking a question to find 
out about the other person or their views; sharing something about yourself with 
them; or inviting them to join you for coffee. 

A positive stroke is, in fact, any form of interaction that invites the recipient to feel 
OK about themself and about others.  A negative stroke is an interaction that invites 
the recipient to believe that someone is not OK - this may be them, another person, 
or both. 
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These definitions are important.  They mean that constructive criticism is a positive 
stroke.  We are not saying, therefore, that you should never criticize someone.  
Obviously, this may well be necessary if their performance is not satisfactory.  
However, there is no need to give destructive criticism.  Instead, your remarks can 
be phrased in a way that concentrates on what they need to do to perform better.  
This format of constructive criticism lets the person know that you believe they are 
competent and that they can improve.  You might like to think about how you feel 
when someone gives you feedback in this way, compared to how you feel when they 
make purely negative comments about what is wrong with what you have done. 

The positive and negative definitions also mean that praising someone by comparing 
them to someone else will generally be a negative stroke.  This is because that kind 
of comment usually invites the recipient to feel that they are somehow better than 
the other person. This is psychologically unhealthy for them.  So, comments like “You 
do that so much better than your colleagues can ever hope to do.” or “I wish that 
Kevin were as good at this as you obviously are.” are only likely to lead to arrogance 
on the part of the person you are stroking.  This type of stroke may also create bad 
feelings within their team, especially if it gets repeated to the people who are being 
described as less effective. 

Conditional or Unconditional Strokes 

Another classification for strokes is whether they are conditional or unconditional.  
Conditional strokes are interactions that occur on condition that someone has done 
something.  Unconditional strokes are given without any conditions. 

Conditional strokes, therefore, tend to be those strokes which are about things that 
the person has some control over.  Examples of this are performance, the way they 
are dressed, whether they are late to work, comments about specific behaviours, 
and so on.  The key here is that the person is only given the stroke if they have 
actually done something to deserve it.  Conditional strokes may be positive or 
negative. 

Unconditional strokes, on the other hand, are given for something over which the 
person has no control or simply because the person exists.  Unconditional strokes 
are much more powerful than conditional strokes as they are about the person.  
Some people will find that unconditional strokes are a bit too powerful - they may 
prefer not to feel quite so close to someone.  You may notice that they only seem 
comfortable when they are accepting conditional strokes. 

Unconditional strokes include examples such as telling someone you enjoy working 
with them, commenting on aspects of their appearance that they cannot change 
(like the colour of their eyes or their height), asking them questions about 
themselves as human beings. 
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Stroking Patterns 

Because strokes are such an essential part of life, we all establish patterns of 
interactions so that we can be sure that we will get enough recognition.  What 
happens is that we tend to establish relationships with a fairly limited number of 
people who tend to provide the types of strokes that we are used to.  We will, of 
course, have contact sometimes with other people but it is quite likely that the 
strokes they give us are rather like a bonus on top of our regular diet. 

We may have several patterns in different areas of our lives.  Most of us, for 
example, will have a stroking pattern established at work that is based on the 
colleagues that we have most contact with.  We are likely to have a separate stroking 
pattern based on our family - although if we are not in regular contact with family 
members then we will seek to make up the deficit elsewhere.  We may also have 
several different stroking patterns associated with our friends.  Perhaps we have 
one set of friends that we play sport with, another that we invite to our home for 
parties, and maybe others that we do not see very often.  Or we may have no clear 
boundaries so that all of our friends meet each other, and perhaps they meet our 
family and work colleagues as well.  All of this will depend on our individual 
preferences. 

Whatever our personal patterns are, we will seek to have enough people involved 
in them so that we receive the appropriate quantity and types of strokes.  This is 
why some people have such a wide circle of friends while others seem to manage 
with very little contact.  Neither is right or wrong; people are different. 

We suggest you take some time to check out your own stroking patterns within your 
work team.   Note down who is in the team, when do you stroke them, what format 
do your strokes take, what are the strokes about?  Do the same in reverse – as well 
as reviewing the strokes you give, check out the strokes you get. 

Who did you include in the pattern?  Did you include only people that you like? Did 
you include your manager - it is surprising how many people do not think of their 
own manager as someone they work closely with.  Did you have any difficulty in 
thinking of enough people to include - perhaps you need to consider how you can 
widen you circle of contacts. 

When and how often you give strokes to the people in your chart.  Do you give 
strokes fairly regularly or are there some people where you have trouble 
remembering the last time you gave them any significant recognition? 

How much intensity and impact do you think your strokes are likely to have?  Are 
you doing little more than ritualized greetings and, if so, what does this do to your 
relationship?  Or are you giving very powerful strokes - and could these be more 
intense than the recipient feels comfortable with? 
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Are the strokes you give positive or negative? Be honest with yourself!  Are you 
sometimes giving negative strokes, perhaps when you feel stressed or when 
someone else has been nasty to you?  If your strokes are all positive, check whether 
any are constructive criticism. 

What are your strokes about?  An effective stroking pattern will have variety - the 
strokes will be targeted to the individual recipients.  If your strokes are all much the 
same, check that you are not simply giving out the type of strokes you like to receive.  
What evidence do you have that you are giving strokes that are appreciated - do 
people accept your strokes or do they try to push them back at you? 

Finally, what prompted you to give the stroke?  Was it something the other person 
said or did?  Perhaps they offered you a stroke and you responded by giving one 
back.  This can be okay at times but check that it is not a customary reaction because 
it can make your strokes seem artificial.  Check also that your stroking pattern is not 
influenced unduly by your own moods.  We all know people who only praise others 
when they themselves have been praised - and managers who come to work in a 
bad mood and then find fault with everyone around them! 

Improving your pattern 

Now that you have analysed your stroking pattern think how you might improve it: 

• Do you need to include more people within your general interaction pattern?  
Who might they be?  Start with one or two people only and gradually find 
opportunities to stroke them.  Do not add lots of people to the pattern at once 
- you will not have enough time, you will find it too stressful, and people will 
begin to wonder what has happened to you! 

• Do some people need more strokes than others?   Don’t expect that everyone 
will respond to exactly the same stroking format.  Notice who are the ones who 
like many strokes - they may also be people who are content with lower 
intensity strokes given more frequently.  Identify others who may prefer a much 
higher intensity stroke on an occasional basis. 

• Should you change the content?  The content should be important to the 
recipient.  Check that you are not just talking to them about what matters to 
you - for example, your hobbies or your work. 

• What about negative strokes?  Change these to positives!  Inviting someone to 
feel bad is not a good recipe for a relationship.  Either look for positive things to 
comment on instead, or change to constructive criticism and let the person 
know what you want them to do in future rather than what you did not like in 
the past. 
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Blog 50: Transactional Analysis in the Classroom - Part 1 

18th October 2018 

Back in the noughties I contributed several issues to a Fenman publication called 
Train the Trainer that was issued as a binder of material on a range of topics.  Below 
is an extract from one I wrote about TA in the classroom. In this blog I include what 
I wrote about ego states and contracting – in Part 2 I will present what I wrote about 
stroking and also add some answers to questions that were being asked about TA at 
the time – and still are! 

Transactional Analysis (TA) is an approach to understanding what makes people tick, 
a collection of interlocking theories, and a philosophy that incorporates a belief that 
people want to grow and develop. The original TA (now called TA proper) consisted 
of the analysis of transactions, or interactions between people, using the notion of 
ego states. However, many more concepts were developed so that the term 
‘transactional analysis’ is now used to refer to the whole collection.  In addition to 
teaching this range of concepts to participants, we can use most of them to analyse 
our own behaviours and interactions in the classroom 

Ego States 

Eric Berne, who developed the TA version of ego states, declared that we have 
Parent, Adult and Child ego states systems of thinking, feeling and behaving. If we 
consider only the behaviours (because we can see these but cannot truly know what 
someone is thinking and feeling) we can work with a personal styles model (Hay 
1992, 1995).  

 

Personal Styles (Behavioural Ego States) 
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There are five personal styles with which we interact with others – each has positive 
and negative aspects. 

Controlling Parent 

firm, sets clear boundaries 
domineering, opinionated 

Nurturing Parent 

caring, helps others develop 
smothering, invites dependency 

Functional Adult 

logical, problem solving, reasoning 
may be cold, unfeeling, analyses jokes 

Adapted Child 

courteous, fits in with others 
over-compliant, sulky, rebellious 

Natural Child 

friendly, curious, spontaneous 
selfish, over-emotional, immature 

Trainer Styles 

There is a risk that trainers automatically adopt a Controlling or Nurturing Parent 
style, while participants unconsciously expect to operate from Adapted or Natural 
Child.  If this happens, the training/learning process will not be very effective. 

The best trainers are skilled at using all five personal styles.  In this way, they 
encourage the learner to do the same.  This also helps the learner to take 
responsibility for their own development, through: 

• Controlling Parent when they should be firm with themselves, or have different 
experiences and opinions to the trainer 

• Nurturing Parent to encourage themselves when the trainer is not around 

• Functional Adult to engage in joint problem solving with the trainer and other 
participants, and also to think through problems on their own 

• Adapted Child when it is appropriate to do as the trainer says, and to practice 
enough 

• Natural Child in order to display curiosity, to be willing to admit mistakes and 
be keen to learn 
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The Three-Cornered Contract 

Contracting is a key element of transactional analysis, and refers to the process of 
creating a clear agreement around expected outcomes and responsibilities. 
Contracts may or may not be written down.  A verbal contract is still a contract.  The 
main point is that we discuss and agree why we are interacting when we plan to use 
TA to help someone grow. 

When used effectively within the training process, a good contract will mean that 
‘problem participants’ cease to exist!  This is because contracting ensures that the 
requirements of the organisation are both clear and realistic, that the trainer has 
the relevant competencies, and that the participants understand the link between 
the training and the work performance. 

Trainers in organisations are usually involved in contracts between at least three 
parties – the trainer, the organisation (or a representative of it) and the participants. 

 

The Three Cornered Triangle 

Levels of Contracting 

Contracts operate at different levels - all levels need to be clear to avoid unwitting 
sabotage. 

• Procedural - administrative details, such as time and venue, pre and post course 
work, remits, evaluation processes, who prints handouts, trainer payment 
arrangements, what records will be kept, etc. 

• Professional – what do all parties expect the outcomes to be, what is the trainer 
going to provide, what competencies does trainer have, what professional 
support needed from the organisation/management, how links to participants’ 
work, what participants will contribute to the learning, how participants are 
expected to behave during training 

• Psychological - what might occur outside our awareness, how might trainer, 
participants or the organisation unwittingly sabotage the process, if the training 
were to go wrong how might that happen? 
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The first stage of the contracting will generally be between the trainer and the 
organisation.  Typically, they will agree on the training objectives and the course 
design.  At this stage as there may well be no involvement by the participants.  
Subsequently, the trainer and the participants arrive in the classroom. Unless the 
joining instructions have been atypically informative, the participants and the 
trainer may have somewhat different ideas on what is going to take place.  At worst, 
the participants may be there for the wrong reasons. 

Contracting in the Classroom 

We can avoid problems by using the three cornered contract in the classroom.  It 
takes only a few minutes at the start of a course to draw the triangle on the flipchart 
and talk the participants through it, inviting them to add their part.  We can explain 
that our contract with the organisation is similar to their contract with the 
organisation.  We are being paid to do our job and so are they.  As part of this, they 
have implicitly agreed to attend training courses if the organisation requires it.  In 
return, the organisation pays them, and usually continues to pay them during their 
training as they are learning how to do their job even better. 

Although we will of course include the procedural and professional levels of the 
contract in this process, the more significant reason for contracting like this is to 
take care of the psychological level of the contract.  We bring the secret agendas 
and covert concerns into the open, where they can be discussed and dealt with.  
Participants hear from us the details of what the organisation has asked for, and 
what we are prepared to do.  They can be honest about their concerns, which may 
well include some fantasies about how we are going to ‘fix’ them on behalf of then 
organisation.  Explaining the contract reassures them that there is a professional 
purpose to the training and it is not simply a management plot! 

We can then go on to establish a contract between us, which is likely to include 
agreement on aspects such as: 

trainers teach – participants learn 

trainers structure – participants get involved 

trainers facilitate – participants share their reactions 

trainers provide theory – participants bring real-world issues to work on 
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Blog 51: Transactional Analysis in the Classroom - Part 2 

25th October 2018 

Continuing my contribution to Fenman’s publication called Train the Trainer, here is 
what I wrote about stroking and also some answers I provided to questions that 
were being asked about TA at the time – and still are! 

