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Quick recap

As part of the ISRICM-EU project, NWA and the participants explored the integration of emotion-
focused therapy principles into human resource management practices, with participants sharing
experiences and discussing applications in workplace settings.

The group explored how emotional intelligence and empathy could enhance HR practices,
including creating safe spaces for emotional expression and addressing challenges during
organizational transformations. Discussions covered the role of Al in HR, employee well-being
during difficult times, and the importance of maintaining positive workplace culture through
transparent communication and support mechanisms.

This work has the potential to significantly improve how refugee integration is managed in
workplaces across the EU - by equipping organizations with tools to support mental health, build
resilience, and foster inclusion among staff with diverse backgrounds. Moreover, the positive
ripple effects of these practices could extend to both the individual refugees - by helping them
adjust more smoothly - and to host communities and organizations, by enhancing social cohesion,
reducing turnover, and strengthening overall workforce well-being.
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Summary

Emotional Intelligence in HR Integration

NWA organized the digital workshop as part of the ISRICM-EU project to discuss the integration of
emotional intelligence in human resource management, drawing on insights from a recent
workshop in Bucharest.

The participants shared their experiences and interests in emotion-focused therapy (EFT) and its
applications in HR, with a focus on transformation and practical challenges and how to apply this
to a recruiting situation of integrating vulnerable groups also. The discussion aimed to explore
how EFT could be utilized to enhance HR practices, addressing issues such as resource allocation
and emotional support in organizational settings.

Emotion-Focused HR Integration Strategies

NWA (Lars Minter, Nina Sgnderberg, and Anna Gallinat) discussed the integration of emotion-
focused therapy (EFT) principles into human resources to better support vulnerable employees.
They highlighted the importance of emotional intelligence, empathy, and creating safe spaces for
emotional expression in the workplace. The group explored how to transform core emotions into
actionable growth opportunities and addressed common group anxieties during organizational
transformations. Nina emphasized the need for transparent communication, trust-building, and
naming emotions to address uncertainty and reduce maladaptive behaviors in teams.

Medical Well-being Center Implementation Discussion

Lars presented principles for building a well-being center, which one of the participants, O, found
particularly relevant to their work in medical education and a wider student support for wellbeing.
The participant shared research on emotional granularity and its impact on student empathy and
patient interactions. The participants discussed the importance of creating safe spaces for
students to express emotions and the challenges of implementing well-being centers in medical
schools.

Emotional Regulation in Workplace Challenges

Based on input from another participant, T, the digital workshop discussed the relevance of
emotional regulation principles in the workplace, particularly in light of recent layoffs at T’s
workplace. T shared how employees were experiencing high levels of anxiety due to uncertainty
about their future, and he emphasized the value of embedding these principles in a safe space to
improve productivity and employee well-being. He suggested the idea of having a designated
person responsible for emotional safety and creating group sessions for employees to discuss their
feelings. T also expressed a desire to implement these principles in organizations but noted
challenges in doing so, especially in large corporations.

Al in HR: Efficiency vs. Connection

The participants discussed the evolving role of Al in HR, questioning whether it should focus on
efficiency or human connection. They explored the tension between viewing employees as assets
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or resources, highlighting how some organizations fail to nurture a positive organizational culture
despite recognizing employees as key to innovation and market success. Tim emphasized the
importance of balancing efficiency with the well-being of employees, arguing that good employees
are crucial for a quality product.

Emotional Intelligence in Corporate HR

The meeting focused on emotional intelligence in modern organizations, with A sharing her
concerns about integrating EFT principles into HR practices, particularly noting that corporate
culture often prioritizes financial rewards over employee well-being. Nina emphasized that
validated and secure employees are more productive, suggesting that data-driven approaches
could help convince HR professionals of the benefits, while Lars highlighted the importance of
careful communication during layoffs to maintain employee trust and morale.

Employee Retention Strategies in Crisis

NWA also introduced the importance of managing employee retention during difficult times,
emphasizing that while laying off employees may be necessary, companies must ensure they have
the tools and strategies to remain viable in the long term. Lars highlighted the need for strategic
planning and investment in the company's future, comparing it to building a house with non-
flammable materials. Nina and participant A contributed to the discussion, with Nina comparing
the situation to life's inevitable crises.

Company's Focus on Employee Well-being

T discussed the current state of his company, noting an increase in inclusivity and a focus on
employee support during challenging times. He mentioned a recent management talk emphasizing
teamwork and addressing employee concerns. However, this had led to strong concerns about the
company's current focus on cost-cutting and increased office presence, suggesting a tectonic
cultural shift away from employee well-being.

