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ABSTRACT
This study investigates the impact of different leadership styles of managers on the efficiency of secretaries in organizational settings. Leadership styles, including transformational, transactional, autocratic, and democratic, are examined to determine their influence on secretarial performance, job satisfaction, and productivity. The research focuses on how managerial approaches can shape the work environment and influence the day-to-day operations and effectiveness of secretaries, who play a vital role in supporting managerial functions. A mixed-methods approach is employed, using surveys to gather quantitative data from secretaries and managers, to gain deeper insights into the perceived effects of leadership styles. The findings indicated that transformational leadership, characterized by inspiration, empowerment, and support, tends to enhance secretary efficiency, fostering greater innovation, satisfaction, and commitment. In contrast, autocratic leadership, which emphasizes control and top-down decision-making, is found to negatively impact efficiency by creating a restrictive work environment. The study suggested that managers who adopt a flexible, adaptive leadership approach are more likely to foster a productive and harmonious work atmosphere, ultimately improving secretarial performance. Recommendations for organizational development strategies are provided, highlighting the importance of leadership training to improve managerial approaches and enhance overall workplace productivity.
Keywords: Leadership styles, Managerial efficiency, Secretarial performance, Transformational leadership, Workplace productivity
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CHAPTER ONE
INTRODUCTION
1.1 Background of the Study
The role of secretaries in organizations has evolved significantly over the years, these professionals now contributing beyond traditional administrative duties. They are integral to ensuring smooth operations, effective communication, and organizational coordination. Secretaries are often the first point of contact for clients and play a critical role in managing schedules, documentation, and other administrative functions. Given this critical role, it is essential to assess factors that influence their efficiency and performance. One such factor is the leadership style of managers, which can either enhance or hinder the secretary’s productivity and job satisfaction.
Leadership styles encompass the methods by which managers influence and guide their subordinates, and they are often categorized into various approaches, including transformational, transactional, autocratic, democratic, and laissez-faire styles (Northouse, 2018). The style adopted by a manager can have a profound effect on employees’ morale, motivation, and, consequently, their work performance. For instance, transformational leadership, which focuses on inspiring and motivating employees through support and vision, has been shown to improve job satisfaction and efficiency (Bass & Avolio, 1994). Conversely, autocratic leadership, which relies on centralized decision-making and control, may lead to reduced autonomy, job dissatisfaction, and lower efficiency among employees (Lewin, Lippitt, & White, 1939).
Although there is a substantial body of research on leadership styles and employees’ performance, studies specifically examining the impact of managerial leadership on secretaries’ efficiency are limited. This study seeks to fill this gap by evaluating how various leadership styles affect the work performance of secretaries and their overall job satisfaction.
The results of this study could provide valuable insights for managers and organizations looking to enhance the productivity and well-being of secretaries, thereby improving the overall functioning of the organization.
The effectiveness of secretaries plays a crucial role in the overall productivity of an organization. Secretaries are often responsible for performing a variety of administrative tasks, such as managing schedules, handling communications, and providing support to executives and managers. The nature of their job demands high levels of efficiency, organization, and communication skills. However, the efficiency of secretaries can be significantly influenced by the leadership styles employed by their managers (Luthans, 2011). Leadership styles determine how managers interact with their subordinates and create an environment that can either foster high levels of productivity or hinder employees' performance.
Over the years, different leadership theories have been developed to explain the various approaches managers take when leading their teams. Leadership styles are typically categorized into several approaches, including transformational, transactional, autocratic, democratic, and laissez-faire leadership (Northouse, 2018). Each of these styles has distinct characteristics that can affect the motivation, job satisfaction, and efficiency of employees.
Transformational leadership, which emphasizes motivation, inspiration, and support for employees, has been shown to improve job satisfaction and performance (Bass & Avolio, 1994). Managers who adopt this leadership style are more likely to encourage personal development and innovation, which positively impacts the productivity of employees, including secretaries. On the other hand, transactional leadership, which focuses on reward and punishment, may have mixed results depending on the context. While it can lead to short-term performance improvements, it may not foster long-term job satisfaction or engagement (Judge & Piccolo, 2004).
1.2 Statement of the Problem
The efficiency of secretaries is vital to the smooth operation of any organization, as they provide key administrative and managerial support. Secretaries are often responsible for managing schedules, organizing meetings, handling communications, and ensuring the smooth running of day-to-day operations. However, despite their critical role, the factors influencing their performance have not been thoroughly examined, particularly with regard to how leadership styles of managers impact their efficiency. Leadership plays a crucial role in shaping the work environment, influencing employees’ motivation, engagement, and overall job satisfaction (Bass & Avolio, 1994).
Various leadership styles—transformational, transactional, autocratic, democratic, and laissez-faire—differ in how they affect employees’ behavior and performance (Northouse, 2018). While transformational leadership, which emphasizes motivation and support, has been found to positively impact employees’ satisfaction and performance, other styles such as autocratic leadership, which tends to restrict decision-making, can reduce autonomy and job satisfaction, potentially leading to decreased efficiency. Despite the established influence of leadership on employees’ performance in various industries, limited research exists that specifically focuses on the effect of managerial leadership styles on the efficiency of secretaries, who often work closely with managers and are impacted directly by their leadership approaches.
The problem, therefore, lies in the gap in understanding how different leadership styles employed by managers directly affect the efficiency of secretaries. It is essential to evaluate whether certain leadership styles can enhance or hinder secretarial performance, contributing to organizational productivity. Without this knowledge, organizations may fail to adopt leadership strategies that could optimize secretarial effectiveness, potentially leading to reduced productivity, lower morale, and inefficient management of key administrative functions.
Thus, this study seeks to explore and evaluate how different leadership styles impact the efficiency of secretaries. By addressing this gap in research, the study aims to provide actionable insights for organizations to improve managerial practices and create environments that foster greater productivity among secretaries.
1.3 Objectives of the Study
The primary objective of this study is to evaluate the effect of leadership styles of managers on the efficiency of secretaries within organizational settings. This research intends to examine how different managerial approaches influence the job satisfaction, productivity, and overall performance of secretaries. To achieve this aim, the study will focus on the following specific objectives.
1. To Identify specific styles managers, use in different organizational contexts in other to assess its impact on employees’ performance and efficiency in Organizations:
2. To determine whether managers leadership style enhance increased job satisfaction, employees’ engagement, and productivity:
3. To Assess the impact of manager Leadership style on the motivation, inspiration, and the provision of individualized support, on secretarial performance. 
4. To Examine whether the managers leadership style impacts secretarial efficiency positively or negatively,
5.  To Investigate whether the managers leadership style fosters a positive work environment and boosts employees’ morale, potentially leading to higher levels of productivity and engagement in secretarial efficiency.
1.4 Research Questions
 This study is to evaluate the effect of leadership styles of managers on the efficiency of secretaries in organizational settings. The following research questions were raised to guide the study:
1. What are the specific styles managers, use in different organizational contexts in other to assess its impact on employees’ performance and efficiency in Organizations?
2. What is the extent to which managers leadership style enhance increased job satisfaction, employees’ engagement, and productivity?
3. What is the impact of managers Leadership style on the motivation, inspiration, and the provision of individualized support, on secretarial performance? 
4. To what extent managers leadership style impacts secretarial efficiency positively or negatively?
5.  What is the extent of manager leadership style fostering a positive work environment and boosts employees’ morale, potentially leading to higher levels of productivity and engagement in secretarial efficiency.


