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Introduction 
 
The Join Staff Training was hosted by SENSENET partner DLF in June 2020. The 
SENSENET partner agreed on the goal of the Join Staff Trainig to test the viability of the 
Coaching Module and collect data on the possible use of SENSENET while enabiling the 
participants to use and promote the usage of the SENSENET tools. Due to the ongoing 
pandemic in Europe a physical meeting in Denmark, as anticipated, was not possible and 
therefore the workshops were hosted online. The participation for the three workshopdays 
(6 hours in total) was supported by a Learning Management System as well as a video 
confernce tool. The facilitation was carried out by Kate Maria Vinther, Dr. Glenn 
Frommer, Jan W. Andreassen and Robert Vollstedt and supported by the SENSENET 
partner organizations.  
 
About 33 people participated during the workshopdays (03/06, 09/06 & 12/06), averaging 
on about 25 people per day.  

Outcome 

IO Introudction Videos 

To ensure a good preperation of the participants, the SENSENET partners developed 
introdutionary videos for each Interlectual Output. We propose to consider future uses of 
these videos:  
Video about IO1 https://youtu.be/Wlg8w4HcKuU 
Video about IO2 https://youtu.be/9RsuEbwd4Ok 
Video about IO3 https://youtu.be/UW1SjM5fx8Q 
Video about IO4 https://youtu.be/F1jws-Pjlhg 
 

Summary of Outcomes 

The Join Staff Training was designed to first introduce the importance of Diversity and 
Inclusion to the participants and to detect challenges in the organizations¶ advancement 
of Diversity and Inclusion practices. Next an introduction to protreptic coaching aimed to 
provide the participants with the tools to trigger change in their organization and to 
introduce Diversity and Inclusion awareness and tools. Finally a reflection of the overall 
SENSENET tools and coaching implementation unvealed new obstacles and ambiguities 
that might arise in the process of advancing Diversity and Inclusion practices. The 
following table summarizes the challenges the participants started with as well as the 
challenges they detected when thinking about implementing coaching methods and other 
SENSENET tools:  
 

https://youtu.be/Wlg8w4HcKuU
https://youtu.be/9RsuEbwd4Ok
https://youtu.be/UW1SjM5fx8Q
https://youtu.be/F1jws-Pjlhg
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 Challenges Day One Challenges Day Three 

 
 
Group 1 
D&I Policies 

- How do we envision D&I 
initiatives into our 
organization? 

- How do we develop a D&I 
culture with our organization’s 
stakeholders? 

- How do we get reliable data to 
support the implementation of 
D&I policies? 

- How do we raise awareness of the 
scope and importance of D&I 
issues? 

- How do we ensure continued 
support and resources for D&I 
initiatives while recognizing that 
results will take time? 

- How can we leverage the benefits 
of coaching to raise awareness of 
continued D&I initiatives and 
performance achievement? 

 
 
Group 2 
D&I 
Business 
Case 

- How do we capture the mindset 
and valorise D&I into our 
organizations? 

- How do we apportion resources 
for successful D&I 
implementation / initiatives / 
action plan? 

- How do we reward D&I 
performance and achievement? 

- How do we capture and 
demonstrate the value of 
SENSENET tools for inclusive 
evaluation of coaching and 
mentoring activities? 

- How do we assess the value of 
coaching and mentoring activities 
and set the priorities for D&I 
initiatives? 

-  How do we get our Boards and 
Senior Management to commit to 
an action plan / programme of D&I 
performance improvement? 

Group 3 
Attracting  
People 

- How do we convince our 
Boards to change their D&I 
performance and communicate 
their actions with a sense of 
dedication?  

- How do we make organization 
appealing and ‘sexy’ in terms 
of D&I? 

- How do we engender faster 
adoption of D&I initiatives and 
change mindsets and attitudes? 

- How can we use Protreptic tools to 
improve understanding, empathy 
and awareness of the whole 
organization regarding D&I 
initiatives? 

- How do we energize change to 
move D&I initiatives into our 
existing organizations? 

- How can we improve our skills 
with the Protreptic methodology, 
for example role playing? 

- How can we develop D&I case 
studies to inform, educate and 
attract people? 

 
 
 
Group 4 
Developing 
People 

- How do we increase 
management’s awareness and 
career importance of D&I 
initiatives, not only from a 
monetary aspect? 