Enhancing Workplace Communication and Culture

The participants focused on workplace communication and culture during organizational changes.
T emphasized the importance of empathy, clear communication, and support mechanisms for
employees, particularly during layoffs. A highlighted the need for healthy workplace relationships
and cooperation. Anna added that workplace culture should allow for vulnerability and encourage
open communication. The participants discussed the challenges of implementing these principles
and the role of Al in communication.

The conversation ended with plans for follow-up webinars on this topic.
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10 EFT guiding questions and reflections

Guiding Principle

Insights

Embedding empathy in workplace
culture

Empathy isn’t just cognitive; it’s emotional. Creating
opportunities for employees to connect with their core
feelings can build deeper trust. HR could use emotion-
focused debriefs, listening circles, or reflective dialogue
techniques to foster this kind of connection.

Validating and normalizing
emotional experiences

Emotions are not distractions — they are signals.
Normalizing them reduces stigma and supports a
healthier, more human work culture. Leaders who validate
emotions set the tone for inclusion and psychological
safety.

Encouraging reflective leadership
and emotional responsiveness

This was seen as a foundational leadership skill. Reflective
listening helps employees feel heard, which reduces
conflict and builds loyalty. Suggested methods included
micro-trainings and live modelling of the skill during
meetings and feedback sessions.

Building connection and belonging
at work

Workplaces thrive on connection. Drawing on EFT’s
attachment theory, participants emphasized the need for
belonging and emotional safety. Practical tools included
emotional check-ins, appreciation rounds, and internal
peer support networks.

Transforming core emotions into
possible actions

Even painful emotions carry adaptive potential. For
instance, anger can signal boundary violations, while
shame may guide value clarification. HR can introduce
coaching or workshops that turn these feelings into
growth and action.

Breaking negative/maladaptive
interaction cycles in teams

Many team conflicts follow predictable emotional cycles.
By increasing awareness of these dynamics and teaching
how to pause, soften, or reframe responses, teams can
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shift toward healthier collaboration. This is particularly
useful in conflict mediation and team coaching.

Teaching self-regulation and
soothing techniques

Before employees can reflect or empathize, they need
nervous system safety. Techniques such as breathing,
grounding, and body awareness were highlighted. These
can be integrated into onboarding, offered as part of
wellness programs, or even embedded into leadership
routines.

Creating safe spaces for emotional
expression

This was a core theme throughout. Safe emotional
expression builds trust. Organizations should foster norms
that allow open discussion of feelings and actively support
vulnerability in leadership. Confidential feedback channels
and emotionally attuned management practices are
essential.

Supporting emotional
recognition/emotion coaching

Recognizing and naming emotions is a foundational skill
for workplace resilience. Emotion coaching equips staff
and leaders to respond constructively to both their own
and others’ emotional cues. It fosters attunement,
especially during stress or conflict. Regular use of check-
ins, values-based dialogue, or team reflection practices
can support this.

Reframing emotional challenges as
growth opportunities

Difficult emotions often signal where growth is needed.
Reframing emotional strain as part of development helps
reduce fear and builds psychological strength. Leaders can
model this by sharing learning moments or using failure as
a lens for reflection. Tools like story circles or “what did we
learn” debriefs can anchor this mindset shift.

How to apply the principles in HR

In NWA we conclude from this discussion that empowerment in the context of HR should be seen
as both an individual and group related responsibility. By applying more empathy and validating
emotions at workplaces, we believe that both the individual and the organisation will thrive.

All of us show up at work each day with our lived experience and core schemes as a big part of our

presence. By focusing on validating and respecting both the individual’s need for safety and the

group’s need for clear communication, we can build workplaces that are built on co-creative values

that are good for everybody.

The principles identified, of course need a pathway for practical application in an HR context. Some

of the possible ways to use them in practice could be by integrating emotional safety into
onboarding and codes of conduct, develop training modules on emotion theory and self-
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regulation, by embedding reflective leadership practices into performance reviews, establish
structured emotional debriefing and support channels, and to use organisational KPIs to track
the emotional climate and wellbeing.

Some of this may include both new policies and practices, eg by having zero tolerance for
emotional invalidation or manipulation, by monitoring the adherence to and use of emotional
training, introduce peer-support groups, or revise both hiring practices in screening for emotional
capacity and by updating leadership training sessions.

NWA is currently engaged in a European Social Innovation Initiative project — ISRICM-EU - to build
a guideline for HR professionals in integration of Ukrainian refugees in workplaces and these
principles will work very well to help design the guidelines and the initiatives in them.
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