1.5 Significance of the Study 
Significance to Secretaries
This research offers secretaries insights into how various leadership styles impact their work efficiency and job satisfaction. By understanding these correlations, secretaries can better adapt to managerial expectations, enhancing their communication, time management, and decision-making skills for greater professional growth. This knowledge empowers them to respond effectively to diverse managerial approaches, ultimately boosting their workplace adaptability and performance.
Significance to Managers
For managers, this study underscores how their leadership style directly influences secretaries' productivity and job satisfaction. Recognizing this link allows managers to adjust their approach, creating a more supportive, motivating, and productive work environment. Understanding these dynamics can lead to better cooperation, reduced stress, increased job satisfaction, lower turnover, and improved team morale, all contributing to organizational success.
Significance to the Organization
Organizations can leverage these findings to refine leadership training programs and organizational development initiatives. By clarifying the impact of leadership styles on the efficiency of secretaries, the study provides a roadmap for optimizing administrative team management. This leads to a more harmonious work environment, enhanced operational effectiveness, improved customer service, and overall organizational success.

1.6 Delimitation of the Study
This study is confined to evaluating the effect of leadership styles of managers on the efficiency of secretaries within organizational settings. It specifically focuses on the impact of different managerial leadership styles—transformational, transactional, autocratic, democratic, and laissez-faire—on the performance and productivity of secretaries. The study will primarily consider secretaries working in corporate environments and administrative positions, of fields such as education, healthcare, or government sectors. This focus aims to narrow the scope to environments where secretarial tasks are most prominent and measurable in terms of efficiency.
The study will be delimited to Ilorin township, which may influence the generalizability of the findings to other cultural or organizational contexts. Furthermore, the research will be conducted within a defined time frame, limiting the ability to track long-term changes or trends in leadership styles and secretarial efficiency.
 the study l relies on data collected through surveys from secretaries and managers, The study will not examine other factors, such as organizational culture or external conditions, that could also influence the efficiency of secretaries but are outside the scope of this research. Lastly, the study will not explore the personal characteristics of individual secretaries in detail, focusing instead on the broader impacts of managerial leadership styles on job performance.
1.7 Limitation of the Study
This study on the effect of leadership styles of managers on the efficiency of secretaries has several limitations that could affect the scope and generalizability of its findings. Firstly, the research will rely on cross-sectional data, meaning that it captures a snapshot of the current relationship between leadership styles and secretarial efficiency. 
Furthermore, the study will be conducted in Ilorin metropolis, which may not fully represent the diversity of leadership practices across different cultural or organizational contexts. The findings may therefore not be universally applicable to secretarial roles in other areas or industries, such as healthcare, education, or government.
The research will also focus only on secretaries in administrative settings in corporate, education and government sector excluding other types of administrative positions that may require different skill sets or encounter different leadership dynamics. As a result, the findings may not be generalizable to all administrative roles.
Lastly, while the study focuses on the impact of leadership styles on secretarial efficiency, it will not examine other factors that may influence job performance, such as organizational culture, job resources, or external environmental influences, which could provide additional insights into the overall efficiency of secretaries.


CHAPTER TWO
LITERATURE REVIEW
This literature review examines the impact of different leadership styles on the efficiency of secretaries within organizations. The literature review will be conducted under the following sub titles. 
2.1 Concept of Leadership 
2.2 Introduction to Leadership Styles
2.3 Types of Leadership Styles
2.4 Impact of Leadership Styles on Secretary Efficiency
2.5 Leadership Styles and Employee Motivation
2.6 The Role of Emotional Intelligence in Leadership Styles
2.1 Concept of Leadership
Leadership is a fundamental concept in the study of organizational behavior and plays a critical role in influencing employees’ performance and productivity. At its core, leadership involves the ability of an individual to influence, motivate, and enable others to contribute toward achieving organizational goals (Northouse, 2018). Leadership is not just about directing or managing others; it encompasses creating a vision, fostering relationships, and guiding employees in a way that empowers them to perform their roles effectively. In the context of secretarial work, leadership can significantly impact the efficiency, productivity, and job satisfaction of secretaries, whose roles require both independence and collaboration with other team members, including managers.
In the context of secretarial work, leadership can have a profound impact on both individual and collective outcomes. Secretaries often play a pivotal role in ensuring the smooth functioning of an organization, managing administrative duties, coordinating communication, and supporting the efficiency of other team members. These tasks require a combination of independence and collaboration, which makes leadership styles particularly influential in shaping how secretaries approach their work and interact with others. Leaders who are transformational in nature, for instance, inspire their secretaries by providing a clear vision and offering support for personal and professional growth. This can lead to a higher level of job satisfaction and an increase in performance (Avolio, Walumbwa, & Weber, 2009; Tims, Bakker, & Xanthopoulou, 2011).
Furthermore, leadership styles impact not only how secretaries engage with their tasks but also how they communicate and collaborate with managers and other team members. Democratic leadership, which values employee participation and input in decision-making, can create a work environment where secretaries feel their contributions are valued. This involvement leads to increased motivation and job satisfaction, which are closely linked to enhanced efficiency in their roles (Breevaart et al., 2014). On the other hand, a more authoritarian or autocratic leadership style, characterized by a lack of employee autonomy, can lead to disengagement and dissatisfaction, negatively affecting secretaries’ performance (Tavakol, 2017).
The impact of leadership on secretarial work also extends to organizational outcomes, as effective leadership contributes to building a positive organizational culture that supports collaboration, communication, and efficiency. Leaders who prioritize emotional intelligence and relational skills are better equipped to understand and respond to the needs of secretaries, creating a more supportive and productive work environment (Goleman, 2006). In turn, secretaries who work under such leadership styles are more likely to feel valued, supported, and motivated, leading to higher productivity and job satisfaction.
Effective leadership is crucial for the creation of an environment that supports employee well-being and performance. In fact, the leadership style adopted by managers directly influences how employees, including secretaries, perceive their work environment and their roles within it. Leadership is not a one-size-fits-all concept; it is multifaceted and can be shaped by various styles, including transformational, transactional, autocratic, democratic, and laissez-faire leadership, each with its own set of behaviors, communication styles, and expectations. These styles determine how managers interact with secretaries and influence their work efficiency and engagement.
Leadership, as defined by Yukl (2010), is "the process of influencing others to understand and agree about what needs to be done and how to do it, and the process of facilitating individual and collective efforts to accomplish shared objectives." This definition highlights the importance of communication and collaboration in leadership, both of which are key factors for secretaries, who often act as intermediaries between managers and other staff members. When managers communicate effectively and provide clear direction, secretaries are more likely to execute their tasks with precision and efficiency.
From a theoretical perspective, leadership has been studied extensively and is often seen as a dynamic process that involves both the leader’s traits and the context in which they operate (Northouse, 2018). For instance, transformational leadership, as described by Bass (1985), emphasizes motivating employees through inspiration, fostering an environment of creativity, and promoting personal growth, which can be particularly beneficial for secretaries by encouraging their professional development and engagement with organizational goals. Conversely, transactional leadership, which is more focused on task completion and performance monitoring through rewards and punishments, can influence secretarial efficiency by creating clear expectations and structured outcomes, although it may not be as conducive to long-term engagement and innovation (Judge & Piccolo, 2004).
2.2 Introduction to Leadership Styles
Leadership is a pivotal factor that drives organizational performance and shapes the behavior of employees within an organization. It is defined as the ability of an individual to influence others to achieve common goals (Northouse, 2018). Leadership style, specifically, refers to the patterns of behavior and approaches that a leader adopts when directing and interacting with subordinates. In the context of secretarial roles, leadership style is of great significance because secretaries play a central part in organizational operations, performing tasks that are critical to the smooth running of day-to-day activities, including scheduling, communication, and coordination (Avolio & Bass, 2004). The leadership style of their managers can either enhance or undermine their ability to perform these tasks effectively, thereby influencing their overall efficiency and productivity.
The efficiency of secretaries can be influenced by various leadership styles, each of which fosters different work environments and expectations. For instance, transformational leadership, known for its focus on motivating and inspiring employees, is likely to create a supportive and engaging environment that enhances the work efficiency of secretaries (Tims, Bakker, & Xanthopoulou, 2011). In contrast, transactional leadership, which relies on clear expectations, rewards, and penalties, can improve efficiency through task-oriented approaches but may not promote long-term engagement (Judge & Piccolo, 2004).
Moreover, leadership styles such as autocratic leadership, characterized by centralized decision-making and limited employee input, may streamline task completion but often come at the cost of employee morale, creativity, and innovation (Avolio, Walumbwa, & Weber, 2009). In autocratic settings, managers make decisions independently, setting clear instructions and expectations without much collaboration with employees. While this style can result in quick decision-making and high task efficiency in specific situations, it can also lead to disengagement and resentment among employees, as they may feel undervalued or excluded from the decision-making process (Judge & Piccolo, 2004). For secretaries, who typically require a degree of autonomy and flexibility in managing multiple tasks, autocratic leadership can reduce their job satisfaction and limit their potential for innovation, ultimately affecting their efficiency in the long term (Tavakol, 2017).
On the other hand, democratic leadership, which emphasizes participation and collaboration, has the potential to empower secretaries by involving them in decision-making processes and allowing them to take a more active role in shaping their work environment. Research has shown that democratic leadership fosters a climate of trust, communication, and shared responsibility, which can lead to increased motivation and efficiency (Breevaart et al., 2014). When secretaries are encouraged to contribute ideas, provide input on organizational matters, and collaborate with their managers, they are more likely to feel valued and committed to their roles. This participative approach can enhance their work engagement, creativity, and overall task performance (Tims et al., 2011). In addition, democratic leadership fosters an inclusive environment where employees are given the opportunity to develop professionally, improving not only their job satisfaction but also their ability to carry out administrative tasks effectively.
Furthermore, laissez-faire leadership, which involves a hands-off approach and minimal guidance from leaders, can lead to increased autonomy for secretaries. This leadership style gives employees the freedom to make decisions independently, with little interference from their managers. While this can be beneficial for secretaries who thrive in environments that allow for self-direction, it can also create challenges related to role ambiguity and inefficiency (De Hoogh & Den Hartog, 2008). In the absence of clear direction, secretaries may struggle with unclear expectations or conflicting priorities, potentially leading to inefficiency or procrastination. Research indicates that laissez-faire leadership can result in lower performance and job satisfaction when employees feel unsupported or unsure about their responsibilities (Avolio & Bass, 2004). For secretaries, this lack of oversight can cause confusion, disrupt workflow, and ultimately reduce their effectiveness in completing tasks, particularly in complex or high-pressure situations.
2.3 Types of Leadership Styles
The role of leadership in enhancing or inhibiting the efficiency of secretaries within an organization is largely influenced by the style of leadership employed by managers. Leadership style refers to the manner in which a leader provides direction, implements plans, and motivates employees. Each leadership style brings a unique set of dynamics to the workplace, influencing how secretaries interact with managers, perform their tasks, and contribute to organizational goals. In this section, we will discuss the major leadership styles—transformational, transactional, autocratic, democratic, and laissez-faire—and their respective impacts on the efficiency of secretaries in the workplace.