- How do we significantly 
increase investment in D&I 

-  
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Recordings of the Workshops 

Recordings of the plenary summaries of the group discussions and the presentation on 
coaching can found here: 
Discussion Day 1: https://youtu.be/uzZolmkA1_M 
Preseentation Day 2: https://youtu.be/BZah2Gdrjzo 
Discussion Day 3: https://youtu.be/_gPwEeAuXco 

 

 

initiatives in Boards, managers 
and operational teams? 

- How do we move beyond legal 
compliance when developing, 
implementing and 
communicating D&I initiatives 
to make D&I a specific strategy 
in people management? 

Group 5 
Retaining 
People 

- How do we communicate D&I 
as a purpose for our 
organizations? 

- How do we expand D&I 
purposes into our ongoing 
organization strategies? 

- How do we include D&I in On-
boarding and further training of 
new and longer-term 
employees? 

-  How do we develop D&I 
achievement as a driver for 
change? 

- How do we introduce and 
communicate the Protreptic model 
as a tool for coaching in our 
organization? 

- How can we improve our 
preparation for interviews and 
recognizing our biases within our 
‘safe havens’? 
 

Group 6 
Team 
Management 

- How do we assign and allocate 
dedicate time to implement a 
D&I programme? 

- How do we include D&I values 
into recruitment and on-
boarding? 

- How do we start the 
conversation on D&I issues 
and include that into ongoing 
team management? 

- How can we develop a continuing 
programme of coaching supporting 
D&I encouraging changes to 
Boards and departmental 
management? 

- How do we use the Protreptic 
methodology to learn about and 
avoid biases in our Team 
Management? 

- How can we develop D&I 
implementation / initiatives for 
small and medium sized 
organizations? 

- How do we reward D&I 
achievement in our teams? 

https://youtu.be/uzZolmkA1_M
https://youtu.be/BZah2Gdrjzo
https://youtu.be/_gPwEeAuXco
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Dissemination 

A first dissemination video, capturing the spirit of the first workshop days, can be found 
here: https://youtu.be/wTjK87pHIA0 

Quality Assessment 

A questionaire was send to the participants on several ocasions. An evaluation of the 
response rate and data gathered is still pending. 
 

Appendix 
 
Supporting documents attached to this summary: 

1. Presentations Day 1/Day 2/Day 3 
2. Additional Information on Coaching 
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1
Group Discussion Day 1

1

Agenda for Group Discussion

Discussion of own Diversity & Integration performance as well as 
examples of needs and challenges

2

9:40 – 9:45 Short introduction to the topic & the group

9:45 - 10:15 Discussion of the preparation sheet for Day 1

10:15 – 10:20 Summary of the main points

Goal: Collection of challenges in advancing the D&I topic

2
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2

Introduction to the topic

3

3

Group Discussion

Discussion of own Diversity & Integration performance as well as 
examples of needs and challenges

4

Discuss a situation in your organization that exemplifies why this topic is
of importance to you.

4
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3

Group Discussion

Discussion of own Diversity & Integration performance as well as 
examples of needs and challenges

5

Name a situation that exemplifies your organization’s need concerning
this specific topic.

5

Group Discussion

Discussion of own Diversity & Integration performance as well as 
examples of needs and challenges

6

Concerning your organizations practices on Diversity and Integration
identify what challenges might have hindered the further development
of the topic within your organization?

6
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Break

You may leave the call and join in 20 minutes through the same link.

Click on another ‘Breakout Room’ if you want to talk to other 
participants during the break.

20 Minutes Break 

7

7

Agenda for Plenary Discussion

Exchange & Discussion of Outcomes

8

10:40 – 10:45 Introduction

10:45 – 11:25 Summary of Group Discussions
4 Minutes per Group

11:25 – 11:30 Wrap Up

8
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GoNorth ApS - Jan Andreassen +45 251 00 251
1

Sensenet Staff Training Event 
Coaching model, methods &

how to use in practice

Denmark – DLF

1

GoNorth ApS - Jan Andreassen +45 251 00 251

Agenda

• Introduction
• The body languish 
• Protreptic A coaching conversations tools
• Eventualerne - Mood registry for an protreptic conversation
• Breakout room
• Eventualerne - Mood registry for an protreptic conversation

• Break / coffe

• Environments and sittings
• Energy is a important fuel for the conversations and for yourself
• Breakout room
• Enterprise DNA to values  - Value is important for a coaching  “Protreptic”
• Protreptics in practice
• Let’s try Protreptic
• Breakout room
• Resume

2
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GoNorth ApS - Jan Andreassen +45 251 00 251

Owner of GoNorth is an international management training company founded 
in Denmark in 2014. 

