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The Worst Part Was That She Was Often Right
Wanda is an autocratic leader. This leadership style is already proving to be ineffective as evidenced by her failure to handle Beverly. Beverly is a difficult employee but Wanda’s leadership style has worsened her situation.  As an autocratic leader, Wanda makes all the decisions without consulting her subordinates and expects them to comply without any form of resistance. She may be having genuine concerns on the need to make changes but without involving her followers, they are resisting because they are used to doing things in a certain way. Wanda has no influence on her followers and instead relies on her position of authority to make decisions and expects compliance. This is an infective leadership style for the organization. According to Arnold, Connelly, Walsh, and Martin (2015), authoritative leaders often compel their followers to be either aggressive or passive. This is evident in the organization, as all the other employees have chosen to be passive. Only Beverly is aggressive because of her personality. Many prefer to be passive, as they do not want to incur the wrath of the autocratic leader. Wanda should stop making unilateral decisions, instead she should empower her followers and allow them to participate in the decision making process before introducing changes that have significant effect on their work processes. 
Wanda needs to change her leadership style to a better style that is more responsive to the needs of the followers. She needs to ensure that she has the support of all the employees but also needs to ensure that things are done in time.  This requires a mixture of different leadership styles capable of solving the current problems facing the organization. Transformational leadership will enable Wanda to improve the productivity and success of the organization. Transformational leaders are often concerned with both organizational processes and supporting their followers to succeed (Hong, Cho, Froese, & Shin, 2016). Beverly and the other employees require a democratic leadership style. Wanda should be democratic when dealing with her to win her support and positive contribution. Democratic leadership style fosters participative approach to human resource management. Wanda should involve Beverly in the decision making process and look at the reasons why she has divergent opinions on different issues. If the concerns are genuine then she should address them rather than ignoring them and letting them affect the whole organization.  
Beverly is a difficult employee and requires an effective strategy for managing her behavior. Wanda should assess whether Beverly requires counseling, coaching, discipline, and or training (Hong et al, 2016). Based on her observations she can tell which approach is appropriate for her and take immediate action. The intervention should focus on the problem, not Beverly. This means that Wanda should not attack her but address the underlying factors that make her behave inappropriately. However, she needs to tell her that she is behaving inappropriately and work together towards getting a proper solution. 
Although there is need for democratic leadership at the organization, Wanda should not allow it to derail the success of the organization. She needs to delegate authority to encourage more participation from her followers. The fact that the other employees are silent does not mean that they do not have concerns. They are passive possibly because they fear their autocratic leader. She can rectify this by delegating responsibilities and empowering her followers to participate in the decision making process. Additionally, she should encourage collaboration among the employees to promote cooperation and sharing of ideas. This will lead to higher levels of engagement and motivation among the employees. 
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