Transformational Leadership
Transformational leadership, as defined by Bass (1985), inspires and motivates employees through a shared vision, encouragement, and development opportunities. This style cultivates a positive organizational culture, fosters innovation, and helps employees reach their full potential.
For secretaries, this approach significantly boosts job satisfaction, engagement, and organizational commitment because their goals align with the organization's mission (Breevaart et al., 2014). This environment encourages secretaries to take on more responsibilities and contribute ideas, leading to increased organizational efficiency through proactive work and higher productivity (Tims et al., 2011).
Transformational leaders rely on intrinsic rewards, making secretaries feel their contributions are meaningful (Bass & Avolio, 1994). This fosters greater ownership and a willingness to exceed expectations, promoting continuous improvement and enhancing efficiency (Bass & Avolio, 1994).
Studies show that transformational leadership enhances intrinsic motivation, leading to performance beyond standard duties (Bass & Avolio, 1994). Secretaries, vital for communication and coordination, especially benefit. This style promotes collaboration, encouraging secretaries to share insights that improve communication and processes (Breevaart et al., 2014). Feeling valued, secretaries are more invested, streamlining tasks and boosting operational efficiency (Tims et al., 2011).
The empowerment from transformational leadership also fosters open communication and trust, crucial for secretaries. Effective communication creates a collaborative environment (Tims et al., 2011). Transformational leaders also provide growth-focused feedback, boosting secretaries' self-confidence and morale (Breevaart et al., 2014). This support for professional development helps secretaries adapt to challenges, learn new skills, and improve performance.
Transactional Leadership
Transactional leadership is a traditional, structured style where managers focus on routine operations and task completion based on established rules (Bass & Avolio, 1994). It operates on an exchange model, rewarding success and penalizing failure (Bass & Avolio, 1994). This clear structure provides secretaries with certainty about expectations, leading to consistent and predictable performance in task completion (Avolio et al., 2009).
However, while efficient, transactional leadership often hinders creativity and innovation, which secretaries need to adapt to dynamic roles. Its rigid structure can limit their ability to think creatively or find innovative solutions, potentially impeding organizational adaptability (Judge & Piccolo, 2004; Northouse, 2018).
This style also primarily relies on extrinsic rewards, which can diminish intrinsic motivation, personal growth, autonomy, and a sense of purpose (Judge & Piccolo, 2004). Secretaries may meet targets but feel less personally invested, leading to lower job satisfaction and a mechanistic approach to their duties (Judge & Piccolo, 2004; Northouse, 2018).
Moreover, transactional leadership tends to limit personal development and autonomy. The lack of emphasis on skill development, new responsibilities, or active contributions can reduce motivation, ultimately impacting secretarial efficiency and performance (Avolio et al., 2009).


Autocratic Leadership
Autocratic leadership is a highly directive leadership style in which managers make decisions independently, with little or no input from employees. This style creates a rigid and hierarchical work environment where secretaries are given specific instructions and expected to follow them without question (Tavakol, 2017). The focus on strict adherence to established rules and procedures ensures that tasks are completed in a highly structured manner, often with little room for deviation or innovation. While this can lead to short-term operational efficiency, it may not be conducive to long-term productivity, especially in dynamic work environments where adaptability and employee involvement are crucial for success (Tavakol, 2017).

In the context of secretarial work, autocratic leadership can result in a lack of flexibility, as employees are expected to adhere strictly to instructions. Secretaries, who often need to manage multiple tasks and adapt to shifting priorities, may struggle to perform their duties effectively under such constraints (Avolio et al., 2009). This rigid structure may hinder secretaries' ability to make quick decisions, respond to unexpected challenges, or find innovative solutions to problems. As a result, the efficiency of secretaries could be compromised over time, especially when their roles require creativity and independent thinking (Northouse, 2018). While they may excel in following set procedures and completing well-defined tasks, secretaries under autocratic leadership may not develop the flexibility or problem-solving skills required to address evolving demands (Tavakol, 2017).

Autocratic leadership can also negatively impact secretaries' job satisfaction and morale. Research has shown that when employees are not involved in decision-making processes and their autonomy is restricted, they are less likely to feel a sense of ownership over their work (Avolio et al., 2009). For secretaries, who often serve as communication hubs and must juggle various tasks and responsibilities, this lack of involvement in decision-making can lead to feelings of disempowerment. As a result, secretaries may experience decreased motivation, engagement, and job satisfaction, which can ultimately reduce their overall performance and productivity (Avolio et al., 2009). When secretaries feel excluded from the decision-making process, they are less likely to take initiative or feel committed to organizational goals (Northouse, 2018).