Strokes 

Human beings need contact with other humans.  Children who lack positive 
recognition will often misbehave in an unwitting attempt to get attention - 
something that teachers then tend to provide in the form of punishment. These 
same naughty children may grow up to be the employees who are always being 
disciplined (and hence, paid attention to) by the manager. 

Berne coined the term stroking for the process of giving human recognition. A stroke 
is a unit of recognition, which is anything we do that lets another person know that 
we recognise their existence.  Strokes vary in intensity, from a simple glance through 
a conversation and up to physical contact.  They may also be positive, or life and 
growth encouraging, and negative, which are life and growth discouraging. Many of 
us will settle for negatives if we cannot get enough positives, as if we know at some 
deep level that we must get a minimal amount to maintain human functioning. 

The strokes associated with learning have a significant impact. Those of us who 
enjoy learning have usually been accustomed to a pattern of positive stroking at 
school.  Teachers will have shown a genuine interest in us, will have encouraged us 
to see mistakes as opportunities for learning, and will have let us know how pleased 
they were when we learned.  Unfortunately, many people were not so fortunate 
and will have come to associate school with a diet of negative strokes. 

Don’t get trapped in regression 

When we enter a training situation in the present, most of us regress to schooldays, 
albeit momentarily. If, as so often happens, the trainer has also regressed and is now 
behaving just like a teacher from their own past, the stage is set for potential 
problems.  The best case scenario is of a confident student with a caring teacher. 
The worst case scenario is a belligerent student with a punitive teacher, so that the 
whole thing becomes a battle for control. 

Trainers can avoid becoming trapped in regression by paying attention to their own 
stroking needs and their approach to training.  They need a good pattern of positive 
strokes from other people, such as colleagues and friends, so they are not tempted 
to rely on students to meet their recognition needs. 

Trainers also need a variety of role models, so they can select the most effective 
training styles to suit the student and the circumstances.   They will then be able to 
offer appropriate strokes to students, across a range that encompasses and 
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balances praise, encouragement, reassurance, challenge, constructive criticism and 
facilitation of self-directed learning.  Trainers will tend to succeed at this to the 
extent that they are able to stay in the here-and-now and choose how to behave 
rather than automatically modelling themselves on their recollections of teachers 
past. 

Check your own stroking pattern 

Check the health of your personal stroking pattern by making a chart with a column 
for each of your colleagues, plus leave a spare column and add in whatever training 
group(s) you are currently working with.  Add rows so you have space to respond to 
the following questions for each column: 

• what is a typical stroke you receive from them? 

• how intense is it? (use your own rating scale so you can make comparisons) 

• how often do you receive such strokes? 

• does it invite you to feel OK about yourself and others – or does it prompt you 
to feel one-up or one-down? 

• what could you change to create a healthier stroking pattern for yourself? 

 

 

Stroking pattern health check chart 

 

Questions and Answers 

Didn’t TA disappear back in the sixties? 

When TA was first developed, it spread rapidly and an international association was 
set up that reached 14000 members around the world.  However, it then became 
virtually a pop psychology for many years, whilst serious TA practitioners continued 
their work and the development of the theories in a low profile way.  Over the years, 
a European association was set up – and became bigger than the international 
association.  Between them, they have recently combined their examination 
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processes and created the Transactional Analysis Certification and Training Council.  
There are now TA associations in over 60 countries. 

Isn’t TA really about psychotherapy? 

Originally developed by Dr Eric Berne as a psychotherapy, it is now also used 
extensively in organisational and educational settings – with suitable amendments 
to the theoretical models and the style of application. Most of these concepts are 
just as useful for developmental TA as they are for psychotherapeutic TA – they just 
need adjusting so the focus is development rather than cure. It has been possible 
for some time to obtain international accreditation in 4 different fields of application 
– psychotherapy, organisational, educational and counselling.  There are an 
increasing number of practitioners and trainers in these developmental TA fields. 

Can I teach TA without being qualified? 

Anyone can teach TA - and the models are simple yet robust enough that people will 
often understand and benefit from them even if the trainer does not know TA that 
well.  On the other hand, unqualified trainers may limit their own impact if they have 
not practised using TA to understand their own issues and the impact of these on 
their work.  There are now several developmental TA trainers around the UK; 
options include introductory courses run to an international syllabus, skill building 
workshops, international accreditation and postgraduate certificate, diploma and 
MSc programmes.  [For example, see www.ictaq.org] 
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Blog 52: Transactional Analysis in the Classroom - Part 3 

1st November 2018 

In my two previous blogs, I wrote about TA concepts that had appeared in a Fenman 
publication: ego states, contracting and strokes, each related to the trainer in the 
classroom. In 1992 and 1997, I wrote about how we might relate working styles to 
the participants and to the trainers. Below is extracted from my article (Hay, 1997) 
that appeared in the Training officer. 

Have you ever noticed that you work to a pattern - that you seem to have certain 
strengths in your style but that you also behave sometimes in characteristic ways 
that limit your effectiveness?  Awareness of our own working style, and its 
advantages and pitfalls, can increase our range of strategies.  We can identify ways 
to be more productive and a little self-analysis can unlock major benefits that we 
have overlooked.  We can also contrast our own styles with those of our 
participants, and adapt our behaviour appropriately to establish a better 
connection. 

TA provides us with a simple model of five major working styles, each with particular 
strengths and specific weaknesses.   The weaknesses often result directly from an 
overdose of the strengths; we can have too much of a good thing.   When this 
happens we stop choosing to behave in a particular way and start feeling compelled 
to act that way.  We then overdo it and create problems for ourselves. 

As you read the following descriptions, note how much each resonates for you.  
Most people recognise elements of each style in themselves - and most of us also 
realise that we have one or two clear preferences! 

Hurry Up 

People with Hurry Up characteristics work quickly, respond well to short deadlines, 
and get a lot done in a short time. Our motivation is to do things quickly, we feel 
good if we can complete tasks in the shortest possible time and our energy peaks 
under pressure.   Our major strength is the amount that we can achieve.  We spend 
less time preparing than others do, giving us a chance to design and run more 
training programmes. 

However, give us time to spare and we delay starting until the job becomes urgent.  
We are the trainers who don’t prepare the course handouts until the night before 
the course begins - and then find that the photocopier is out of order!  Our ability to 
think fast makes us appear impatient.  We speak fast and have a habit of interrupting 
others. We often pack too much into our courses because we expect people to learn 
faster than they do. 

We need to plan sufficient time for tasks, especially preparation that we are inclined 
to skimp. To avoid appearing impatient, we should consciously slow down so that 
other people have time to absorb the information.  We must stop interrupting them 
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and concentrate on listening. It can be very helpful to remember to ask about their 
needs instead of making assumptions, and to paraphrase back to check our 
understanding. 

Be Perfect 

Be Perfect characteristics involve a quest for perfection - no errors, everything must 
be exactly right, first time.   This working style means we are well organised because 
we look ahead, plan for potential problems, do our best to make sure everything 
will run smoothly.   We can be relied on to produce detailed course designs and 
comprehensive handouts. 

Unfortunately, we cannot be relied on to produce course material on time because 
we need to check it so carefully for mistakes.  We may miss opportunities to 
collaborate with other trainers because we are reluctant to issue a draft rather than 
the final version. We are also likely to misjudge the level of detail required, including 
too much information and overloading or confusing the participants.  We may be 
pedantic, using long words or technical terms that others do not understand. 

To make sure we meet deadlines, we need to prioritise in several ways.   Decide 
which tasks really need perfection and save it for them.   Recognise when a summary 
handout will do instead of a large volume that will never be read. When presenting, 
we can use the must know, should know, could know levels to identify key 
information and stop before we bury people in facts and figures. 

Please People 

Please People are like nurturing parents - they care about people and are 
encouraging and reassuring.  We are intuitive and considerate of others' feelings.   
Our aim is to please other people without asking.  We work out what they would 
like and then provide it.   This working style means we are nice to have around 
because we are tolerant and understanding.  We pay attention to the feelings of 
those around us and ensure that everyone's views are taken into account. 

A major problem for us is our tendency to be too nice. We may hesitate to insist that 
participants take the training seriously, or be too accommodating when they avoid 
the role-plays or the homework.  Another danger is our willingness to volunteer to 
do the other trainers’ work. We may take on so much that we cannot complete it in 
the time available - and then we get the blame even though we were ‘only trying to 
help’. 

It's important that we set our own limits and priorities if we are to be respected by 
others. We need to have the courage of our convictions when we know we have 
designed an effective course programme, and insist that participants respect our 
professionalism. We may also need to curtail our habit of mind reading and stop 
doing things for others that have not been requested - and are often not appreciated 
anyway - and we probably need to learn to say no skilfully.  
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Try Hard 

The Try Hard working style is all about the effort put into the task, so we tackle things 
enthusiastically.   Our energy peaks with something new to do and we like to follow 
up on all possibilities. This results in a thorough job in the sense of paying attention 
to all aspects of the task; in this way we get a reputation for showing initiative.  
People also value our motivation and the way we have of getting things off the 
ground.  We are energetic and enthusiastic trainers who obviously enjoy our subject. 

However, we may be more committed to trying than to succeeding.  Our initial 
interest may wear off before we finish the task; we may start to design one course 
only to have our attention drawn to something else, and then to something else.  
When presenting, we may start to teach one topic but then ‘butterfly’ across to 
others, leaving our listeners confused. Our attention to so many aspects makes the 
job impossibly large, and our tendency to dabble in so many areas may mean we fail 
to become expert in any of them. 

We need to control our tendency to go off at tangents and concentrate on sticking 
to the course outline as planned.  Like the Be Perfects, we can use the must know, 
should know, could know as a guide  -  in our case so that we cover the items on the 
list in enough detail instead of substituting new topics as we run the course. We also 
need to control our tendency towards boredom with the later stages of projects and 
programmes. Sometimes we can find creative ways of making repetitive tasks more 
exciting but sometimes we simply need to get on with it and run the course again. 

Be Strong 

Be Strong people are calm under pressure, good at dealing with stress, great to have 
around in a crisis.   With this working style, we feel energised when we have to cope.  
We have a strong sense of duty and will work steadily even at the unpleasant tasks.  
We will also keep on thinking logically when others may be panicking. Because we 
are so good at staying calm and dealing with all that the job throws at us, we are 
seen as consistently reliable, steady workers. 

A problem with this style is that we hate admitting weakness - and we regard any 
failure to cope as a weakness.  We may therefore unconsciously signal to course 
members that they should hide their own weaknesses, making it difficult for us to 
then know how to help them. We may also find that participants feel uncomfortable 
about our lack of emotional support for them in situations such as role-plays where 
many people feel stressed.  It may be difficult for them to get to know us and feel 
relaxed when we seem to have no feelings. 

Be Strong is often the hardest working style to identify in ourselves.  Our potential 
weaknesses may be well hidden. We need to accept that there is nothing wrong with 
asking for help, and learn to encourage and reassure participants who tell us about 
their weaknesses.   We need also to develop our own ability to self disclose, so that 
we are seen to be human.  
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Blog 53: TA in Organisations - Why Is It Like A Pickaxe? 

8th November 2018 

In 1997 I provided an article about TA in organisations, in which I explained why it is 
like a pickaxe.  The publishers did not use my title but they did keep the mention of 
the pickaxe within the article (Hay, 1997), as I show below. They also deleted my 
sub-headings, which I have put back for this version as it makes it easier to read. And 
they edited some of my wording and I have chosen here to retain the original words. 

Transactional analysis was originally developed by Eric Berne as a therapy model - 
which has been its strength and yet also the source of its problems when too many 
people saw it as a quick fix and tried to transfer it, unchanged, into organisational 
settings.  Fortunately, there have been many developments over the years, so that 
we now have variations that have been specifically tailored to the needs of 
individuals within organisations - and to the organisations too. 

Why the pickaxe? 

The robustness is, of course, still there and indeed one way you can see TA is like 
using a pickaxe to release physis. This refers to an underlying principle of TA:  that 
all human beings have within them physis, which is the basic urge to grow and 
develop.  Regrettably, many of us have our physis buried under a metaphorical layer 
of concrete, put there by well-meaning grown-ups who pointed out our limitations 
when we were young.  The trainer who comes equipped with a pickaxe can create 
enough cracks in the concrete for us to behave like plants and grow up through the 
gaps towards the light! 

This basic premise is highly relevant to current organisations, where it is essential to 
capitalise on the innate potential of all employees.  It is equally relevant to the 
employees, who need to grow into new roles and responsibilities.  They also need 
to respond positively to change - and if they are sensible they want continued 
professional development in order to maintain their ‘market value’. 