Former General Manager at Discovery Channel in Scandinavia for more than 
15 years, 

Have a Master’s Degree in International Business Coaching and has a wealth 
of senior management experience as well as being a coach and mentor to 
leaders in global corporations.

My approach to program designs in GoNorth blends proven traditional 
management training systems with the conclusions of international studies 
that show how energies and values from nature can support managers be the 
best that they can be.

”Better Leaders by Nature”

Who am I ?

3

GoNorth ApS - Jan Andreassen +45 251 00 251
4

Before a conversation

4
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The body have a language
How often do you look at the way people are dressed, the way they’re walking, 
or the confidence or awkwardness of their interactions, and make assumptions 
about who they are?
Important body language for a good conversations:
•Shake it Good

• With a firm-but-relaxed greeting 
•Stand Up Straight

• Have a good posture
•Mind Your Mannerisms

• Be aware of your arms and hands

•Face It
• Think about what your face is saying

5
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“Protreptic”

A coaching conversations tools 

6
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What is Protreptic
The concept of protreptic is found in the culture of Athens from 400 B.C. and 
forward It is used by Platon student of Sokrates, founder of Academia.  
The word protrepo is Latin and can be translated to 'turn towards or incite'.

To “soften the tyrant” or The King’s road but also – the mirror of the king.

STRENGTHEN YOUR DIALOGUE AND YOURSELF

Protreptics is a philosophical coaching tool
It makes you clearer about your own and community's values.

Protreptics education is practically close and helps you as a person/leader to:
• be aware of your values so that you appear strong and authentic in the dialogue.
• Increase agile management to ensure flexibility and development.
• stimulate new thinking, eg on values, themes and concepts.
• provide space for your team and their individual needs.

7
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THE DIFFERENCE OF PROTREPTIC AND 
COACHING - BASIC DIFFERENCES

Protreptic: 

There is no goal to be reached and there is no agenda in the conversation. 
But there are elements that the protrepticist must be aware of, which is 
described in another document - “Eventualerne”
Coaching:

In coaching there is a goal to be reached with 'the other', and this means that 
the conversation can be guided 

Protreptics are based on a value, a word, an event or a term that is 
continuous throughout the conversation, for example confidence. Instead of 
focusing on problems, protreptic focus on concepts and values for the: 
employee, the leader and the organization on a more general and abstract 
level.

Coaching usually takes the starting point of a problem or a challenge that 
needs to be investigated and found a solution.

8
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Protreptic
“Eventualerne”

Mood registry for an protreptic conversation.

9
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“Eventualerne”

Hetrotelos 
To have another as your aim – be there for the other one and put yourself into the background. 
(Important) do not get infected by the mood of the conversation - try to grab the mood and ask 
curious into it. (don’t use your own power - step at the side of the other – be there in the “now” 
remember not to get carried away by the atmosphere

Synkatatetis 
Be aware of the other, be open but also somewhat critical of your views and questions.
(It’s important to find out what the difference between what the other is and what the other represent)
Be alert and open to what is being told by the other - be critical but proceed carefully - go into the 
other - what is important for the other - what is of value to the other ask about this?
Ask the other to form a picture of himself and challenge this, but carefully, find out what the other is 
the other stand for as a human being.
Find the real - the inner 'I' ( ego not negative) at the other…
Questions that can be made are:
This is what I stand for what do you stand for ?
What are you ?
What will you ?

Lepcis - Create careful a desire for change in the other.  (  Trust is important )
Try gently to create a will on the other to change things in himself and the environment he / she is 
part of.

10
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“Eventualerne”

Katafyge
Create a safe haven - a great place to be - make a good framework for the conversation.
Ensure peace in the conversation for the other - Imagine that it is a cave you together have built, to 
sit here and talk confidentially - like when we were kids when we built the caves under the dining 
table with blankets.

Prosoche - Attention Zones.
There are various things we need to be aware of a conversation and here there are five areas we 
need to focus on:

Think about how you react in the conversation. - also on what you feel ...(you)
On the other - note how the others reacting in the conversation, ask about reaction. (the other)
They others - how do you think he / she the others will react ...(3 part )
The relationship between - what is there between (good-evil)  (scale 1-10)
Meta - be aware of what there creates attention

Ergon 
Find the right time to stop the conversation / pull away.
Find the point in the conversation where it may be good to stop - the moment when the other will 
create a reflection.
Let the other person's voice fill - Let it be the last - so he/she have something to think / reflect on

11
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Breakout room
Time 10 min.