Moreover, the autocratic leadership style typically offers limited opportunities for personal growth and professional development, which can further contribute to reduced job satisfaction and performance. In such environments, secretaries may feel that their potential is not being fully utilized, leading to stagnation and a lack of career progression (Northouse, 2018). This lack of development opportunities can result in secretaries becoming disengaged from their work and less inclined to improve their skills or seek out innovative solutions. Without the opportunity to grow and take on new challenges, secretaries may become complacent in their roles, reducing their ability to adapt to changing workplace demands (Tavakol, 2017).

The absence of autonomy and the rigid structure imposed by autocratic leadership can also stifle creativity and initiative among secretaries. When secretaries are given strict instructions and are expected to follow them without deviation, there is little opportunity for them to showcase their creativity or propose new ways of improving efficiency (Avolio et al., 2009). This can limit their effectiveness in solving problems, improving work processes, or contributing to the overall success of the organization. As a result, secretaries may feel undervalued and restricted in their roles, which can negatively impact both their performance and their job satisfaction (Northouse, 2018).
Democratic Leadership
Democratic leadership encourages collaboration and employee involvement in decision-making processes, which can lead to a more inclusive organizational culture. In this leadership style, leaders encourage participation from employees, allowing them to contribute to the decision-making process and provide feedback on various issues (Harris, 2014). Secretaries working under democratic leaders are more likely to feel valued and respected, as their opinions and ideas are sought after in the workplace.

The democratic leadership style is characterized by a collaborative approach that emphasizes employee engagement, autonomy, and creativity—elements that are crucial for enhancing the efficiency of secretaries in the workplace (Breevaart et al., 2014). By fostering an environment where secretaries are encouraged to contribute to decision-making processes and have a say in the planning and execution of tasks, this leadership style promotes a sense of ownership and accountability among secretarial staff (Tims et al., 2011). As secretaries feel more involved and valued in the workplace, they are more likely to take responsibility for their work and demonstrate increased initiative, which can significantly improve their overall performance.

In environments where democratic leadership is practiced, secretaries are not just passive followers of instructions; rather, they become active contributors to organizational success. The autonomy granted by democratic leaders enables secretaries to exercise their judgment, experiment with different approaches, and find solutions that best meet the needs of the organization (Gagne & Deci, 2005). This sense of empowerment has been shown to increase employee motivation, as individuals feel their input is valued, which fosters greater job satisfaction (Breevaart et al., 2014). When secretaries are allowed to make decisions, they often feel more confident in their abilities, leading to a more motivated and proactive work environment (Tims et al., 2011). This empowerment not only boosts their confidence but also helps create an environment where employees are encouraged to think critically and creatively, which is essential for handling complex tasks and rapidly changing work conditions.

Studies have demonstrated that when employees are given more autonomy and the freedom to take initiative, they are more likely to contribute innovative ideas, propose improvements to existing processes, and engage in problem-solving in creative ways (Gagne & Deci, 2005). For secretaries, who often manage multiple responsibilities and are key in coordinating various activities across the organization, this autonomy allows them to streamline workflows, optimize time management, and enhance overall organizational effectiveness (Breevaart et al., 2014). As secretaries become more resourceful and take on a leadership role in managing tasks, they become not only more efficient but also more aligned with the organization’s goals and objectives.

Furthermore, research highlights the relationship between employee autonomy and increased job satisfaction, which is linked to higher organizational commitment and productivity (Deci & Ryan, 2000). When secretaries have a sense of ownership over their work and can make decisions that directly impact their roles, they are more likely to feel a greater connection to the organization, which can enhance both individual and team performance (Tims et al., 2011). Democratic leadership, by promoting collaboration and mutual respect, ultimately leads to a more cohesive and motivated workforce, with secretaries actively contributing to the organization's success.
Moreover, the democratic leadership style is grounded in collaboration and open communication, which helps build a supportive work environment (Northouse, 2018). Secretaries who work under democratic leaders tend to develop strong relationships with their colleagues and managers due to the transparent nature of decision-making. This collaborative dynamic can enhance communication, ensuring that secretaries have access to the information and resources necessary to complete tasks efficiently (Sosik & Godshalk, 2000). As secretaries become more integrated into the decision-making process, their ability to coordinate with different departments and understand organizational priorities improves, leading to smoother workflows and reduced misunderstandings.

The sense of trust and mutual respect generated by democratic leadership also promotes a healthy organizational culture where secretaries feel valued (Avolio et al., 2009). This, in turn, positively impacts their job satisfaction, which has been linked to improved job performance and organizational outcomes (Breevaart et al., 2014). Furthermore, democratic leaders tend to provide constructive feedback and recognition, which reinforces positive behavior and boosts employee morale (Gagné & Deci, 2005). When secretaries receive feedback on their work and are encouraged to contribute their ideas, they are more likely to feel motivated to perform at their best, thus increasing their overall efficiency and contributing to the success of the organization (Keller, 1992).

Laissez-Faire Leadership
Laissez-faire leadership is a leadership style characterized by minimal supervision and guidance, allowing employees to make decisions independently and take responsibility for their tasks. This approach can foster autonomy and creativity, as employees are given the freedom to determine how they approach their work (De Hoogh & Den Hartog, 2008). For secretaries, this autonomy can be empowering, as it offers them the opportunity to work independently and manage their own time. However, while this freedom can be advantageous in some contexts, it also introduces significant challenges, particularly when it comes to role clarity and task prioritization.

One of the primary drawbacks of laissez-faire leadership is the lack of direction and feedback. Secretaries, who are typically tasked with coordinating multiple activities and managing complex workflows, may struggle in environments where expectations and goals are unclear (Avolio & Bass, 2004). Without clear guidelines or communication from their leaders, secretaries may face uncertainty about how to prioritize tasks or whether they are meeting organizational standards (Yukl, 2010). This ambiguity can lead to inefficiency, as secretaries might waste time trying to figure out what needs to be done or how to complete tasks in a way that aligns with organizational expectations. The lack of structure can also result in role confusion, where secretaries are unsure of their responsibilities, leading to a decline in performance (Avolio & Bass, 2004).

Moreover, the absence of active management and feedback under laissez-faire leadership can diminish employee morale. Research shows that employees, including secretaries, generally perform better when they receive constructive feedback and feel supported in their roles (Avolio et al., 2009). In the absence of this feedback, secretaries may feel neglected or undervalued, which can lead to disengagement and lower job satisfaction (De Hoogh & Den Hartog, 2008). The lack of engagement with leadership can also make it difficult for secretaries to understand how their work contributes to the broader goals of the organization, leading to a diminished sense of purpose or ownership over their tasks (Avolio et al., 2009).

Furthermore, laissez-faire leadership can negatively impact overall organizational effectiveness. When secretaries are left to manage their tasks without sufficient guidance or support, they may struggle to meet organizational goals or deliver results that meet expectations. As secretaries work in isolation, without collaboration or guidance from leadership, the quality and consistency of their work may suffer, ultimately reducing their overall productivity and efficiency (Yukl, 2010). Additionally, without clear supervision, secretaries may lack the necessary resources or assistance needed to perform at their best, leading to missed opportunities for improvement or innovation (Avolio & Bass, 2004).

While laissez-faire leadership can be successful in highly autonomous or self-motivated environments, it is generally less effective in settings where clear direction and accountability are needed to meet organizational objectives. Secretaries, who often play a critical role in communication, coordination, and task management, require a certain level of oversight and feedback to perform their jobs effectively. The lack of direction, supervision, and communication under laissez-faire leadership can hinder their ability to function efficiently, leading to confusion, inefficiency, and lower morale (Avolio et al., 2009).