The psychological contract 

Much has been written recently about the changing nature of the psychological 
contract between organisations and employees.  TA offers an extended model of 
contracting that helps make this clearer and that also has considerable relevance for 
trainers.  The basic model is of a three-cornered contract, between organisation, 
trainer and participants.  The key is ensuring that all parties have shared 
expectations.  Imagine a triangle with eyes in each corner - each party should have 
a clear perspective of the contract between the other parties. 

Often this is not the case.  The organisation may have unrealistic expectations of 
what the trainer can achieve (especially when they only allow half a day!).  The 
participants may be there unwillingly and believe that the trainer will be trying to 
force them to change. And the trainer may think so too - or may see their role as 
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saviour to the downtrodden participants and agree with them about the 
shortcomings of management. 

Awareness of the three-cornered contract allows a trainer to check that the 
organisation is expecting something feasible; that the participants recognise their 
own responsibilities for their learning; and that they as trainer are competent to do 
the training.  This will mean that the psychological distances between the parties 
are balanced - so that the roles of Persecutor, Rescuer and Victim are avoided. 

• We assume that people will want to grow and develop, even when they may 
have forgotten this themselves. 

• We also assume that humans want and need to connect with others.  The aim is 
therefore to provide awareness so that we can identify more options for 
interacting effectively. 

• All applications of TA involve contracting - using TA models for growth and 
change is done by agreement and is not something that is imposed.  Trainers 
who seek to enforce ‘cathartic experiences’ are not using TA appropriately. 

• IOKYOK versus SHNOK - the underlying attitude is I’m OK, You’re OK rather than 
Somebody here’s not OK.  We may object to someone’s behaviour but still 
regard them as a valued human being. 

• Many of our key decisions about life were made when we were too young to 
have adequate data.  We are capable of redeciding - of changing our minds. 

TA frameworks 

There are far too many TA frameworks to give more than an overview in this short 
article.  Some are well known, such as: 

Ego states and transactional analysis proper - analysing of transactions between 
people using ego states.  Note that various misunderstandings have crept in here 
because Eric Berne’s original models were misinterpreted by early organisational 
trainers.  When Berne emphasised the use of Adult ego state, he meant any 
behaviour that was grounded in the here and now.  He did not restrict this to logical 
behaviour but included appropriate nurturing, emotional reactions, and having fun. 

Trainers may unwittingly adopt a Parent ego state; participants often slide promptly 
into Child ego state as soon as they enter a classroom because they ‘regress’ to their 
childhood.  Those who were naughty at school may then repeat the pattern; trainers 
who have shifted to Parent are likely to find themselves wishing they could give 
detentions! 

Strokes and life positions - strokes are the ways we let others know that we 
recognise that they exist; life positions are our existential attitudes.  Strokes are a 
biological necessity - and the ways in which we are motivated (or not) at work.  We 
vary in our stroke preferences; some of us like work-based strokes while others 
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prefer personal strokes.  Our life positions determine how we react to strokes:  in 
I’m OK, You’re OK we accept them positively but in not OK positions we distort the 
strokes so that even positive ones may be perceived as negative. 

What you stroke is what you get!  Trainers who persist in giving negative strokes will 
often find that the behaviour commented on gets repeated rather than 
extinguished. Learning and behaviour change are increased when people are given 
positive strokes that reinforce what is wanted. 

Psychological games - games people play is probably the best-known TA phrase ever 
(and was also the title of one of Berne’s bestselling books).  Games are those 
predictable, repetitive interactions that seem to progress inexorably to a negative 
outcome that comes as no real surprise.  Rather like a stage drama, the game players 
take on roles as Persecutor, Rescuer and Victim - and then switch places for 
maximum impact. 

Trainers may start out as if they expect to Rescue participants and finish up feeling 
like Victims when their efforts are rebuffed.  Participants may act like Victims who 
don’t want to be on the course, and then switch to Persecutor and blame the trainer. 

Working styles and drivers - these are five identifiable styles that are our strengths, 
or characteristic working styles, and become our weaknesses, or drivers, when we 
are under stress.  Stress causes us to do more of whatever we were doing already, 
as when we shout at foreigners as if that will make them understand our language.  
When this fails, we may become compulsive, or driven, to do even more of the same. 

Trainers with Hurry Up style get more and more impatient; Be Perfects become 
increasingly pedantic; Please People become paranoid about displeasing anyone; 
Try Hards try harder and harder whilst getting nowhere; and Be Strong types 
become increasingly stoical and monotonous. 

Competence curve and cycles of development - the curve shows how competence 
levels go up and down when change occurs.  Based on a child development model, 
it helps people understand why change is often stressful and yet could be a more 
positive experience. 

Trainers can use this model to plan training formats that make it easier for people 
to settle in and gain maximum benefit. 

The individual and the organisation 

The concepts above were described from an individual perspective.  They can 
equally be applied to an organisation to identify limitations.  

Ego states - managers, like trainers, may adopt permanent Parent whilst employees 
feel obliged to stay in Child.  Departments may take on a persona:  Accounts may be 
the organisation’s Parent, making sure no-one spends money; Sales may be the 
Child, having an exciting time; Engineering may regard themselves as Adult, engaged 
in logical problem solving. 
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Strokes - you can analyse the organisational stroking pattern by considering 
questions such as:  how are success and failure identified and stroked; do average 
performers get any strokes (usually not, because they are taken for granted - poor 
performers get much more management attention); what strokes are there when 
people join, transfer, leave? 

Games - the amount of game playing within an organisation is a reflection of the 
stress levels! 

Working styles - organisations often have their own styles, which may owe a lot to 
the style at the top!  Examples are newspapers as Hurry Up, creative agencies as Try 
Hard, accountancy firms as Be Perfect, emergency services as Be Strong, and social 
services as Please People.  Note that in unsuccessful organisations these become 
drivers, so that the style itself becomes part of the problem. 

Competence curve - this can be used to analyse and improve the ways in which 
organisations implement change.  It can also be used by managers to check their 
own contributions to (or shortcomings in) helping employees adjust to new 
circumstances. 

Applying TA competently 

TA is deceptively simple.  It is also extremely potent when used effectively.  The key 
is to apply it to yourself before you attempt to apply it to others. TA uses a system 
of training and supervision which focuses on self-awareness and skill development. 
Accredited transactional analysts have typically spent at least four years developing 
their awareness and skills before taking an international exam that involves both a 
dissertation and a panel that reviews their work. 

It is said that the best way to learn something is to teach it to others.  TA trainees 
are encouraged to do just that and to bring the results (on audio or video tapes) to 
a TA supervisor for review.  The trainees themselves will analyse the interactions on 
the tapes with help from the supervisor. 

Of course not everyone will want to obtain the full qualification.  Many trainers use 
relatively small amounts of TA alongside their other skills.  It is still well worth getting 
some professional coaching.  There are now modular TA programmes available that 
are specifically geared to organisational applications and that allow individuals to 
opt in for specific sessions.  Most are at weekends to suit trainers’ busy diaries, and 
those who have attended them confirm that the increase in their competence 
generally is well worth the investment of time and energy. 
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Blog 54: Group Imagoes and Interaction Charts 

13th November 2018 

In Hay (2004) I produced an issue in Fenman’s Train the Trainer series that was about 
groups.  In that, among other things, I wrote about interaction charts and group 
imagoes.  I also included a warning. 

A word of warning 

Analysing and feeding back group behaviour can leave some people feeling 
threatened, especially if they are not used to thinking about how they behave and 
the impact they have on others.  Make sure you set up adequate groundrules for 
the process – think about some of the frameworks in this issue and apply them to 
the group in terms of its task being to review its own process.  Facilitate in a way 
that provides appropriate stages of group development for the review.  Don’t 
assume that, because the group were effective at their work task, there is enough 
trust and openness for doing something quite different. 

Analysing individuals in groups 

As well as looking at group dynamics, we can usefully analyse individual behaviour 
within groups.  For instance, we could simply note the number of times each 
participant interacts with each other participant and use this interaction chart to 
review what is happening – there will almost certainly be patterns emerge that 
demonstrate clearly when alliances form or arguments develop, who is treated as 
the group leader and who is not really involved.  Or we can add to this by analysing 
styles of behaviour (e.g. assertive, aggressive, acquiescent), types of interactions 
(e.g. questions, opinions, ideas), personality indicators (e.g. introvert or extravert, 
thinking or feeling). 

 

Interaction Chart 
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Group imagoes 

An alternative to Tuckman is the notion of group imagoes proposed by Berne.  He 
suggested that we all have some form of image, or imago, of a group, usually out of 
our awareness, that this imago goes through recognisable stages, and that this 
heavily influences our behaviour in groups.  If we were to capture our imagoes on 
paper, they might look like those in Figure 1 (although they might look quite 
different – this is a very personal thing!) 

Changing the names of the stages to make them more memorable, we have: 

• the anticipatory imago – as we arrive at the group, we probably have a slot for 
a leader (which may be filled by someone we already know but may instead be 
an imaginary leader who is made up of a combination of all the leaders we’ve 
known in the past, or the worst or best of them …); some slots for people we 
know will be there; and an undifferentiated slot for ‘all those other people’ we 
expect to be there but haven’t yet met; 

 

Figure 1 - The Anticipatory Imago 

• the adjusted imago – in which we have slots for each person (once we’ve met 
them and chatted a bit) and in which - hopefully but not always – we’ve updated 
each slot to better reflect reality.  A potential snag at this stage is that we fail to 
update and continue to relate to others as they are in our imago – so we treat 
the leader like a teacher, or other group members as if they are our siblings; 

•  the adapted imago – by now we’ve sorted out in our minds who we think is in 
charge and how the pecking order works – so mentally our imago may have a 
hierarchy built in, with the relative positions having significance.  We may also 
have arrived at a democratic imago, perhaps with a circle of equals around a co-
ordinator; 
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Figure 2 - The Adjusted Imago 

 

 

 

Figure 3 - The Adapted Imago 
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Figure 4 - The Attached Imago  

 

• the attached imago – hopefully we finally arrive at an imago in which we feel 
close to others, able to contribute without fear of ridicule, with a sense of 
genuine attachment to the group; 

• however, we may fail to reach attachment.  If we decide at the adjusted stage 
that we don’t want to be in the group anyway, but can’t actually leave, we may 
create an imago of alienation.  And if we can’t satisfactorily resolve the control 
issues at the adapted stage, we may end up with aggression! 

We can analyse group behaviour by inviting group members to sketch out their 
imagoes at the various stages and then to review these with each other.  This can 
be a powerful way of bringing into consciousness some of the assumptions and 
prejudices we all carry.  Seeing people for who they are rather than what we 
unwittingly imagine them to be can significantly improve our relationships.  and 
don’t forget that you too, as trainer/facilitator, are running your own imagoes – 
which may contain slots for that participant who always causes trouble, or asks too 
many questions, or sulks, or whatever else you regularly find hard to deal with. 
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Blog 55: Group Dynamics: C7P7A7 

22nd November 2018 

In Blog 26 I presented C5P5A5 as a handy donkey bridge (Townsend, 1994) for 
remembering a list of factors to think about when we are analysing group processes. 
I traced my development of this from 1993 through to 2012 (Gobes, 1993; Hay, 
1993, 2009, 2012).  However, I overlooked an alternative I had described in a 
publication I wrote for Fenman (Hay, 2004). Below, therefore, is a new version based 
on a combination of the two different versions of C5P5A5. This now has 7 factors for 
each, and has therefore become C7P7A7. 

As before, we cannot keep all of these in mind at once so they can be considered 
roughly chronologically. C7 relates to what is happening as the group starts up. P7 
applies once the group has moved into doing its work. A7 is relevant as the group is 
reaching the end of a task or a meeting. 

Context – what is the context within which the group is functioning and how might 
this be influencing the group dynamics? 

Contact – how well is initial contact being made between the group members; are 
they taking time to create relationships? 

Contract – what is the contract, or agreed remit, of the group; are group members 
clear about this? 

Content – is the content of the discussion related to the contract; are group 
members focusing on appropriate content? 

Creativity – is there evidence of creativity; are new ideas welcomed? 

Commitment – do all group members seem equally committed to the work of the 
group; are they all contributing? 

Contrasts – how are group members using any differences between them (e.g. 
cultures, styles, etc) rather than these leading to unhelpful conflict? 

Personal – is the group process respectful; are they listening to each other and 
communicating effectively? 

Professional – are the group at the performing stage (Tuckman, 1965); are they 
working on the issues in line with their professional roles? 

Psychological – is the process clean, with a lack of hidden messages; are the group 
avoiding game playing? 

