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Many supervisors dread dealing with an angry or frustrated employee, but sooner or later may find them-

selves in exactly that situation. However, this scenario doesn’t have to be a negative experience. Instead, 

handling the situation in the right manner can result in improved working relationships and operations for 

your department. Read on to prepare yourself for handling angry employees with professionalism and grace. 

 

When angry or frustrated employees approach you with their grievances, it’s human nature to immediately 

try to determine how justified their anger is. The reality, though, is that the employee’s feelings are very real 

and justified to them as framed through their experiences and perceptions. Rather than wasting energy judg-

ing the employee’s viewpoint, take this as an opportunity to turn the employee around. Otherwise, you may 

lose the employee or worse still end up with a disgruntled employee who doesn’t leave. 

 

STEPS FOR DEALING WITH ANGRY EMPLOYEES 

 

1. Show concern and empathy. Express that you’re concerned about their issue and can empathize with 

the frustration they feel. Don’t take up too much time doing so; dominating the conversation early on can 

make you appear unreceptive to what they have to say. A quick, genuine statement that acknowledges 

their frustration will help establish the right tone for the conversation. 

2. Share common ground. Take a step beyond showing concern to sharing concern. Let employees know 

that you share their interest in resolving the problem and that you want to help. Remember that by airing 

their grievances, employees are doing you the service of letting you know that something isn’t working. 

This can be a scary prospect and takes time, energy, and bravery on their part. 

3. Get the details. Have employees outline the circumstances or events that caused their anger. Resist the 

urge to rashly offer solutions before you hear all the facts. Allow employees ample time to express them-

selves, because this will help you get a clearer understanding of the circumstances and will also give em-

ployees time to cool down. Once you’ve heard the employee out, try paraphrasing what you heard to 

make sure you grasp the situation. 
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4. Stick to the facts. Base your decisions on the facts of the situation. When someone is angry, emotion can 

cloud their judgment and cause them to perceive imagined slights or magnify minor ones. Weed through 

the information given to you to make sure you’re placing your attention on what behaviors actually hap-

pened and not the employee’s opinion of hidden motivations or agendas behind those behaviors. When em-

ployees get caught up in their own conclusions, gently steer them back to the facts of the situation.  

5. Resolve the problem. After hearing all the facts, clear up any miscommunications, and work in coopera-

tion with employees to resolve their issue. Taking action here, even if it’s a simple matter of clarifying 

misunderstandings, is what can turn an angry worker into a valuable team member who feels validated and 

respected.  

6. Follow up. An important step that can often be neglected is to let the employee know that you’ll follow up 

within a specific time frame to ensure that the solution is working.  

 

MORE TIPS TO FOLLOW: 

 

Always protect your own safety when dealing with someone who is angry. If you feel physically threat-

ened or unsafe, remove yourself from the situation and get help immediately. 

Refrain from correcting minor details. When someone is already agitated and gets a trivial detail wrong, 

making a point out of correcting them will come across as petty and condescending. It will also immedi-

ately put you on opposing sides rather than on the same team working together to find a solution. 

While you don’t want to escalate the situation by responding to their anger with your own anger, also steer 

clear of acting overly calm, cold, or distant as this can easily be interpreted as lack of concern. 

Don’t minimize employees’ concerns by being dismissive or patronizing. Respect what they have to say as 

being important to them and therefore important to you as their supervisor. 

Avoid getting involved in the employee’s personal issues; keep the focus on work-related concerns. 

When discussing the appropriateness of an employee’s behavior, frame it in terms of its impact on the 

workplace. 

Look at the situation as an opportunity to strengthen working relationships and the employee’s commit-

ment to the organization. 