2.4 Impact of Leadership Styles on Secretary Efficiency

The impact of leadership styles on the efficiency of secretaries is profound, as the leadership approach adopted by managers directly influences the work environment, task execution, and the overall performance of secretaries. Leadership styles not only affect the dynamics between managers and secretaries but also shape the organizational climate and culture, which in turn influence how secretaries approach their tasks, manage time, and interact with other employees (Hersey & Blanchard, 1988). Understanding the relationship between leadership styles and secretary efficiency is crucial for optimizing administrative performance and achieving organizational success. This section explores how various leadership styles—transformational, transactional, autocratic, democratic, and laissez-faire—affect the efficiency of secretaries in their roles.

Transformational leadership is widely regarded as one of the most effective leadership styles for boosting employee morale, motivation, and performance (Bass & Avolio, 1994). This style is known for its emphasis on creating a shared vision, fostering individual development, and empowering employees, which directly enhances the efficiency and productivity of workers, including secretaries (Bass, 1990). Under transformational leadership, secretaries are more likely to feel valued, supported, and appreciated by their managers, which results in higher levels of job satisfaction, organizational commitment, and engagement in their roles (Breevaart et al., 2014; Liden et al., 2008). By motivating secretaries to perform beyond expectations and encouraging them to take ownership of their tasks, transformational leaders create an environment where employees are not only more productive but also more aligned with the goals and vision of the organization (Northouse, 2018).

One of the key components of transformational leadership is the ability to inspire a clear vision and communicate it effectively to subordinates. Transformational leaders provide secretaries with a sense of purpose by involving them in the organizational goals and offering them the resources needed to succeed. By establishing a clear sense of direction and purpose, secretaries are better able to prioritize their tasks and take initiative (Avolio et al., 2009). Additionally, transformational leaders encourage creativity and problem-solving by providing secretaries with the autonomy to make decisions and take calculated risks. This autonomy fosters a greater sense of empowerment, which has been linked to enhanced job performance, innovation, and efficiency (Tims et al., 2011; Spreitzer, 1995). When secretaries feel trusted to solve problems on their own or come up with innovative solutions, they can perform tasks faster and more effectively, making the organization more adaptable to changes.

Moreover, transformational leadership emphasizes professional development and continuous learning, which helps secretaries enhance their skill sets and grow within their roles (Bass, 1990). By providing opportunities for training, mentoring, and feedback, transformational leaders ensure that secretaries not only perform their current tasks efficiently but also build the capacity to handle more complex responsibilities in the future (Eisenbeiss et al., 2008). This focus on development helps secretaries feel more competent and confident in their roles, which directly influences their work efficiency and overall organizational productivity (Bass & Riggio, 2006). Furthermore, when secretaries are encouraged to take on additional responsibilities and contribute ideas to process improvements, their involvement in decision-making enhances the quality of the work produced and drives organizational effectiveness (Breevaart et al., 2014).

The work environment under transformational leadership is typically supportive, open, and collaborative, which fosters a culture of trust and communication. In such an environment, secretaries are more likely to share information with colleagues, ask for assistance when needed, and collaborate on projects. This collaboration leads to improved efficiency, as the exchange of ideas and resources ensures that tasks are completed in a timely and effective manner (Gagne & Deci, 2005). Research suggests that when secretaries are encouraged to communicate openly with their leaders and peers, there is a reduction in misunderstandings and delays, which positively impacts the overall efficiency of the organization (Kark et al., 2003).

Additionally, transformational leadership helps build resilience among secretaries, particularly in high-pressure environments. By offering encouragement, support, and positive reinforcement, transformational leaders help secretaries overcome obstacles and maintain motivation, even during challenging periods. This resilience not only prevents burnout but also increases the likelihood that secretaries will continue to perform at high levels, contributing to organizational success (Avolio & Bass, 2004). As a result, transformational leadership contributes not only to the development of secretaries’ technical skills but also to their emotional and psychological well-being, which in turn enhances their overall work efficiency (Shamir et al., 2005).

Transactional leadership, in contrast, is focused on structure, rewards, and punishments based on task completion and goal achievement (Bass, 1985). While this style may contribute to high short-term efficiency, it can lead to lower job satisfaction and reduced long-term engagement (Avolio et al., 2009). Transactional leaders tend to focus on routine tasks and ensure that secretaries adhere to procedures and deadlines. Although secretaries under transactional leaders may complete tasks efficiently, the lack of creative freedom or personal development opportunities may hinder innovation and reduce their overall engagement (Judge & Piccolo, 2004). Furthermore, transactional leadership does not actively promote collaboration or communication beyond task completion, potentially leading to decreased interdepartmental coordination and teamwork (Northouse, 2018). This limitation can reduce the efficiency of secretaries when dealing with complex or multifaceted tasks that require input from multiple departments or individuals.