Power – is there an absence of power plays; are more senior group members 
encouraging others to play a full part? 

Paradigms – whose maps of the world are being operated within; are group 
members being open-minded enough about the perspectives of others? 
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Parallel – is the group functioning in the here-and-now and avoiding any sense of 
parallel process (Searles, 1955) dynamics outside the group (such as replaying 
conflicts between their managers)? 

Performing – has the group reached the performing stage? 

Attachment – have the group reached the stage where they are close and open with 
each other? 

Autonomy – are group members managing to be autonomous and offer their own 
views rather engaging in groupthink? 

Authenticity – are group members being genuine about their feelings and opinions 
rather than holding back? 

Alternatives – is the group generating alternatives and choosing from a range of 
options rather than closing down too quickly? 

Actions – are practical actions being generated or identified, accompanied by 
enough details about plans for implementation? 

Accountability – are the group members allocating/accepting responsibilities to 
specific group members for ensuring actions are implemented? 

Aims – do the outcomes relate back to the original aims of the group? 
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Blog 56: Cajun Team Meld 

29th November 2018 

The following is an activity that was designed during a TA training weekend (Hay, 
1999).  It is an activity that will energise the group whilst at the same time increasing 
familiarity with the various forms of time structuring.  Note that we do not include 
psychological games – we chose only to demonstrate positive forms of time 
structuring.  Instead of games, we have added a time structure called ‘supporting’, 
where the stroking is partway between the level of intensity for activities and 
intimacy. 

The activity is best performed to Cajun music – hence the name!  Country and 
Western music would also work. 

 

 

 

Have the group stand in a circle.  The following are the movements used to represent 
each time structure: 

Withdrawal: stand with backs to each other, with arms folded – to represent no 
contact, no stroking occurring. 

Ritual: turn to face each, make Namasté (for those not familiar with this form of 
greeting, you press your palms together as you raise your hands in front of your face, 
whilst looking towards the person(s) you are greeting). 

Pastiming: hold up your palms, facing towards the others, and rotate your hands (an 
optional extra here is to split your fingers as in the Vulcan greeting in Star Trek!). 

Working or Playing (Activity): join by putting right hands into the centre to form a 
star, then move 8 paces to the right followed by 8 paces to the left (as in country 
dancing). 

Supporting: cross arms and hold hands with those on either side of you, then all lean 
outwards to show you trust each other, and in this position repeat the movements 
of 8 steps to the right and 8 steps to the left. 
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Closeness (intimacy): all lean in a lot, and drop your hands so that you can hold 
hands with your neighbours. 

Withdrawal: to complete the sequence of interaction, return to the position for 
being alone by stepping back, turning around, hold hands briefly then let go, step 
out one pace and fold your arms. 

We had a lot of fun designing this activity.  We hope you too will enjoy it as a 
demonstration of the different time structures. 
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Blog 57: Coaching Transactions 

6th December 2018 

The ideas in the diagram below evolved during a workshop on developmental 
coaching and mentoring being run by Julie Hay (2002) and attended by Pauline 
Sagoe, Vivianne Naslund and Diane Richardson. 

Between the four of us, we enjoyed producing a new donkey bridge for the ways 
that ego states interact. 

For each transaction, we show the positive and potential negative result, plus the 
overall impact when Parent, Adult and Child are operating in an integrated way. 

 

A new donkey bridge for the ways that ego states interact 
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Blog 58: Transference and Countertransference - Part 1 

13th December 2018 

Earlier this year (Hay, 2018) I included some fairly brief information about 
transference and countertransference in an article about boundaries that included 
a section on professional boundaries.  In the second edition of my Transactional 
Analysis for Trainers book (Hay, 2009) included more information in the chapter 
about professional super-vision. Several years before that (Hay, 2003) I have related 
the same idea to trainers and facilitators working with groups of managers within 
organisations – this version is extracted from below. 

Trainers sometimes find that groups of grown-up participants will behave as if they 
are children at school – not asking questions, whispering to each other, even 
treating the trainer as someone who may ridicule them if they give a wrong answer. 

Facilitators sometimes find that group members will behave as if they are with their 
own family – acting as if the facilitator or group leader is a parent or grandparent, 
behaving like the children they once were, even engaging in displays of ‘sibling 
rivalry’ as they try to impress the leader. 

We can understand these and similar situations by using the concept of 
transference. 

Transference 

Everyday use of English tells us that ‘transfer’ means something gets shifted across 
– as in footballers joining new teams.  From a TA perspective, transference is the 
term for what is happening when we shift across the characteristics of one person 
(ourself or someone else) onto another. 

So we may project our own good or bad points onto somebody else, which will mean 
that we like them a lot because they seem to be just like us, or we dislike them a lot 
because we have invested them with our own failings – in this case we probably also 
manage to repress our own awareness of having the faults ourself. This is why it is 
easier to get on with people once we accept that we are not perfect ourselves; once 
we recognise that we are still OK even with faults, we no longer have to project 
those faults onto others and can relate to people as who they really are. 

Or it may be the characteristics of someone else that we transfer, as when we relate 
to authority figures as if they are one of our parents or caregivers, or to junior 
employees as if they are our children (or nieces or nephews or children of friends).  
This accounts for the common pattern in organisations where each successive level 
of management relates to the level above as if they are the parent and to the level 
below as if they are the child.  An interesting reversal of this pattern is when a male 
manager relates to a female secretary as if she is his mother – often reinforced by 
her responding to him as if he really is a small boy who needs to be scolded into 
getting to meetings on time and so on. 
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Countertransference 

Countertransference is the term used for the ways in which a therapist responds to 
the transference of their client. However, what is thought of as countertransference 
will sometimes be simply the person’s own transference.  For example, managers 
will often claim on training programmes that they are forced to behave as parents 
because their subordinates behave so much like children – when their subordinates 
are on the training courses, they of course claim that they act like children only 
because their managers are incapable of behaving in any way other than as parents! 

Professional helpers monitor their reactions for countertransference because this 
gives then valuable information about how to help their clients.  If a consultant 
recognises feelings of wanting to take care of the client, they can check whether this 
is a realistic, here-and-now reaction that is also an appropriate thing to do – or 
whether it is a reaction to helplessness being exhibited by the client.  For instance, 
if a course participant is clearly unable to deal with being bullied by their local 
manager, it may be appropriate (and an organisational requirement) for the trainer 
to report this to senior management.  However, a strong urge by a coach to 
intervene with the client’s manager over something like management interference 
in a project may be outside the contract, part of a game of ‘Let’s you and them fight’; 
and triggered by a combination of the client’s avoidance tactics and the coach’s 
Rescuer tendencies. 

Categories of Transference 

When we look more closely at transference, we can identify several formats.  
Novellino & Moiso (1990) relate transferential relationships to three levels of 
impasse: monadic, where the client merges themself with the therapist; diadic, 
where the client projects all of the ‘good’ or all of the ‘bad’ that they believe exists 
within themself onto the therapist; and triadic, where the client projects their own 
Parent ego state (P2), the content of which has been copied from others, onto the 
therapist.  Clarkson (1992) writes of: complementary, where the client seeks a 
symbiotic relationship with their therapist; concordant, where the client projects 
aspects of themself onto the therapist so they seem to be alike; destructive, which 
is acting out or similar that means therapy cannot proceed; and facilitative 
transference, where the client chooses a therapist so the client can still use effective 
behaviour patterns from the past. 

For developmental TA purposes, we can categorise on two dimensions: 

• projecting elements of our self or of someone else (a third party) onto the 
person we are transacting with 

• projecting so that we appear to get on well with the other person or so that we 
have a problem relating to each other 

  



Julie Hay’s Ideas Blogs     159 

We can then show 4 options as in the Table. 

 project self  

 competitive concordant  

have 
problem 

in 
relating 

we project elements of our 
own Child or Parent ego 

state onto the other person 
and then get into a 

competitive symbiosis about 
whose Child or Parent will 

take precedence 

we project elements of our 
own Child or Parent ego 

state onto the other person 
and then believe they are 

just like us and we are 
empathising with each other 

appear 
to get on 
well 
together 

conflictual co-dependent 

we project elements of ‘a 
third party’ onto the other 

person and then feel we 
must ‘fight’ in a Parent-Child 
or Child-Parent interaction 

we project elements of ‘a 
third party’ onto the other 

person and then seek a 
Parent-Child or Child-Parent 

symbiosis 

 project someone else  

Categories of Transference 

In later parts of this blog I will provide some examples, show how a refracted 
transaction (Gill, 1986) is a form of transference, give some ideas for avoiding 
transference, and conclude with ideas for using transference. 
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Blog 59: Transference and Countertransference - Part 2 

20/12/2018 

Following on from Blog 58, here are some examples of how the various transference 
formats may show up within organisational settings.  

Competitive transference 

In the following examples, Chris would set up a Parent-Parent competitive 
symbiosis, while Vijay would set up a Child-Child competitive symbiosis.  Both create 
scenarios where there is an apparent rivalry over who gets to exhibit one particular 
ego state. 

Chris had a tendency to take charge of project meetings, even when not in the chair.  
Chris would display Controlling Parent behaviour, whilst at the same time believing 
that the chairperson was being overly controlling.  Chris would challenge decisions 
made by the chairperson, try to run the agenda and determine the time allocations 
for topics, push forward decisions without giving others chance to comment, whilst 
at the same time accusing the chairperson of being an incompetent control freak. 

Vijay, on the other hand, would get into a competitive symbiosis with a co-trainer, 
Andy, about who was the neediest.  Whenever Andy talked about needing a break 
or asked Vijay to take the lead in a training session, Vijay would feel a similar need 
for a break and would want Andy to take the lead in the next session.  In this way, 
Vijay and Andy would end up competing over who was going to get taken care while 
the other one did the work. 

Concordant transference 

In the following examples, Lauren creates a false Parent-Parent empathy while 
Prakash opts for Child-Child empathy – in both cases the assumptions of being the 
same mean that the parties avoid certain topics, either because they think their 
opinions are the same or because they think they know how the other person feels. 

Lauren worked as an external change management consultant.  When meeting new 
clients, Lauren had a tendency to assume that the client had the same values about 
how a healthy organisation should operate.  This would mean that Lauren made 
assumptions instead of checking thoroughly to establish client opinions and 
requirements.  With some clients, the assumptions Lauren made were close enough 
to reality for it to be virtually unnoticeable.  However, every so often Lauren would 
have major problems when it transpired later that the client had very different 
views.  Interventions designed by Lauren would then have to be cancelled or 
significantly amended in order to meet the true requirements of the client and their 
organisation. 
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And, of course, there are clients who assume the consultant shares their opinions, 
so they commission the work and then rely on trust rather than any accurate 
monitoring of how the interventions are conducted.  Such clients may also conclude 
that any shortcomings are caused by participants rather than the consultant being 
at fault. 

Prakash was a mentor who would imagine that the mentee felt the same way, had 
the same emotional responses, wanted the same things in life, as Prakash did.  
Prakash would therefore feel that a very high level of empathy had been established.  
This would mean that Prakash avoided raising the sort of topics or feedback that 
Prakash would have found personally upsetting.  Because of this, the mentee was 
denied opportunities for increased self-awareness and development. 

Mentees may operate the same kind of transference – they then avoid telling the 
mentor about anything that the mentor might find upsetting or embarrassing.  
Instead, the mentee censors their own comments – and might, for instance, be 
afraid to use the mentor to help them review the pros and cons of leaving the 
organisation because they believe the mentor will be upset to lose their mentee. 

Conflictual transference 

Lim-lim has grown up with an overly-controlling caregiver, with whom Lim-lim had 
consistently behaved rebelliously (and been punished).  Lim-lim had also spent many 
years transferring these controlling characteristics onto teachers, so that Lim-lim 
was rebellious towards even the most easy-going teachers.  Lim-lim now did the 
same to managers, relating to them just as if they were the original caregiver. 

This resulted in many Parent-Child interactions in which managers tried 
unsuccessfully to tell Lim-lim what to do and Lim-lim agreed and refused to comply. 

Lim-lim works in a large organisation and has been transferred several times – Lim-
lim’s current manager also grew up with a very controlling caregiver but has opted 
to copy that person so is unwittingly filling the parent role that Lim-lim seems to 
need to rebel against. 

Pat had children and had adopted a very Controlling Parent way of behaving towards 
them.  When at work, Pat behaved as if other staff, especially Pat’s subordinates, 
were really rebellious children and needed to be treated as such.  This led to much 
conflict – even the fairly easy-going members of staff found themselves feeling 
resentful and rebellious over the way Pat interacted with them.  Pat, of course, saw 
these reactions as proof of the need to treat people as children. 