Group 1: How to use/be aware of Hetrotelos 

Group 2: How to use/be aware of Synkatateti
Group 3: How to use/be aware of Lepcis 

Group 4: How to use/be aware of Katafyge
Group 5: How to use/be aware of Prosoche - Attention Zones
Group 6: How to use/be aware of Ergon 

12



7

GoNorth ApS - Jan Andreassen +45 251 00 251

Protreptic
“Eventualerne”

Mood registry for an protreptic conversation.

13
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14

Time to break
15 min.

14
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Use the nature for 
conversations

We know from experience that living in nature is doing well.

In Japan, it is decided at government level that this empirical knowledge 
must be supported by scientific evidence.

Shinrin-yoku, forest bath, was officially introduced by the Japanese Ministry 
of Agriculture in 1982.

The researchers are working on a hypothesis that these are the airborne 
molecules we inhalation has a positive effect, as well as an effect from 
negatively charged ions and that these together have a synergy effect.
The airborne molecules come from bacteria in the forest floor and from 
plant derivatives (phyton-cides) - popularly called essential oils - from trees. 
The bacteria are thought to interact with our gut bacteria. The ions, the 
negatively charged particles, is thought to increase serotonin levels in the 
body.

https://time.com/5259602/japanese-forest-bathing/

15
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Be in movement when you 
have a conversations

Science has confirmed that walking does 
indeed awaken creative ability. In one 
Stanford University study, researchers 
found that walking boosts creative output 
by 60 percent. ... 
It may be that creativity is stimulated by 
walking because the activity requires the 
simultaneous use of multiple parts of the 
brain

16

https://time.com/5259602/japanese-forest-bathing/
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Energy is a important fuel for the 
conversations and for yourself

Focus on 3 energies:
Mental Energy

Mental and emotional behaviour 

Physical Energy
Food, sleep, recover and training 

Professional Energy
Environment, talent and skills

17
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Breakout room
Time 10 min.

Group 1 and 4: How do you keep high Mental Energy in a conversations

Group 2 and 5: Why is Physical Energy important for a good conversation / 
performance

Group 3 and 6 : Give examples on how you have seen positive or negative 
effect of Professional Energy

18
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Value is important for a coaching 
conversations “Protreptic”

19
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Example on Enterprise 
”DNA” to value terms

Focus on working with 
customer satisfaction / high 

meeting activity (takes the lead 
with Strategic Consulting)

Quality
Integrity

Trust

That we welcome new 
initiatives / tools and use them 

actively in everyday life

Openness
Curiosity

innovation

Order in own house Self-discipline
Engagement

High performance culture
Energy

Commitment
Interest

We have good cooperation, 
good well-being and helping 

each other - it must be fun to go 
to work

Honesty
Feedback
Well-being

20
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Quality
Integrity
Trust

Openness
Curiosity
innovation

Self-
discipline

Engagement

Energy
Commitment
Interest

Honesty
Feedback
Well-being Team 

Enterprise 
Concepts of value for strong coaching  

21
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Work with values in conversation and through 
exercises and understanding it will lead to:

Strong team culture

22

Quality Curiosity Engagement Energy Feedback

22
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Protreptics in practice

The form of the conversation
Basically, the protretic  is about a dialogue between two people - the 
Protreptician and "the other". 
You will be a protreptician and your team member "the other". The 
conversation is often based on a value or concept, explore the concept – what 
does it mean?
The purpose of the Protreptical conversation is not as we know it from ordinary 
coaching, concrete goals and an action plan. However, it is about reflection and 
contemplation. Therefore, the conversation ends with a question that should 
not be answered immediately, but which can be taken along and form the basis 
for further reflection.

The final question must naturally fall into relation to what the conversation has 
been about. For example, if the focal point has been trust, the final question 
must be based on trust. The question may be based on a dilemma that has 
arisen during the conversation. 

23
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Lets’ try

Protreptics in practice

24
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Protreptics in practice
How is …………… felt?

What do you feel within yourself when you become …..? 

Where does …. live inside you?
What moods are associated with……?

How can ……… .. be a friend?
How do you know if ……… .. has been here / there?

How can ……create/support your own self awareness ?

What part does …. live in your life?
How has …… affected you in the past?

Is ……… .. present now?
How do you feel that ... ... is present or not present.