2.5 Leadership Styles and Employee Motivation
Leadership styles play a crucial role in shaping employee motivation, which is a key factor that influences the efficiency of secretaries. Motivation is the driving force behind employee performance, and different leadership styles can either enhance or hinder this motivation. Effective leadership has the potential to inspire secretaries to go above and beyond their job responsibilities, contributing to higher levels of job performance and efficiency. The relationship between leadership styles and employee motivation can be understood through the lens of various leadership theories, including transformational, transactional, and laissez-faire leadership.
Transformational leadership is widely recognized for its ability to significantly boost employee motivation. Leaders who adopt a transformational style inspire and challenge their employees to exceed expectations by providing a clear vision, offering intellectual stimulation, and recognizing individual contributions (Bass & Avolio, 1994). Secretaries who work under transformational leaders tend to feel more motivated because these leaders cultivate a supportive and dynamic work environment where their personal development is prioritized. Transformational leaders foster intrinsic motivation by empowering secretaries to take ownership of their work, encouraging autonomy, and promoting opportunities for professional growth (Gagne & Deci, 2005). When secretaries are empowered to make decisions and contribute to the organization’s vision, they are more likely to be intrinsically motivated, leading to higher work efficiency (Tims et al., 2011). Studies show that the motivation to achieve both personal and organizational goals is increased under transformational leadership, which, in turn, enhances secretary efficiency and productivity (Breevaart et al., 2014).
In contrast, transactional leadership relies on rewards and punishments to motivate employees, focusing on clear structures, policies, and performance expectations. Transactional leaders motivate secretaries through extrinsic rewards, such as salary increments, bonuses, or recognition for achieving specific goals (Bass, 1990). While this style can motivate secretaries to meet baseline expectations, it may not inspire the same level of intrinsic motivation or engagement as transformational leadership. Transactional leaders provide clear guidance and set attainable goals, which can help secretaries perform their tasks efficiently within well-defined parameters (Judge & Piccolo, 2004). However, the lack of intellectual stimulation and personal development opportunities under transactional leadership may limit secretaries’ potential for innovation, which is crucial for adapting to changing work environments (Podsakoff et al., 2006). Therefore, while transactional leadership can result in efficient task completion, it may not foster the deep level of motivation and initiative required for exceptional performance over the long term (Bass & Avolio, 1994).
On the other hand, laissez-faire leadership, which is characterized by a hands-off approach with minimal guidance or intervention, can have a mixed effect on employee motivation. Laissez-faire leaders often delegate decision-making to their employees, providing secretaries with considerable autonomy in how they complete their work. While this autonomy can motivate secretaries by promoting trust and independence (De Hoogh & Den Hartog, 2008), it may also lead to confusion and lack of direction if employees feel unsupported or uncertain about their roles. Studies indicate that secretaries working under laissez-faire leadership may experience low motivation if they feel neglected or if there is a lack of clear expectations and feedback (Judge & Piccolo, 2004). Without sufficient guidance or regular communication, secretaries might struggle with maintaining consistent performance levels, as their motivation can wane over time due to the absence of a strong, motivating leadership presence (Tavakol, 2017).
Furthermore, democratic leadership is another leadership style that can have a positive impact on employee motivation, particularly among secretaries. Democratic leaders engage their employees in decision-making processes, listen to their concerns, and consider their input when making organizational decisions. This participative approach motivates secretaries by fostering a sense of ownership and responsibility for their tasks, as they feel their opinions and contributions are valued (Northouse, 2018). By involving secretaries in decision-making, democratic leaders tap into their intrinsic motivation, making them feel more invested in their work and encouraging higher levels of engagement and performance (Breevaart et al., 2014). The collaborative and open nature of democratic leadership fosters a work environment where secretaries are motivated to perform tasks efficiently, as they are not just executing orders but also contributing to the overall direction of the organization (Sosik & Godshalk, 2000).
2.6 The Role of Emotional Intelligence in Leadership Styles
Emotional intelligence (EI) is a critical factor that influences how managers adopt and implement different leadership styles, which in turn can significantly affect the efficiency of secretaries. Emotional intelligence refers to the ability to recognize, understand, and manage one’s own emotions, as well as the ability to recognize, understand, and influence the emotions of others (Goleman, 1995). In the context of leadership, emotional intelligence allows managers to build strong relationships, foster trust, and create a work environment that supports employee engagement and motivation, including that of secretaries. Leaders with high emotional intelligence are better equipped to adapt their leadership style to the needs of their employees, ensuring a positive organizational climate that enhances employee performance and productivity.
Emotional intelligence plays a particularly important role in transformational leadership, which has been shown to be highly effective in improving employee motivation and performance (Bass & Avolio, 1994). Transformational leaders with high EI are able to inspire and motivate secretaries by understanding their emotional needs and creating an environment of trust, support, and encouragement. These leaders possess self-awareness, empathy, and emotional regulation, which enable them to communicate effectively and respond to the emotional needs of secretaries (Goleman, 2000). Transformational leaders who are emotionally intelligent are also more adept at providing positive feedback, recognizing accomplishments, and managing conflicts, which helps secretaries feel valued and motivated to perform at their best (Eisenbeiss et al., 2008). The emotional support provided by emotionally intelligent leaders can lead to increased job satisfaction, greater engagement, and higher efficiency among secretaries (Tims et al., 2011).
On the other hand, transactional leadership is often less emotionally nuanced and tends to rely more on formal structures, rewards, and punishments (Bass, 1990). While transactional leaders can still be successful in maintaining high performance through clear expectations and rewards, their lack of emotional intelligence may limit their ability to connect with secretaries on a deeper, more motivational level. Transactional leaders with low EI may struggle to recognize or respond to the emotional needs of their employees, which can lead to a more impersonal work environment and reduced employee satisfaction (Judge & Piccolo, 2004). Secretaries working under transactional leaders who lack emotional intelligence may feel undervalued or disconnected, which could negatively impact their motivation and efficiency.
In contrast, democratic leadership benefits greatly from emotional intelligence, as leaders with high EI are more capable of fostering an inclusive and supportive work environment (Northouse, 2018). Democratic leaders with emotional intelligence understand the importance of employee input and feedback, and they are skilled at creating an atmosphere where secretaries feel comfortable sharing their ideas and concerns. By recognizing and addressing the emotional needs of their secretaries, emotionally intelligent democratic leaders promote engagement, collaboration, and creativity, which can lead to enhanced job satisfaction and increased efficiency (Breevaart et al., 2014). The emotional connection between the leader and secretary under democratic leadership styles leads to higher motivation, as secretaries feel respected and valued within the decision-making process (Gagné & Deci, 2005).
In autocratic leadership, emotional intelligence plays a less prominent role. Autocratic leaders, by nature, tend to be directive and controlling, focusing primarily on achieving organizational goals and maintaining order (Tavakol, 2017). While autocratic leaders may use their authority to push for higher performance, the lack of emotional intelligence may undermine their relationships with secretaries. A lack of empathy and understanding of emotional cues can make secretaries feel isolated, disengaged, or even resentful, which can decrease motivation and job satisfaction. Without emotional intelligence, autocratic leaders are less likely to recognize the emotional needs of their secretaries and may inadvertently create an atmosphere of stress and frustration, negatively impacting overall efficiency (De Hoogh & Den Hartog, 2008).
Similarly, laissez-faire leadership, characterized by a lack of direct involvement or guidance from the leader, can be detrimental to secretaries’ performance when the leader has low emotional intelligence. Leaders with low EI may fail to provide the necessary feedback, guidance, and support that secretaries need to perform efficiently, leading to feelings of neglect or confusion. This lack of emotional support can result in decreased motivation, as secretaries may feel uncertain about their role, direction, or performance expectations (Judge & Piccolo, 2004). Secretaries in laissez-faire environments may struggle to meet organizational goals, as they lack the emotional guidance and clarity provided by leaders with higher emotional intelligence.


CHAPTER THREE
METHODOLOGY
This chapter outlined the research methodology employed to evaluate the effect of leadership styles of managers on the efficiency of secretaries in organizational settings. 
3.1 Instrument Used
The primary instrument used for data collection for this study is a structured questionnaire personally designed by the researcher. The questionnaire was a four Likert scale consisted of closed-ended questions ranging from strongly agree1, agree2, disagree3, and strongly disagree4, respectively. It was designed to capture quantitative data on the leadership styles of managers on the efficiency of secretaries.
3.2 Population of the Study
The target population for this study comprises secretaries and managers working in medium to large organizations across various sectors. The study will focus on secretaries who directly report to managers and managers who are involved in decision-making. The population will include organizations from private, and public, sectors.
The population size is expected to be 321 employees across various sectors, with approximately equal representation of secretaries and managers. This broad population ensures that the study covers a variety of leadership styles and organizational contexts.

3.3 Sample and Sampling Techniques
This study will employ a stratified random sampling technique to select the sample. Stratified sampling is ideal because it ensures that different subgroups within the population (e.g., secretaries with different managerial leadership styles) are proportionately represented.
A sample size of 125 respondents was selected for this study. This includes approximately 100 secretaries randomly selected and 25 managers were purposively selected. The stratification was based on key factors such as organizational type (e.g., private, public) and leadership style (e.g., transformational, transactional). The sample aim to represent a wide range of leadership styles and their respective impacts on secretarial efficiency.
3.4 Distribution and Collection of Data
Data distribution and collection will be conducted personally by the researcher. through paper-based surveys. while paper-based surveys will be distributed to participants in Ilorin area.
After distributing the surveys, follow-up reminders will be sent or a phone calls to increase the response rate. The data collection process spans to two weeks. The survey will be anonymous, ensuring confidentiality for all respondents.
3.5 Reliability
Reliability refers to the consistency of the data collection instrument. To ensure reliability of the questionnaire will be pretested with a small group of 20 respondents from a similar population. This pretest will help refine the questionnaire to ensure clarity and consistency.
To measure the reliability of the instrument, Cronbach’s Alpha will be used. A value of 0.7 or higher will be considered acceptable, indicating that the instrument is reliable in measuring both leadership styles and secretarial efficiency (Nunnally, 1978).
3.6 Validity
Validity refers to the extent to which the instrument measures what it is intended to measure. To ensure validity of the questionnaire, the questionnaire was reviewed by experts in leadership studies and organizational behavior to confirm that the questions accurately capture the relevant constructs of leadership styles and secretarial efficiency. The observations of the expert were used to improve the quality of the instrument. A pilot study was also conducted to assess the appropriateness of the items and ensure they measure the intended concepts.