When someone like Lim-lim ends up working for someone like Pat, they both feel 
that their views of how to treat people are validated. 
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Co-dependent transference 

Due to circumstances, Alia has grown up without nurturing caregivers but had been 
aware that other children, especially those in films and TV programmes, seemed to 
have caring parents.  Alia was therefore yearning, out of awareness, for such a 
parent figure.  This led Alia to behave in a ‘helpless’ way, whilst transferring 
nurturing tendencies onto almost everyone who was older and/or more senior then 
Alia. 

At the same time, Kim had grown up in an overly-nurturing environment and had 
somehow opted to adopt very nurturing characteristics.  Having practised with 
siblings and dolls, Kim was ‘programmed’ to take care of anyone younger or more 
junior – so would expect to adopt a Nurturing Parent role to their ‘needy’ child. 

Once Kim and Alia started working together, they seemed to be locked into a Parent-
Child relationship.  The symbiosis led each to believe they couldn’t function on their 
own – it needed both of them to create one full set of ego states between them. 

Note that it is possible to have a healthy symbiosis for a real child with a real parent.  
This is because such a relationship rejects reality and does not involve transference 
– the child really does need parenting until they reach a certain age.  Couples may 
also set up functional symbiosis.  For example, one does the gardening and the other 
cares for the house.  No transference is involved as long as both recognise these as 
choices – and know that they are capable of swapping tasks if necessary. 
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Blog 60: Transference and Countertransference - Part 3 

27th December 2018 

Refracted Transactions 

In my very first blog in this Ideas series (Blog 1, October 2017), I reproduced the 
short item that appeared back in 1986 about refracted transactions. I wrote more 
about this in 2003, as you can read below. 

This concept was developed by Julie Hay and Robert Orr during a TA in Education 
Workshop run on 16 November 1985 and described within a review of the day, 
written by the late Vivienne Gill, that appeared in ITA News No. 13, Spring 1986.  It 
is another way of understanding the process of transference. 

In a refracted transaction, the frame of reference ‘distorts’ the perceived 
transaction, in much the same way that water refracts light, so that the transaction 
appears to emanate from a different ego state than that actually activated. 

Figure 1 shows a typical example.  The new employee has just joined the 
organisation and has been given an instruction (1) by the supervisor – who, being a 
typical supervisor, is interacting from (Controlling) Parent to (Adapted) Child. 

 

Refracted Transaction Example 
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The new employee is keen to learn and wants to understand what is required – so 
asks a question about it (2 – shown as half dotted and half solid line), intending to 
interact from (Functional) Adult to (Functional) Adult. 

The supervisor has transferred a child identity onto the new employee, so refracts 
the transaction as if it is coming from Child (3 – also shown as half-dotted and half-
solid line). 

Asking “why” is picked up as an inappropriate challenge from a child, so the 
supervisor thinks the new employee is misbehaving and responds even more firmly 
from Parent (4 - which would be a repeat of 1)). 

Most new employees will, at this point, intuitively recognise that logical thought on 
their part is discouraged.  They will, therefore, desist from thinking in future – at 
least whilst they are at work! 

The dotted sections of the transaction lines represent parts of interactions that are 
‘ulterior’ or unknown to the individual on that side of the frame of reference; the 
solid lines are the transactions that are consciously known to the respective 
individuals.  The new employee ‘knows’ they interacted from Adult and has no idea 
the supervisor is perceiving it as from Child instead.  Likewise, the supervisor ‘knows’ 
that the employee transacted from Child and has no idea of the intended transaction 
to the Supervisor’s Adult. 
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Blog 61: Transference and Countertransference - Part 4 

3rd January 2019 

The final part of my blog about what I wrote in INTAND newsletter (Hay, 2003). 

Organisations spend a lot of time and money on training and development activities 
that are designed to encourage employees to show initiative, or to prompt 
managers to empower their staff.  Transference and counter transference processes 
undermine these activities, yet they are rarely mentioned as part of the training. 

There are several ways in which we can help people (including ourselves) to become 
aware of these processes so they can be eliminated: 

• analysis of ego states – we can use questionnaires, feedback from others, role-
play or similar activities – anything that helps us recognise how much time we 
spend in Parent or Child ego states that are reflections of the past rather than 
being parent or child-like behaviours that we have chosen to use based on 
current reality 

• analysis of transactions – we can analyse examples of real interactions to check 
for any refracted, crossed or ulterior transactions – any times when we suspect 
that what seems to be communicated on the surface does not match the 
underlying dynamics. 

• analysis of stroking patterns – reviewing individual, group and organisational 
patterns of recognition will show whether these are healthy and positive, 
including constructive criticism as well as praise, personal interest as well as 
professional – or whether people are somehow generating negative strokes that 
reinforce not-OK beliefs and behaviours 

• checking our reactions through our responses to questions such as: 

o Who does this person remind me of? 

o How does interacting with them leave me feeling? 

o Are there things I want to say to them that I’m keeping to myself? 

o Do I feel drawn to reacting to them in a particular way? 

o Do I wish I could behave differently towards them? 

o Does the way I’m reacting to them have any similarity to ways I’ve 
behaved in the past with other people?  Is that significant? 

o Do I keep repeating unsatisfactory interactions with this person?  Why 
might that be? 

o Do I think this person is being childish?  or bossy?  or helpless?  or 
argumentative: or any other annoying way of being? 
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o Do I get an urge to tell them what to do?  or take care of them?  or argue 
with them?  or let them take care of me?  or any other inappropriate way 
of behaving towards them? 

 

Transference Matrix 

Using Transference 

It may seem strange to suggest we could use transference but therapists do this 
routinely to enhance their work with clients.  For example, a client who thinks the 
therapist is a good parent will be more likely to act on the therapist’s advice; a client 
who thinks the therapist is ‘bad’ can be allowed to work through their issues without 
being punished by the therapist. 

Other helping professionals, and managers, can also use the transference process in 
a positive way, provided they are aware of it.  This awareness is the key – once 

https://oldsite.juliehay.org/uploads/1/2/2/9/12294841/analysis-diagram_orig.png
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transference and/or countertransference are recognised, the professional uses this 
knowledge to plan more effective ways of interacting, as outlined in Table 3. 

Examples might be: 

• a manager realises that a staff member is behaving as if the manager is a father-
figure – so the manager can act as a role model to let the individual learn positive 
ways of behaving – such as showing them how to deal firmly and fairly with an 
unreasonable colleague. 

• a manager realises that they are being regarded as a mother-figure – so can use 
a nurturing style to encourage the individual to be more confident about their 
own abilities – such as by expressing confidence in a nervous individual’s ability 
to make a good presentation 

• a consultant realises that a client is making unrealistic assumptions about shared 
views – so explains they will now play devil’s advocate as a way of prompting 
the client to consider other views 

• a professional spots the signs of a competitive transference by a colleague – and 
spends time clarifying the colleague’s ideas and options instead of falling into 
the (countertransference) trap of arguing with them. 
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Blog 62: Making Meaning 

10th January 2019 

From 2010 onwards I began to write articles for the Institute of Developmental 
Transactional Analysis (IDTA) Newsletter.  Those newsletters are readily available 
for anyone to see on the IDTA website – www.instdta.org or if you want to go 
straight to the newsletters go to http://bit.ly/2rYizZS.  The following is therefore an 
updated summary of what I wrote in an article about Making Meaning (Hay, 2010). 

At the time, I had recently compiled a reflective enquiry project as part of my studies 
for an MSc in TA Psychotherapy. This got me thinking about how we do make 
meaning, and how our own versions of meaning-making may impact on our clients, 
whether these be in therapy, organisational or educational settings. 

I was prompted to the choice of topic because I was moving from many years 
steeped in classical TA, where Berne told us to share the theory with the client, into 
relational TA, where the focus is on how we can work with the process that occurs 
when clients unknowingly seek to recreate their early scenes so they can reach a 
different conclusion. Although this sounds like it would only apply to psychotherapy, 
my organisational background meant that I could easily see how really listening to 
someone in an organisation could often make a huge difference to their perspective 
– hence the increasing demand for coaching – and how in an educational setting a 
teacher might easily have a therapeutic impact on a pupil just by listening to them. 

When I had been told years ago that I was a post-modernist, I had to ask what that 
word meant!  I came to understand that it means that I am someone who believes 
that there are many ways to understand our world – as opposed to modernism 
where the belief is that there is only one truth. I realised that this explained my 
reluctance to apply diagnostic labels – not just because Berne cautioned against it 
but because it imposes on an individual the way in which the world is constructed 
by others. I knew, for example that there were many culturally based problems with 
the DSM (Diagnostic and Statistical Manual of Mental Disorder) and that diagnoses 
changed when the DSM was reissued, rather like the ways in which fashions change 
over time and between cultures. 

In a special issue of the Transactional Analysis Journal (TAJ), Allen & Allen (1997) 
suggested that the constructionist therapist (constructivism being similar to post-
modernism) would aim to help clients conceptualise themselves differently. They 
wrote of the 'last permission' which they described as being allowed to make 
meaning for ourselves rather than in the way that we were taught to do so as we 
were growing up. I add to this that it is also about enabling individuals to make 
meaning in their own way – it is not just that they make a different meaning but that 
they are able to change the way they approach the task of meaning-making. 

It was many years later that Summers & Tudor (2000) extended Allen & Allen’s ideas 
into cocreativity – we help clients re-conceptualise through the creation of 

http://www.instdta.org/
https://bit.ly/2rYizZS
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something new that comes into existence as we interact. This means, of course, that 
something new comes into existence in the practitioner’s head as well as in the 
client’s head. 

In the original article, I went on to comment about the impact of culture and how 
our culture as practitioners might match or differ from the client’s culture, pointing 
out that we need to bring such differences into conscious awareness lest we over-
identify with some clients or misinterpret the meaning-making processes of others. 

I suggested that we asked ourselves the following questions: 

• How similar, or not, was our upbringing – including educational opportunities? 

• How similar, or not, are our work experiences – including size and nature of 
organisations? 

• How similar, or not are our personal styles – such as our personality adaptations, 
stroking patterns? 

We need to pay attention to our own meaning-making lest it ‘leak’ into our clients 
minds as we cocreate. 

In my next blog I will present the rest of the article, with my suggestions for how we 
need to develop our skills of reflection and how some of this needs to be done in 
supervision. 
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Blog 63: Three Levels of Reflection 

17th January 2019 

In my last blog I summarised some of the content from an article I wrote about 
making meaning (Hay, 2010). This blog is based on the last part of that article, where 
I wrote about how we need to pay attention to how we make meaning ourselves, if 
we are not inadvertently to cocreate in a negative way by having our own meaning-
making ‘leak’ into our clients’ minds. 

To become aware requires 2nd order cybernetics (von Foerster 1995), so we can 
step outside our frame of reference to review that same frame of reference. This is 
not easy – it is like asking a fish to understand water. 

Hence, we need to develop our skill at reflection and we need prompting by others 
who are outside our frame of reference (i.e. in their own frame that differs from 
ours – so not our best friend who is likely to share a similar outlook to ours). We can 
achieve this by reflecting at three levels: 

• Reflection-in-action (Schon 1983) – what are we aware of whilst interacting with 
the client(s)? 

• Reflection-on-action (Schon 1983) – what do we become aware of afterwards, 
often with the aid of recordings that we can listen to when not engaged with 
the client? 

• Reflection-in-supervision – what do we notice when someone else challenges 
our inevitable discounting? 

To finish, an example to illustrate how a DTA practitioner used the 3 levels to check 
the impact within their work of their meaning making processes. 

In teaching a class (of managers or schoolchildren!) Pat (the unisex teacher), noticed 
(reflection-in-action) that Chris (the unisex student) was nodding and smiling a lot. 
Pat recognised feeling encouraged by this, of wishing that more students behaved 
like Chris, and of stroking Chris for being so engaged in class discussions. 

Afterwards, Pat thought about the lesson (reflection-in-action) and realised that two 
other students had not contributed at all to the class discussions, that some of 
Chris’s comments had contained questionable elements (e.g. incorrect 
explanations), and that Pat had an unpleasantly familiar feeling of ‘here I go again’. 