What metaphor would you use to tell me about …..?

25

GoNorth ApS - Jan Andreassen +45 251 00 251

Breakout room
Time 10 min.

Talk and explore “Trust”

26



14

GoNorth ApS - Jan Andreassen +45 251 00 251

Protreptics questions
How is …………… felt?

What do you feel within yourself when you become …..? 

Where does …. live inside you?
What moods are associated with……?

How can ……… .. be a friend?
How do you know if ……… .. has been here / there?

How can ……create/support your own self awareness ?

What part does …. live in your life?
How has …… affected you in the past?

Is ……… .. present now?
How do you feel that ... ... is present or not present.

What metaphor would you use to tell me about …..?

27
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How was it ? 

The new conversations 
“Protreptics”

28
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Practice and you will be better to 
understand and use the protreptic

Have a great day

29



17/06/20

1

Programm on Staff Training Event
Denmark - DLF 1

1

Agenda for Day 3

Discussion of possible coaching methods for learning module & how to 
implement SENSENET

Exchange & Discussion of outcome

10:40 – 11:30 Plenary, Host: SENSENET Partner DLF

09:30 – 10:20 Groupwork, Host: partner that developed module

20 Minutes Break 

2

2
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Agenda for Group Discussion

Discussion of possible coaching methods for learning module & how to 
implement SENSENET

3

9:40 – 9:45 Short reflection of last workshop day.

9:45 - 10:15 Discussion of the preparation sheet for Day 3

10:15 – 10:20 Summary of the main points

3

Challenges

4

Let’s summarize Day 1. What were the challenges we talked about?

4
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Group Discussion

Discussion of possible coaching methods for learning module & how to 
implement SENSENET

5

How is coaching already used in your organization?

5

Group Discussion

Discussion of possible coaching methods for learning module & how to 
implement SENSENET

6

Could you imagine to use one of the methods in relation to the learning
modules topic? Could the coaching method help you overcome the
challenges?

6
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Group Discussion

Discussion of possible coaching methods for learning module & how to 
implement SENSENET

7

What would be the benefits of implementing the SENSENET learning
experience within your organization?

7

Group Discussion

Discussion of possible coaching methods for learning module & how to 
implement SENSENET

8

What could be challenges you would face?

8
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Break

You may leave the call and join in 20 minutes through the same link

We have ‘Breakout Rooms’ if you want to talk to other participants

20 Minutes Break 

9

9

Break

https://form.jotform.com/201551767401955

Feedback

10

10

https://form.jotform.com/201551767401955
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Agenda for Plenary Discussion

Exchange & Discussion of outcome

11

10:40 – 10:45 Introduction

10:45 – 11:25 Summary & Discussion
6 Groups: 4 Minutes

11:25 – 11:30 Wrap Up

11

Remember to prepare Day 3

After today

12

Please share your today’s notes with the others on our LMS.

We would like your feedback: 
https://form.jotform.com/201551767401955

Thank you for your participation!

12
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Protrepticis in practice: The form of the conversation   
 
Basically, the protricty is about the dialogue between two people - the Protreptician and 
"the other". Here you will be a prostitute and your employee "the other". The 
conversation is often based on a value or concept. For example, it can be based on 
trust with the following questions:   
 

• What is trust, what does the word mean, do you trust yourself and have other 
trust in you?  

• Is there trust in your leadership?  
• When your trust is abandoned, what happens then and how does it affect you 

and others in the working community that you are part of?  
 
When using the Protreptical Conversation with your employees, you must be active in 
the conversation. It is important that you do not always take what the employee says for 
good goods. By being critical of what the employee tells and asks more deeply, new 
perspectives can arise that help develop self-insight.      
 
As the conversation develops, you involve yourself and your own experiences. From 
here, the conversation must develop so that an equal dialogue takes place, where both 
parties can ask questions and challenge each other. However, it is important that it is 
you who controls the conversation, and ensures that the focus remains on the value or 
concept.    
 
The purpose of the Protreptical conversation is not as we know it from ordinary 
coaching, concrete goals and an action plan. However, it is about reflection and 
contemplation. Therefore, the conversation ends with a question that should not be 
answered immediately, but which can be taken along and form the basis for further 
reflection.   
 
The final question must naturally fall into relation to what the conversation has been 
about. For example, if the focal point has been trust, the final question must be based 
on trust. The question may be based on a dilemma that has arisen during the 
conversation. For example: Why do you react as you do when your confidence is 
abandoned?      
 