3.7 Method of Data Analysis
The data collected from the questionnaires will be analyzed using descriptive statistical methods. The analysis will focus exclusively on quantitative data. Descriptive statistics such as a frequencies and percentages will be used to summarize data and responses to the questionnaire. This will help to understand the distribution of leadership styles and the general efficiency levels of secretaries. 




[bookmark: _GoBack]CHAPTER FOUR
DATA ANALYSIS
This chapter presents the survey results from 125 participants on how different leadership styles affect secretaries' efficiency. The data covers transformational, transactional, autocratic, democratic, and laissez-faire leadership, detailing their perceived influence on secretarial job performance. Each table offers insights into how these managerial approaches impact efficiency. The following tables specifically focus on the impact of each leadership style on job performance.
4.2 Results
Table 4.1: Transformational Leadership Positively Affects Secretaries' Job Performance
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	55
	44%

	Agree
	40
	32%

	Disagree
	20
	16%

	Strongly Disagree
	10
	8%

	Total
	125
	100%


Source: Researcher's fieldwork 2025

Table 4.1 showed that 55 (44%) respondents strongly agreed and 40 (32%) respondents agreed that transformational leadership improves job performance, while 20 (16%) respondents disagreed and 10 (8%) respondents strongly disagreed with the statement.

Table 4.2: Transactional Leadership Affects Secretaries' Job Performance
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	30
	24%

	Agree
	50
	40%

	Disagree
	30
	24%

	Strongly Disagree
	15
	12%

	Total
	125
	100%


Source: Researcher's fieldwork 2025

Table 4.2 showed that 30 (24%) respondents strongly agreed and 50 (40%) respondents agreed that transactional leadership improves job performance, while 30 (24%) respondents disagreed and 15 (12%) respondents strongly disagreed with the statement.


Table 4.3: Autocratic Leadership Negatively Affects Secretaries' Job Performance
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	10
	8%

	Agree
	20
	16%

	Disagree
	45
	36%

	Strongly Disagree
	50
	40%

	Total
	125
	100%


Source: Researcher's fieldwork 2025

Table 4.3 showed that 10 (8%) respondents strongly agreed and 20 (16%) respondents agreed that autocratic leadership improves job performance, while 45 (36%) respondents disagreed and 50 (40%) respondents strongly disagreed with the statement.



Table 4.4: Democratic Leadership Positively Affects Secretaries' Job Performance
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	60
	48%

	Agree
	45
	36%

	Disagree
	10
	8%

	Strongly Disagree
	10
	8%

	Total
	125
	100%


Source: Researcher's fieldwork 2025

Table 4.4 showed that 60 (48%) respondents strongly agreed and 45 (36%) respondents agreed that democratic leadership improves job performance, while 10 (8%) respondents disagreed and 10 (8%) respondents strongly disagreed with the statement.



Table 4.5: Laissez-Faire Leadership Negatively Affects Secretaries' Job Performance
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	5
	4%

	Agree
	10
	8%

	Disagree
	50
	40%

	Strongly Disagree
	60
	48%

	Total
	125
	100%


Source: Researcher's fieldwork 2025

Table 4.5 showed that 5 (4%) respondents strongly agreed and 10 (8%) respondents agreed that laissez-faire leadership improves job performance, while 50 (40%) respondents disagreed and 60 (48%) respondents strongly disagreed with the statement.



Table 4.6: Transformational Leadership Positively Affects Job Satisfaction
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	50
	40%

	Agree
	55
	44%

	Disagree
	15
	12%

	Strongly Disagree
	5
	4%

	Total
	125
	100%


Source: Researcher's fieldwork 2025

Table 4.6 showed that 50 (40%) respondents strongly agreed and 55 (44%) respondents agreed that transformational leadership improves job satisfaction, while 15 (12%) respondents disagreed and 5 (4%) respondents strongly disagreed with the statement.



Table 4.7: Transactional Leadership Affects Job Satisfaction
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	20
	16%

	Agree
	45
	36%

	Disagree
	40
	32%

	Strongly Disagree
	20
	16%

	Total
	125
	100%


Source: Researcher's fieldwork 2025

Table 4.7 showed that 20 (16%) respondents strongly agreed and 45 (36%) respondents agreed that transactional leadership improves job satisfaction, while 40 (32%) respondents disagreed and 20 (16%) respondents strongly disagreed with the statement.



Table 4.8: Autocratic Leadership Negatively Affects Job Satisfaction
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	5
	4%

	Agree
	15
	12%

	Disagree
	50
	40%

	Strongly Disagree
	55
	44%

	Total
	125
	100%


Source: Researcher's fieldwork 2025

Table 4.8 showed that 5 (4%) respondents strongly agreed and 15 (12%) respondents agreed that autocratic leadership improves job satisfaction, while 50 (40%) respondents disagreed and 55 (44%) respondents strongly disagreed with the statement.



Table 4.9: Democratic Leadership Positively Affects Job Satisfaction
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	60
	48%

	Agree
	45
	36%

	Disagree
	15
	12%

	Strongly Disagree
	5
	4%

	Total
	125
	100%


Source: Researcher's fieldwork 2025

Table 4.9 showed that 60 (48%) respondents strongly agreed and 45 (36%) respondents agreed that democratic leadership improves job satisfaction, while 15 (12%) respondents disagreed and 5 (4%) respondents strongly disagreed with the statement.



Table 4.10: Laissez-Faire Leadership Negatively Affects Job Satisfaction
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	5
	4%

	Agree
	10
	8%

	Disagree
	45
	36%

	Strongly Disagree
	60
	48%

	Total
	125
	100%


Source: Researcher's fieldwork 2025

Table 4.10 showed that 5 (4%) respondents strongly agreed and 10 (8%) respondents agreed that laissez-faire leadership improves job satisfaction, while 45 (36%) respondents disagreed and 60 (48%) respondents strongly disagreed with the statement.





Table 4.11: Transformational Leadership Increases Productivity
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	45
	36%

	Agree
	50
	40%

	Disagree
	20
	16%

	Strongly Disagree
	10
	8%

	Total
	125
	100%


Source: Researcher's fieldwork 2025

Table 4.11 showed that 45 (36%) respondents strongly agreed and 50 (40%) respondents agreed that transformational leadership increases productivity, while 20 (16%) respondents disagreed and 10 (8%) respondents strongly disagreed with the statement.



Table 4.12: Transactional Leadership Increases Productivity
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	30
	24%

	Agree
	55
	44%

	Disagree
	30
	24%

	Strongly Disagree
	10
	8%

	Total
	125
	100%


Source: Researcher's fieldwork 2025

Table 4.12 showed that 30 (24%) respondents strongly agreed and 55 (44%) respondents agreed that transactional leadership increases productivity, while 30 (24%) respondents disagreed and 10 (8%) respondents strongly disagreed with the statement.



Table 4.13: Autocratic Leadership Negatively Affects Productivity
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	5
	4%

	Agree
	10
	8%

	Disagree
	50
	40%

	Strongly Disagree
	60
	48%

	Total
	125
	100%


Source: Researcher's fieldwork 2025

Table 4.13 showed that 5 (4%) respondents strongly agreed and 10 (8%) respondents agreed that autocratic leadership increases productivity, while 50 (40%) respondents disagreed and 60 (48%) respondents strongly disagreed with the statement.