In reflection-in-supervision, Lee (the unisex supervisor) helped Pat to recognise the 
discounting involved, because of Pat’s need for strokes, how a different stroking 
pattern was needed outside the classroom to eliminate ‘stoke-dependency on 
students’, and how the ‘here I go again’ feeling might well be a premonition of a 
game switch to come (such as Chris or another student becoming Persecutor and 
Pat ending up as Victim). 
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Blog 64: Supervision - Part 1 

31st January 2019 

In 2004 I had articles published that presented ideas about supervision for coaches 
(Hay, 2004a) and for trainers (Hay, 2004b); a few years later Open University Press 
published my book entitled Reflective Practice and Supervision for Coaches (Hay, 
2007).  This blog and those following it are based on those articles and that book, 
with further updates now so that the material will be useful for any ‘helping 
practitioner’, whether coach, trainer, educator, consultant, psychotherapist, 
counsellor. . . I know my thoughts 

When I began my professional training in transactional analysis (TA), I had already 
been an organisational trainer for some years.  I had been trained in various 
approaches to people skills, leadership, teambuilding and so on, but had never 
experienced the type of supervision that was, and still is, routinely practised within 
the TA community. In my two articles during 2004 I explained that, for me, the word 
‘supervision’ is really super-vision, as in someone who can see more than or at a 
different level to that at which others see. 

Because TA began life as a psychotherapy approach, supervision was engaged in as 
a matter of course.  As TA extended into other fields of application, the potency of 
supervision readily became apparent to those of us in the developmental fields.  The 
requirement, and hence opportunity, to review our professional work through a 
process of self, peer and supervisor analysis leads to significant increases in self-
awareness, ability to analyse ‘in the moment’, understanding of the process with 
clients, skills at identifying more options, and all of the extra competence this leads 
to.  Supervision is an extremely effective form of continuous professional 
development! 

Defining Supervision 

We can define the nature of supervision based on an idea by Brigid Proctor (1986): 

• normative – the supervisor accepts (or more accurately shares with the 
supervisee) responsibility for ensuring that the supervisee’s work is professional 
and ethical, operating within whatever codes, laws and organisational norms 
apply – examples might include paying careful attention to anti-discriminatory 
practices, or working out as a trainer what to do if a course member ‘confesses’ 
to a breach of company rules. 

• formative – the supervisor acts to provide feedback or direction that will enable 
the supervisee to develop the skills, theoretical knowledge, personal attributes 
and so on that will mean the supervisee becomes an increasingly competent 
practitioner – so this might cover any of the broad range of activities undertaken 
by practitioners, from analysis/assessment/diagnosis of client needs through 
design and planning followed by implementation and including evaluation. 



Julie Hay’s Ideas Blogs     173 

• supportive (Proctor calls this restorative) – the supervisor is there to listen, 
support, confront the supervisee when the inevitable personal issues, doubts 
and  insecurities arise – and when participants’ issues are ‘picked up’ by the 
supervisee – again a wide range, from encouraging a new practitioner who is 
about to run their first session through to being an empathic yet challenging 
listener for a practitioner whose session has been hijacked by an awkward client 
or participant in a group or classroom. 

Choosing a Supervisor 

As a founding director of the European Mentoring & Coaching Council (EMCC), I was 
aware at that time that coach/mentoring (so called by EMCC because so often the 
terms are used interchangeably) had become somewhat of a growth industry, with 
coaches being drawn not only from organisational trainers but also from a range of 
other occupations, including: retired managers and business people, occupational 
psychologists, and therapists and counsellors.  The latter were likely to have had 
experience of supervision only with a therapeutic bias, and the former often 
believed that supervision was something junior managers did when they oversaw 
the work of their subordinates. 

In response to requests from members for advice on how to meet the EMCC Code 
of Ethics requirement to engage in regular supervision, I drafted an interim guidance 
statement (Hay, 2004a) that contained some criteria to help members evaluate 
potential supervisors. I recognised at that time that qualified supervisors were 
available in various fields (such as TA, where there is an international qualification) 
but there was a lack of supervisors who had been trained and accredited within 
specific professional frameworks such as coaching 

The guidelines reflected the fact that many qualified supervisors would have little 
experience of coaching, albeit they were experienced therapists.  Supervisees 
needed to consider how much they needed their supervisor to understand the 
nature of coaching, and how competent the supervisee would be at ‘converting’ the 
supervisor’s contribution across to a different setting. 

Since then I have updated the suggested criteria to apply to a range of helping 
practitioners – trainers, educators, coaches, psychotherapists, counsellors, 
consultants . . . anyone whose professional practice will benefit from super-vision.  
Keeping in mind that the ‘perfect’ supervisor does not exist for anyone, the ‘good 
enough’ supervisor will meet as many of the following as possible but not necessarily 
all of them: 

• have experience as a practitioner of the same type as the supervisee 

• have experience of being supervised 

• has experience as a supervisor (not necessarily of practitioners in the same field) 
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• works with a theoretical framework for their own practice that is also relevant 
to the practitioner’s own work 

• works with a theoretical framework(s) relating to supervision 

• has an understanding of the context of the professional practice of the 
supervisee 

• is aware of the impact of values, beliefs, assumptions of supervisor and 
practitioner, in supervision and in the supervisee’s own practice 

• is respectful of diversity in its many forms and alert to its potential benefits and 
pitfalls 

• demonstrates a capacity for self-regulation (as will need to foster this in 
supervisee) 

• shows commitment to CPD for themself and others 

• agrees to abide by an appropriate Code of Ethics (e.g. the same as applies to the 
practitioner) even if they are not a member of a body that requires this 

• there will be no dual roles (i.e. supervisor is not also line manager, business 
partner 
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Blog 65: Supervision - Part 2 

14th February 2019 

This blog is a continuation of my presentation of material that I had published (Hay, 
2004a, 2004b, 2007) that related to coaches and trainers which I have updated to 
be relevant for a wide range of helping professionals. The topic for this time is 
contracting. 

I am a transactional analyst and contracting is a key principle of TA – if there is no 
contract then TA is not being practised (even though TA concepts may be being 
applied).  Over the years, much of what has been written elsewhere about 
contracting has come from practices within the TA community that have existed for 
many years. 

A contract may or may not be written but in many respects it resembles a formal 
legal contract – the parties must have entered into it of their own free will, it must 
be for a lawful outcome, it should specify clearly the rights and responsibilities of 
the parties and when these will cease to apply, and ideally there should be a clause 
about how the contract itself can be changed. 

The 3Rs of Contracting 

Over the years, I have developed a framework that helps supervisor and supervisee 
to set up a psychologically healthy contract, both for their overall relationship and 
for each supervisory session.  Being a fan of donkey bridges (those gimmicky ways 
we help people remember things by using alliteration or similar techniques), I call it 
the 3 R’s of supervision.  See overleaf 

Levels of Contracting 

We can further clarify the contracting between supervisor and supervisee by 
considering the levels at which the contract operates, this time using the donkey 
bridge of PPP.  See overleaf 

In my next blog, I will be looking at what happens when there are multi-party 
contracts – when there are more stakeholders than just the supervisor, 
supervisee/practitioner and the client. 
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The 3 R’s Overall contract Sessional contract 

Results 

examples might be: to 
develop the supervisee as a 

professional coach; to 
develop specific areas of the 
supervisee’s skills; to prepare 

the supervisee for 
professional exams 

what does the supervisee want 
to achieve; how will they know 
when they have achieved it; is 

achievement realistic in the 
time available; does the 

supervisor have the requisite 
competence 

Relationship 

how we will work together as 
equals whilst reflecting our 

differing levels of experience; 
how we will avoid a 

dependency relationship 

how will we work together this 
time e.g. supervisee will play 
tape, describe situation etc – 
supervisor will ask questions, 

prompt, challenge etc 

Responsibility 

the requirements of our 
respective roles; whether the 
supervisor is responsible for 

management of the 
supervisee; who is 

responsible for clients, for 
ethical behaviour by the 

supervisee 

remind ourselves that the 
supervisee will be responsible 
for whatever they decide to do 

after the supervision; 
supervisor is responsible for 

providing ‘good enough’ 
supervision 

 

Level Overall contract Sessional contract 

Procedural 

administrative aspects such 
as how often, when and 

where the supervision will 
take place; what financial 
arrangements; what notes 
will be kept and by whom 

how long for this session; will it 
be recorded (taped); who is 
involved (i.e. one–to-one, 

group) 

Professional 

nature of the respective 
roles; responsibilities (e.g. to 

professional bodies or 
employers); overall purpose 

and boundaries of 
supervisory relationship 

purpose and boundaries for 
this session; any specific 

professional considerations 
that apply; how this session fits 

within any overall contract 

Psychological 

what might go wrong; raising 
awareness of potential 

dependency/ transference/ 
counter-transference issues 

checking aspects such as the 
supervisee taking responsibility 
for themself; avoiding Rescuing 
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Blog 66: Supervision - Part 3 

28th February 2019 

Multi-Party Contracts and Supervision 

Continuing my theme of what I wrote about supervision in 2004 and 2007 (Hay, 
2004a, 2004b, 2007), I looked at what I saw as one of the key differences between 
psychotherapy and other forms of practice that are about helping people develop - 
the number of parties involved in the process.  I often joked with my colleagues that 
developmental applications of transactional analysis needed more skill than TA 
psychotherapy: for the psychotherapist there was often only them and their client, 
whereas those working developmentally as trainers, educators, coaches 
consultants, facilitators, and so on, often had to deal with the client, an organisation, 
an HR director, a line manager and maybe even more senior managers – or perhaps 
they had a classroom of children and also had to deal with the parents, the head 
teacher of the school, the education authority, etc, etc. 

I did recognise that psychotherapists also sometimes work with families, need to 
keep in mind that their clients often work within organisations, and they too 
sometimes work within organisations such as therapy centres, in-house services, 
hospitals, charities, etc.  Like other practitioners, psychotherapist may also be paid 
for by an organisation. 

This adds to the complexity of the contract, both for the professional work and for 
the supervision. 

In addition to supervisor and supervisee, therefore, it may be important to take into 
account the examples shown in the table overleaf. 

In addition to considering who else, apart from the supervisor and the supervisee, 
are ‘stakeholders’, the supervisor and supervisee need to consider: 

• How aware are the various stakeholders of the contract details between the 
other parties to that contract?  The greater the awareness, the less likely are 
there to be misunderstandings. 

• If something were to go wrong with the contract, how might that happen, and 
which parties might it involve?  Considering this beforehand allows action to 
forestall potential problems. 

• Who gets access to what information – what are the confidentiality 
arrangements necessary if the client is expected to talk openly about their 
problems and/or development needs? 
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the 
organisation(s) 

• who pays? 

• who ‘represents’ the organisation(s) and what are their 
expectations of the practitioner? of the supervision? 

• is there more than one organisation involved e.g. where 
the client works, where the practitioner works, where the 
supervisor works? 

the client(s) 

• who is/are the client(s)? 

• what responsibility towards client care does the 
supervisor have? 

• has the client given permission for the practitioner to 
present their work with them for supervision? 

• has the client agreed that the sessions with them may be 
recorded for later analysis? 

the professional 
bodies 

• under the auspices of what professional body (bodies) is 
the practitioner’s work being conducted? what are the 
implications of this? 

• under the auspices of what professional body (bodies) is 
the supervision being conducted? what are the 
implications of this? 

 

Examples of complex multi-party contracts were shown in Blogs 21 and 22 and are 
reproduced on the next page – and for each of these we need to imagine that there 
is an additional stakeholder – the supervisor – who has a connection with the 
practitioner and an implicit connection with all of the other stakeholders. 
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 Supervision with multi-party contract - consortium (adapted from Hay 2007, p.117) 

 

 

Supervision with multi-party contract - educational context (amended from Hay 2007, p.117 
- diagram corrected) 

https://oldsite.juliehay.org/uploads/1/2/2/9/12294841/edited/supervision-with-multi-party-contract-consortium.jpg
https://oldsite.juliehay.org/uploads/1/2/2/9/12294841/edited/supervision-with-multi-party-contract-amended-from-hay-2017-p117-diagram-corrected.jpg
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Blog 67: Supervision - Part 4 

14th March 2019 

Yet more on the theme of what I wrote about supervision in 2004 (Hay, 2004a, 
2004b, 2007), in this blog I describe how I have experienced supervision formats 
over the years, followed by some ideas about how a supervisee can prepare for 
supervision so as to get the most out of it. 

Supervision in Practice 

Within the transactional analysis training community, supervision is typically 
provided by: 

• at least one ‘sponsoring’ supervisor who works with a specific supervisee over a 
period of time (and particularly so during the years preparing to become a 
certified analyst) – in this way, the supervisor is able to identify any general 
themes that impact on the work of the practitioner 

• by different supervisors who may each provide individual supervision sessions – 
in this way, the supervisee gets the benefits of exposure to many different styles 
and foci of attention during their supervision 

Supervision is probably best conducted in time limited slots of about 20 minutes or 
so.  This ensures the supervision is focused and that the supervisee does not become 
overloaded with feedback.  If more time is needed, it can be negotiated although 
often a better option will be to raise any additional issues that arise as separate 
pieces of supervision.  The basic supervision slot may well be followed by a process 
review, during which the process between supervisor and supervisee is analysed 
(without going back into the content).  This will often increase the levels of 
awareness of both parties, and any observers, considerably. 