Set limits    
Protrepticis is a dialogue where both parties share experiences, values and attitudes, 
which can be difficult. For where does the limit go to how much the employee needs to 
know about you? You must therefore deal with yourself to what extent you want to 
involve yourself, your values and experiences.       
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Better dialogue  
It takes time to master the protreptical form of conversation, but with simple methods 
you can use protrepticism in your daily management.    
 
The Protrepticis conversation can be initiated in various ways. No conversations are the 
same, and there are many factors that determine which direction a conversation can 
take. In the following, three methods from the protreptic are described. 
 
Method 1: Starting from a value or a concept   
 
Example 1: An employee approaches you. She is again frustrated not to feel like part of 
the community in the team. Instead of talking about the problem, you choose the 
prototypical approach. You therefore tell the employee that you should talk about what 
community means to her. And this introduction starts with the Protrepticis conversation.  
 
Example 2: For the development interview with your deputy manager, you usually work 
slavish on the basis of a questionnaire. Now you choose a protreptic model. You are 
now asking for leadership and value in this, and you ask what her own management 
values are of importance to the organization she is employed in.    
 
Method 2: Starting from a story    
 
At the team meeting you must discuss tolerance. Based on tolerance, you can, for 
example, tell a story from another workplace. It may also be that you have your very 
personal story that can act as a good approach to talking about tolerance.   
 
Method 3: Take the starting point in the unseen    
 
You have a staff meeting and an employee must present a new project. You notice how 
her voice changes when another employee asks questions. Her voice becomes more 
specific, and she dismisses the employee without giving him proper opportunity to ask 
further questions.   
 
Subsequently, you talk to her alone and take her point of departure in her voice and 
body language during the meeting. And here you focus on what the employee 
expresses with his voice. What happens and why does she react as she does? During 
the conversation, you invite your experiences in relation to voice and body language.      
 
It requires practice to master the Protreptic Interview. Once you have learned the form 
you will be able to combine or supplement the tool with a coaching approach in your 
leadership. 
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Eventualerne / mood registry for an protreptisk conversation. 
 
In a value based conversation (protreptisk conversation), there are six principles that form the 
basis for how we should act in a protreptisk conversation - how we make it a formation 
conversation that will define our values. We must find into it that matters and not the idea. 
 
1. Hetrotelos - To have another aim - to be there for another through the whole conversation. 
a. To have another aim - worth for the other and put themselves into the background - I mean do 
not get infected by the mood of the conversation - try to grab the mood and ask curious into it. 
(Place your own power and step at the side of the other - sit in the second place with remember 
not to get carried away by the atmosphere 
 
2. Synkatatetis - Be aware of the other, be open but also somewhat critical of your views and 
questions. 
(it is important to find out what the difference between what the other is and represent) 

• Allow you to be alert and open to what is being told by the other - be too critical but 
proceed carefully - go into the other - what is important for the other - what is of value to 
the other ask about this? 

• Ask the other to form a picture of himself and challenge this, but carefully, find out what 
the other is the other stand for as a human being. 

• Find the purity - the inner 'I' in the second... 
• Questions can be made are: 

. That I stand for what you stand for... 
ii. What are you…. 
iii. What will you…. 

 
3. Lepcis - Create cautiously a desire for change in the other. 
a. Try gently to create a will on the other to change things in himself and the environment he / 
she is part of. 
 
4. Katafyge’- Create a safe haven - a great place to be - make a good framework for the 
conversation. 

• Ensure peace in the conversation for the other - Imagine that it is a hollow I together have 
built, to sit here and talk confidentially - like when we were kids when we built the caves 
under the dining table with blankets. 
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5. Prosoche '- Attention Zones. 

• There are various things we need to be aware of a conversation and here there are five 
areas we need to focus on: 

o in. In themselves - think about how you react in the conversation, numbers 
possibly. also on what you feel ... 

o ii. On the other - note how the other react in the conversation - ask about 
reaction... 

o iii. The other - how do you think he / she the others will react ... 
o iv. The relationship between - what is there between (good-evil) .... 
o v. Meta - be aware it creates attention 

 
6. Ergon - Find the right time to stop the conversation / pull away. 

• Find the point in the conversation where it may be good to join - the moment when the 
other will create a reflection. 

• Let the other person's voice fill -Let it be the last - so he / she have something to think / 
reflect on 
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Robert Vollstedt, stud. Ass. Manager: robert-vollstedt@gmx.de
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