In addition to one-to-one working between a supervisor and supervisee, supervision 
can also be conducted: 

• with a group of supervisees – this is particularly suitable for more experienced 
supervisees; the supervisee in question contracts with the group for what they 
want and individual members of the group accept responsibility for working 
within the agreed contract (or for staying silent if they have nothing to 
contribute) 

• as a cascade – one person supervises the supervisee, and is then supervised on 
that supervision by someone else, who may then be supervised on that 
supervision, and so on – this is a great way of identifying any parallel processes 
that may be in effect 

• peer group and cascade supervision may of course be undertaken with or 
without the eventual intervention of an overall supervisor 
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Preparing for Supervision 

The preparation process is as follows: 

• ask for permission from clients/participants to record and to use the recordings 
for supervision – this can be explained to them as part of a process of quality 
control and also CPD record (audio or video) – you can also reassure them that 
only professional colleagues will hear the recordings, that their real names will 
not be shared, etc, as appropriate; 

• record (audio or video) as much of your work as possible - if you don’t do all of 
it, it seems to be a law of the universe that you’ll miss something really 
significant that you want to analyse and learn from; 

• while you are working, make a note if you can of any times when you are 
particularly pleased or doubtful about the way the session is going, so you can 
listen and analyse that part later; 

• afterwards, as well as reviewing the parts you noted, listen to the recordings 
generally as you will  be able to identify other segments that are good or not so 
good, that you were not aware of at the time; 

• take a specific segment of no more than 5 minutes and start listening to it in 
analysis mode.  You can do this using transactional analysis concepts such as ego 
states, transactions, strokes, psychological games, etc; NLP constructs such as 
representational systems, meta programs, language patterns, etc; behaviour 
analysis categories such as initiating, reacting, clarifying, etc; or any other 
psychological frameworks you and your supervisor are familiar with.  Listen to 
the same small segment repeatedly, with a different focus each time, so that 
you build up your awareness; 

• by the time you have done this, you may of course have worked out for yourself 
just what was going on, plus identified some alternative ways to proceed in 
similar circumstances in the future – so you will have completed some self-
supervision; 

• for other segments, prepare to take them to supervision by producing a 
transcript (you can do it without but it helps a lot to keep track of the 
interactions on the tape); 

• decide what you want to get from the supervision so you can contract with your 
supervisor – examples might be: checking your understanding of the dynamics; 
developing your understanding of the dynamics (when you know something is 
going on but can’t quite work out what!); identifying options for ways to handle 
similar situations in future; identifying how much of what happened is due to 
you versus the participant(s). 
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You might also find it useful to work with a checklist or summary of information 
about the client/participant(s) and what you are working on with them – there is a 
TA-based Supervision Preparation Form at www.juliehay.org in the downloads 
section, which you are welcome to download and use.  [There are now 3 – individual, 
group and organisation versions] 
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Blog 68: Supervision - Part 5 

28th March 2019 

Supervision is a shared process so, whether you are reading this as a practitioner or 
as an existing or potential supervisor, it is helpful to have a model for analysing the 
supervision process itself.  This allows both parties to engage in ongoing professional 
development – of their skills of supervision or of being supervised. 

Analysing the Supervision Process 

The following is a simplified version of C7P7A7, which I have developed for use when 
analysing group dynamics (see Blog 55).  For supervision, it began in 2004 as C4P4A4 
and by 2007 it had become C5P5A5.  For supervision, there is a limit to what we can 
keep in mind, but the following can be considered roughly chronologically, in three 
categories: 

• C5 - Context, Contact, Contract, Content, Contrasts - what is happening as the 
supervision starts up. 

• P5 - Paradigms, Personal, Professional, Psychological, Parallels - applies once 
the supervision has moved into 'the work'. 

• A5 - Autonomy, Authenticity, Alternatives, Aims, Action - is relevant as the 
supervision is coming to a close. 

Context 

What is the context for the supervision?  What is the context for the work being 
supervised?  Are there any links? Are the boundaries clear?  Does the supervisee 
have adequate access to good structure, strokes and stimulation outside the 
supervision?  

Contact 

How well are we making contact with each other?  At an overt level, are there signs 
of rapport being established?  Do we feel that we are truly connecting? What is the 
supervisor’s role here in providing the supervisee with structure, strokes and 
stimulation? 

Contract 

How clear is the contracting? Does the contract cover the procedural, professional 
and psychological levels?  Does it address the results intended, the allocation of 
responsibilities, and the relationships that will apply?  What contracts exist/should 
exist with other parties/stakeholders? 
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Content 

What is the supervision about? Is this an appropriate topic?  Did the supervisee 
determine the content? Should the supervisor direct the supervisee to specific 
content? As the supervision progresses, are we staying with the content and not 
going off on tangents? 

Contrasts 

How are we different? How are we similar? How might our differences help or 
hinder the process? How might our similarities help or hinder the process? What 
cultural differences might there be between our maps of the world? 

Paradigm 

Are there significant differences in the paradigms, or models of the world, of 
supervisor and supervisee?  What is being done to understand and respect the 
supervisee’s paradigms, especially when they have a different cultural background 
to the supervisor? 

Personal 

In what ways do our styles differ and what impact might this be having? In what 
ways are our styles similar on what impact might this be having? How aware are we 
of our personal reactions? How are we sharing these appropriately with each other? 

Professional 

Is there an appropriate level of professional expertise, knowledge, experience? Is 
the supervisor respecting the professional competence of the supervisee (and vice 
versa)? What professional ethics and practices apply? 

Psychological 

How 'straight' are the interactions?  Are there ulterior transactions, discounting, 
psychological game playing? How are we handling the stages of dependence, 
counter-dependence, independence and interdependence?  What about 
transference and counter-transference?  How might we appropriately bring to the 
surface anything occurring at the psychological level? 

Parallels 

Are there 'parallel processes' in effect, where difficulties between 
practitioner/supervisee and client are replayed between supervisor and supervisee?  
Are processes within the supervision a mirror of relationships the practitioner, or 
the supervisor, has in their personal or professional life? 
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Autonomy 

Are we behaving in autonomous, script-free ways?  Are we aware and in the here-
and-now?  What life positions, or windows on the world, are in evidence?  Is the 
supervision leading to increased autonomy for the supervisee (and supervisor)? 

Authenticity 

Are we using our ‘real selves’ in the supervision?  Are we accessing our emotions 
and reactions as sources of information within the supervisory process?  Are we 
owning our vulnerability and willing to share openly so that we can check what 
belongs to the supervision process and what does not? 

Alternatives 

Is a range of options considered before decisions are made?  Is there discounting 
occurring - are we ‘overlooking’ some aspects of the situation, its significance, the 
possible solutions, the skills available, the strategies for implementation, or the 
ultimate success factors? 

Aims 

Whose aims are we working towards – those of the supervisor or of the supervisee? 
How well are we working within the aims of the original contract for this supervision 
session? How well are we working within the long-term aims regarding the 
professional development of the supervisee? 

Action 

Is the supervisee being enabled to identify potential actions that will increase their 
competence with the client? and with clients in general? Are clear action plans being 
developed where appropriate, with measurable, manageable and motivational 
objectives?  Is the sequence one of decision, direction, destination? 
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Blog 69: Supervision - Part 6 

11th April 2019 

In the earlier parts of this series of blogs about supervision, I have been updating 
material that was included in articles and books that were published in 2004 and 
2007 (Hay, 2004a, 2004b, 2007). Back then I was writing about supervision for 
coaches and for trainers within organisations; in Blogs 64-66 I adjusted the material 
so that it would apply to any helping practitioner. 

Now I am moving on to later material that I produced that was specifically about 
how we can conduct supervision online (Hay, 2010, 2011). 

E-Supervision 

Back in 2010, I was writing about e-supervision using Skype – I still use Skype but I 
also now use Zoom as often there is a better connection in some areas of the world. 
I am sure there are other similar ways to connect. Whichever is used, using the 
Internet in this way gives us several advantages: 

• people in economically-disadvantaged areas of the world can still access 
supervision without incurring the costs of travel for themselves or the 
supervisor (and I operate a version of the discounting scheme that I introduced 
years ago to ITAA and EATA - for supervision with me that takes the form of my 
fee being 20% more than the supervisee is being paid for their own work) 

• the world benefits because we are not travelling and adding to our carbon 
footprints 

• the non-travelling benefits also extend to any interpreter that may be involved; 
in addition the interpreter can be anywhere in the world so it is not reliant on 
there being a suitably TA-experienced interpreter in the same country as the 
supervisee or supervisor 

• it provides an opportunity to provide input, develop supervisees, and therefore 
raise standards, in areas of the world where they would otherwise be limited 
access to TA professionals 

• it enables cross-cultural working, with all the benefits to supervisor and 
supervisee, of working with people with different perspectives, different 
working practice norms, different cultural scripts, different understandings of 
TA theory ……. 
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Because the online services offer conferencing options, it also means that: 

• live supervision of live supervision can be conducted – I can observe the 
supervisee working with their own supervisee, and this can be done whether 
they are in the same place or whether the supervisee is working with someone 
in yet another place in the world 

• group supervision can easily be done – I prefer to conduct one-to-one 
supervision and then have a process review afterwards during which those who 
have been observing can discuss with me their analyses of what they have 
observed and can ask me questions about my internal processes whilst I was 
doing the supervision 

In terms of theory related to supervision, in Hay (2010) I referred to the 3Ps – 
although I incorrectly referencing all of them to Crossman rather than Crossman 
(1966) for permission and protection and Steiner (1968) for adding potency.  I wrote 
then that: 

• "I am able to give permissions to those involved to develop their professional 
competence 

• I am able to provide protection by raising areas where there is a risk of 
infringement of professional practice guidelines or ethical codes 

• I am able to be potent enough to provide ‘good enough’ supervision which 
models ways of interacting that can appropriately be used also by the supervisee 
with the trainee (and in line with positive parallel process (Hay, 2007), by the 
trainee with their client)." (p.236) (underlining in original) 

In Hay (2011) I referred to Goffman’s (1974) material on how frames and the 
concept of presence can aid an understanding of processes. I wrote that Goffman 
proposed that “we employ frames or schemata of interpretation that are socially 
shared and culture specific. Even coaches and supervisors who are unfamiliar with 
Internet communications will already have frames about telephone interaction and 
these will include the ‘real’ presence of the parties involved even though they are in 
different locations. The key is to add frames of reference about supervision to the 
mix so that we become engrossed in the supervisory process and take for granted 
the technology and software that allowing [sic] us to connect. When technical 
problems interrupt connection, we will be forced to shift to frames about the 
connection process and may need time to get our focus back onto supervision once 
we are re-connected. Effective use of e-supervision may, therefore, depend on the 
flexibility of our frame-making.” (p.246). 
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I also summarised some of the benefits and challenges. Although the lack of face-
to-face contact is often stated as the principal challenge to e-supervision, 
paradoxically is also a significant benefit. “The lack of face-to face contact 
encourages both supervisee and supervisor to stay in the present rather than 
experiencing the full impact of transference and/or counter-transference… 
reinforced because the kinaesthetic connection is being modified or filtered by the 
technology. The supervisee is less likely to engage in strong emotional reactions or 
expect the supervisor to take over the problem. The supervisor is less likely to feel 
drawn into rescuing (or persecuting or being victimised… less of a pull into a parent-
child or co-dependency mode.” (p.242). 

The context is also one in which mindfulness can occur more readily. “This ‘practice 
of being present with the immediate experience of our lives’ (Aggs and Bambling 
2010) can be facilitated …..“ (p.242). This means that the supervisee, and the 
supervisor, are more likely to stay in the here-and-now with each other. 

Finally, I pointed out that we may need to change our “channel of communication 
or lead representational system (Bandler and Grinder 1979). Many of us are 
accustomed to taking in information predominantly through sight; with fewer 
people using auditory as their main channel. However, unless we have a physical 
impairment, we will process both visual and auditory stimuli – plus of course 
kinaesthetic …… Working electronically means that we will focus much more on 
what we are hearing, including the words and what they might represent, tone of 
voice, any hesitations, sighs, laughter, the ‘music behind the words’, and what is not 
being said .…. if our own representational system is auditory we may function within 
each supervision session just as we do face-to-face. If our lead system is visual, we 
may need time and practice to pay more attention to our auditory channel; 
fortunately our neurology is such that we have the spare brain capacity to set up the 
necessary new neural pathways. In either case, we can still take in information 
through our kinaesthetic channel, although some of us will find that this is usually 
stimulated via our visual or auditory channel and may not serve us as well until we 
get used to the shift required.” (p.242-243). 
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Blog 70: The Concluding of the Series - Part 1 

25th April 2019 

Blog 69 brought me to 2011. As I looked to see what came next, I realised that since 
then I have mostly published my ideas in ways that make them easily accessible 
online. Many of them are available on my website as free downloads, and many 
have been published within the IDTA Newsletter, which is also freely available to 
download at www.instdta.org and look for Newsletters. 

One exception being that I co-wrote an article about the TA Proficiency Awards 
which I project manage. This appeared in the Transactional Analysis Journal, which 
is of course only available if you, or your institution, pays for access. Although I can 
use the material in my own work, I am not allowed to post the article on a website 
– in fact, the publishers wanted $1500 a year just to let me show a link to it - and 
that was the reduced fee after I pointed out that it was a volunteer-run social action 
initiative. Fortunately, if you want to know about the TA Proficiency Awards, you can 
find plenty of information (www.taproficiencyawards.org) 

I am therefore coming to the conclusion of this series of blogs. There seems no point 
in reproducing something that you may well have read already, and that you can 
have easy access to in any case.  So in this blog I am now giving you a list of topics 
that I published material about during 2011 and 2012.  Each topic is a link that will 
take you straight to the article – just go to the ones that interest you and happy 
reading! 

My next blog will do the same for 2013 – and so on until we reach the present day. 

 

Here is the link to use for the following references if you are reading this in a 
paperback book: - www.juliehay.org – and go to the Free Downloads section. 

 

Affect Script Psychology IDTA Newsletter 6:1 6-7  

Positive Psychology IDTA Newsletter 6:4 5 & 7  

Schema Therapy IDTA Newsletter 6:4 6-7 

Transactional Analysis and Social Roles IDTA Newsletter 6:4 8 

Multi-Party Contracting: A Prison Environment Example IDTA Newsletter 7:4 10-14 

Deconfusion – Download of item posted on LinkedIn Transactional Analysis Group  

http://www.instdta.org/
http://www.taproficiencyawards.org/
http://www.juliehay.org/
https://juliehay.org/wp-content/uploads/2020/01/affect_script_psychology_idta_news_mar_2011-1.pdf
https://juliehay.org/wp-content/uploads/2020/01/positive_psychology_idta_news_dec_2011.pdf
https://juliehay.org/wp-content/uploads/2020/01/schema_therapy__idta_news_dec_2011.pdf
https://juliehay.org/wp-content/uploads/2020/01/ta__social_roles_idta_news_dec_2011.pdf
https://juliehay.org/wp-content/uploads/2020/01/multi%E2%80%90party_contracting_in_prisons_-_idta_extracted.pdf
https://juliehay.org/wp-content/uploads/2020/01/deconfusion.pdf
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Blog 71: The Concluding of the Series - Part 2 

9th May 2019 

As I explained in Blog 70, when I reached 2011 I realised that most of my material 
after that was being published in open access publications, such as the IDTA 
Newsletter. 

I am therefore concluding this series of blogs by making it easy for you to click on 
links and read about any of the topics that interest you. 

Here are the relevant items for 2013: 

Drivers – and Working Styles – an Essay – download 

Personality Adaptations and AP3 – an Essay – download 

Injunctions – an Essay – download 

Analysing ‘people’ within organisations – IDTA Newsletter 8:1 3-5 

Systemic Constructivist TA applied to Organisational Consulting – IDTA Newsletter 
8:1 5-6 

 

Again, here is the link to use for the following references if you are reading this in a 
paperback book: www.juliehay.org – and go to the Free Downloads section. 

 

 

  

https://juliehay.org/wp-content/uploads/2020/01/drivers__working_stlyes_-_an_essay.pdf
https://juliehay.org/wp-content/uploads/2020/01/personality_adaptations___ap3_-_an_essay.pdf
https://juliehay.org/wp-content/uploads/2020/01/injuctions_-_an_essay-1.pdf
https://bit.ly/AnalysingPeopleInOrganisations
https://bit.ly/SystematicConstructivistTA
https://bit.ly/SystematicConstructivistTA
http://www.juliehay.org/
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Blog 72: The Concluding of the Series - Part 3 

23rd May 2019 

As I explained in Blog 70, when I reached 2011 I realised that most of my material 
after that was being published in open access publications, such as the IDTA 
Newsletter. I am therefore concluding this series of blogs by making it easy for you 
to click on links and read about any of the topics that interest you. 

Here are the relevant items for 2014: 

Extending the donkey bridge for autonomy IDTA Newsletter 9:1 8 

Windows on the World – some additions from China IDTA Newsletter 9:1 13 

Time structuring, group imagoes – some ideas on application IDTA Newsletter 9:1 
10-13 

Permissions – An Essay – download 

Back to the Future using Cocreative Spirals IDTA Newsletter 9:4 6-10 

 

Again, here is the link to use for the following references if you are reading this in a 
paperback book:www.juliehay.org – and go to the Free Downloads section. 

 

 

  

https://juliehay.org/wp-content/uploads/2020/01/autonomy_donkey_bridge_5a.pdf
https://juliehay.org/wp-content/uploads/2020/01/windows_on_world_china_addtns.pdf
https://juliehay.org/wp-content/uploads/2020/01/time_struct___imagoes-1.pdf
https://juliehay.org/wp-content/uploads/2020/01/time_struct___imagoes-1.pdf
https://juliehay.org/wp-content/uploads/2020/01/permissions_-_an_essay.pdf
https://juliehay.org/wp-content/uploads/2020/01/back_to_future_w_cocreative_spirals.pdf
http://www.juliehay.org/
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Blog 73: The Concluding of the Series - Part 4 

6th June 2019 

As I explained in Blog 70, when I reached 2011 I realised that most of my material 
after that was being published in open access publications, such as the IDTA 
Newsletter. I am therefore concluding this series of blogs by making it easy for you 
to click on links and read about any of the topics that interest you. 

2015 

Avoiding Conflict - IDTA Newsletter 10:1 4-8 

Hay's Intervention Wheel - IDTA Newsletter 10:1 6-8 

Using a time line for decision making - IDTA Newsletter 10:1 5-6 

Transgenerational Script - IDTA Newsletter 10:2 7-11 

Four Conceptualisations of the Concept of Script - IDTA Newsletter 10:4 3-6 

 

Again, here is the link to use for the following references if you are reading this in a 
paperback book: www.juliehay.org – and go to the Free Downloads section. 

 

 

  

https://juliehay.org/wp-content/uploads/2020/01/avoiding_conflict_-_idta_news_mar_2015-1.pdf
https://juliehay.org/wp-content/uploads/2020/01/hays_intervention_wheel_-_idta_news_mar_2015.pdf
https://juliehay.org/wp-content/uploads/2020/06/using_a_timeline_for_decision_making_-_idta_news_mar_2015.pdf
https://juliehay.org/wp-content/uploads/2020/06/Transgenerational-Script.pdf
https://juliehay.org/wp-content/uploads/2020/01/script_-_four_conceptualisations.pdf
http://www.juliehay.org/
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Blog 74: The Concluding of the Series - Part 5 

20th June 2019 

As I explained in Blog 70, when I reached 2011 I realised that most of my material 
after that was being published in open access publications, such as the IDTA 
Newsletter. I am therefore concluding this series of blogs by making it easy for you 
to click on links and read about any of the topics that interest you. 

I am now beginning to think about what I will follow this series with – let me know 
if there is anything in particular you would like to be reading about. 

2016 

Why do we need to know about Research? IDTA Newsletter 11:1 3-11 

Hay’s Organisational Cone IDTA Newsletter 11:4 19-20 

 

Again, here is the link to use for the following references if you are reading this in a 
paperback book: www.juliehay.org – and go to the Free Downloads section. 

  

https://juliehay.org/wp-content/uploads/2020/01/research-_what_need_to_know.pdf
https://juliehay.org/wp-content/uploads/2020/01/hays_organisational_cone.pdf
http://www.juliehay.org/
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Blog 75: The Concluding of the Series - Part 6 

4th July 2019 

As I explained in Blog 70, when I reached 2011 I realised that most of my material 
after that was being published in open access publications, such as the IDTA 
Newsletter.  I am therefore concluding this series of blogs by making it easy for you 
to click on links and read about any of the topics that interest you. 

2017 

Exam Techniques for TA Exams - IDTA Newsletter 12:2 15-30 

TA Referencing – Back to the original Sources - IDTA Newsletter 12:2 30-31 

Autonomy – some of the Early Material - IDTA Newsletter 12:3 16-21 

Sailship Success – an update - IDTA Newsletter 12:4 6-10 

 

Again, here is the link to use for the following references if you are reading this in a 
paperback book: www.juliehay.org – and go to the Free Downloads section. 

 

 

  

https://juliehay.org/wp-content/uploads/2020/01/exam_techiques_for_ta_exams.pdf
https://juliehay.org/wp-content/uploads/2020/01/ta_referencing_-_back_to_original_sources.pdf
https://juliehay.org/wp-content/uploads/2020/01/autonomy_early_material.pdf
https://juliehay.org/wp-content/uploads/2020/01/sailship_success_%E2%80%93_an_update_12_4.pdf
http://www.juliehay.org/
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Blog 76: The Concluding of the Series - Part 7 

18th July 2019 

As I explained in Blog 70, when I reached 2011 I realised that most of my material 
after that was being published in open access publications, such as the IDTA 
Newsletter.  I am therefore concluding this series of blogs by making it easy for you 
to click on links and read about any of the topics that interest you. 

2018 

Designing a CTA Programme - IDTA Newsletter 13:1 8-19 

What is TA Counselling - or is it Coaching? - IDTA Newsletter 13:2 7-25 

The Icebergian Unconscious - IDTA Newsletter 13:3 11-17 

Group Dynamics: C7P7A7 - IDTA Newsletter 13:4 7-8 

Power Potentials - IDTA Newsletter 13:4 17-21 

Psychological Boundaries and Psychological Bridges: A Categorisation and the 
Application of Transactional Analysis Concepts – International Journal of 
Transactional Analysis Research & Practice 9:1 52-81 

 

Again, here is the link to use for the following references if you are reading this in a 
paperback book: www.juliehay.org – and go to the Free Downloads section. 

 

  

https://juliehay.org/wp-content/uploads/2020/01/designing_a_cta_programme.pdf
https://juliehay.org/wp-content/uploads/2020/01/what_is_counselling_or_is_it_coaching.pdf
https://juliehay.org/wp-content/uploads/2020/01/the_icebergian_unconscious.pdf
https://juliehay.org/wp-content/uploads/2020/01/group_dynamics_c7p7a7.pdf
https://juliehay.org/wp-content/uploads/2020/01/power_potentials.pdf
https://bit.ly/PsychologicalBoundariesAndBridges
https://bit.ly/PsychologicalBoundariesAndBridges
https://bit.ly/PsychologicalBoundariesAndBridges
http://www.juliehay.org/
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Blog 77: The Concluding of the Series - Part 8 

1st August 2019 

As I explained in Blog 70, when I reached 2011 I realised that most of my material 
after that was being published in open access publications, such as the IDTA 
Newsletter.  I am therefore concluding this series of blogs by making it easy for you 
to click on links and read about any of the topics that interest you. 

It seems appropriate to me to end this series number 77, as a double lucky number 
in some cultures, and as a coincidence with my age this year. 

Here are the links to what I have written so far in 2019. 

Informal Structures in Organisations - IDTA Newsletter 14:1 6-11 

The Autonomy Matrix - Birmingham: UKATA Conference Delegate Pack (now 
included as a download at juliehay.org) 

TA Contributions from India - This will be appearing in the next issue of the 
International Journal of Transactional Analysis Research & Practice - watch out for 
it at www.ijtarp.org - free access for everyone  (it was in (2019) 10 (2), 101-119 
http://doi.org/10.29044/v10i2p101Vol  

 

Again, here is the link to use for the following references if you are reading this in a 
paperback book: www.juliehay.org – and go to the Free Downloads section. 

https://bit.ly/InformalStructuresInOrganisations
https://www.juliehay.org/uploads/1/2/2/9/12294841/autonomy_matrix_2019_download.pdf
https://www.ijtarp.org/
http://www.juliehay.org/
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