Table 4.14: Democratic Leadership Increases Productivity
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	60
	48%

	Agree
	45
	36%

	Disagree
	10
	8%

	Strongly Disagree
	10
	8%

	Total
	125
	100%


Source: Researcher's fieldwork 2025

Table 4.14 showed that 60 (48%) respondents strongly agreed and 45 (36%) respondents agreed that democratic leadership increases productivity, while 10 (8%) respondents disagreed and 10 (8%) respondents strongly disagreed with the statement.



Table 4.15: Laissez-Faire Leadership Negatively Affects Productivity
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	10
	8%

	Agree
	20
	16%

	Disagree
	45
	36%

	Strongly Disagree
	50
	40%

	Total
	125
	100%


Source: Researcher's fieldwork 2025

Table 4.15 showed that 10 (8%) respondents strongly agreed and 20 (16%) respondents agreed that laissez-faire leadership increases productivity, while 45 (36%) respondents disagreed and 50 (40%) respondents strongly disagreed with the statement.



Table 4.16: Leadership Style Affects Secretary's Initiative
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	40
	32%

	Agree
	45
	36%

	Disagree
	25
	20%

	Strongly Disagree
	15
	12%

	Total
	125
	100%


Source: Researcher's fieldwork 2025

Table 4.16 showed that 40 (32%) respondents strongly agreed and 45 (36%) respondents agreed that leadership styles affect secretarial initiative, while 25 (20%) respondents disagreed and 15 (12%) respondents strongly disagreed with the statement.



Table 4.17: Transactional Leadership Affects Secretary's Initiative
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	25
	20%

	Agree
	45
	36%

	Disagree
	30
	24%

	Strongly Disagree
	25
	20%

	Total
	125
	100%


Source: Researcher's fieldwork 2025

Table 4.17 showed that 25 (20%) respondents strongly agreed and 45 (36%) respondents agreed that transactional leadership affects secretarial initiative, while 30 (24%) respondents disagreed and 25 (20%) respondents strongly disagreed with the statement.



Table 4.18: Autocratic Leadership Negatively Affects Secretary's Initiative
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	5
	4%

	Agree
	15
	12%

	Disagree
	55
	44%

	Strongly Disagree
	50
	40%

	Total
	125
	100%


Source: Researcher's fieldwork 2025

Table 4.18 showed that 5 (4%) respondents strongly agreed and 15 (12%) respondents agreed that autocratic leadership affects secretarial initiative, while 55 (44%) respondents disagreed and 50 (40%) respondents strongly disagreed with the statement.





Table 4.19: Democratic Leadership Positively Affects Secretary's Initiative
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	50
	40%

	Agree
	60
	48%

	Disagree
	10
	8%

	Strongly Disagree
	5
	4%

	Total
	125
	100%


Source: Researcher's fieldwork 2025

Table 4.19 showed that 50 (40%) respondents strongly agreed and 60 (48%) respondents agreed that democratic leadership affects secretarial initiative, while 10 (8%) respondents disagreed and 5 (4%) respondents strongly disagreed with the statement.



Table 4.20: Laissez-Faire Leadership Negatively Affects Secretary's Initiative
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	5
	4%

	Agree
	15
	12%

	Disagree
	50
	40%

	Strongly Disagree
	55
	44%

	Total
	125
	100%


Source: Researcher's fieldwork 2025

Table 4.20 showed that 5 (4%) respondents strongly agreed and 15 (12%) respondents agreed that laissez-faire leadership affects secretarial initiative, while 50 (40%) respondents disagreed and 55 (44%) respondents strongly disagreed with the statement.



CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1 Summary
The role of a secretary within any organization is critical, as they are responsible for managing office tasks, supporting management, and ensuring smooth operations. The effectiveness of a secretary often depends on the leadership style of their manager. This study explores how different leadership styles—transformational, transactional, autocratic, democratic, and laissez-faire—affect the efficiency of secretaries. The primary objective of this research was to examine whether these leadership styles influence the work performance, productivity, job satisfaction, and initiative of secretaries.
A sample of 125 secretaries was surveyed using a questionnaire that assessed their experiences with various leadership styles and their corresponding job performance outcomes. The data collected was analyzed using descriptive statistics, where the frequency and percentage distribution were calculated. The results highlighted that transformational leadership had the most positive effect on secretary performance, followed by democratic leadership. Transactional leadership had a moderate impact, while autocratic and laissez-faire leadership styles were seen to have a less favorable effect on secretary efficiency.
5.2 Conclusion
The findings from this study indicated that the leadership style of managers significantly influences the efficiency of secretaries. Transformational leadership, characterized by inspiring and motivating employees, had the most substantial positive impact on job performance, satisfaction, and productivity. Secretaries under transformational leaders reported high levels of job satisfaction and initiative. Democratic leadership, which encourages participation and input from employees, also had a positive effect, fostering a sense of collaboration and respect within the workplace.
In contrast, autocratic leadership, with its top-down approach, and laissez-faire leadership, marked by a hands-off attitude, were associated with lower levels of efficiency, as secretaries often felt less motivated and less involved in decision-making processes. Transactional leadership, based on clear tasks and rewards, had a neutral effect, demonstrating that clear expectations and rewards can improve productivity but may not contribute as much to overall job satisfaction or initiative.
In conclusion, the leadership style adopted by managers plays a pivotal role in shaping the work environment and influencing the efficiency of secretaries. Organizations should consider the impact of leadership styles when aiming to improve office performance and overall organizational success.
5.3 Recommendations 
Based on the conclusion of the study, the following recommendations were made.
1. Adopt Transformational Leadership: It is recommended that managers should adopt a transformational leadership style to motivate and inspire their secretaries. This can be done by setting clear goals, offering professional development opportunities, and recognizing achievements. A supportive, motivating environment can increase job satisfaction, productivity, and initiative among secretaries.
2. Encourage Participation through Democratic Leadership: Managers should encourage a democratic approach by involving secretaries in decision-making processes. By soliciting input and valuing their contributions, secretaries are likely to feel more engaged and valued, which can lead to better job performance and efficiency.
3. Reduce Autocratic and Laissez-Faire Practices: Autocratic and laissez-faire leadership styles should be minimized, as they are associated with lower job satisfaction and performance. Managers should avoid micromanaging employees or neglecting their need for guidance and feedback. Instead, offering appropriate guidance while allowing autonomy can help balance leadership effectiveness.
4. Provide Clear Guidelines with Transactional Leadership: While transformational and democratic leadership styles have proven to be more effective, transactional leadership can still play a role in ensuring that secretaries understand their roles and expectations clearly. Managers should offer structured work environments with defined tasks and rewards for achieving goals, as this can improve productivity.
5. Leadership Training and Development: Organizations should invest in leadership training programs for managers to equip them with the necessary skills to lead effectively. Understanding the different leadership styles and their impacts on employees can help managers choose the right approach for different situations, improving the overall efficiency and performance of their teams, including secretaries.
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Dear Sir/Ma,

RESEARCH QUESTIONNAIRES
	This is a research instrument to elicit information relevant for research work titled Evaluating the Effect of Leadership Styles of Managers on Efficiency of Secretary.
The Research is a partial fulfilment of the requirement for the award of Higher National Diploma in Office Technology and Management in Kwara State Polytechnic, Ilorin.
	I shall be grateful if this questionnaire can be completed by you. Your anonymity is highly guaranteed. Information gathered through this questionnaire would be used only for Academic purposes.


QUESTIONNAIRE
1. Transformational leadership improves the job performance of secretaries.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

2. Transactional leadership improves the job performance of secretaries.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

3. Autocratic leadership improves the job performance of secretaries.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

4. Democratic leadership improves the job performance of secretaries.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

5. Laissez-faire leadership improves the job performance of secretaries.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

6. Transformational leadership improves job satisfaction.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

7. Transactional leadership improves job satisfaction.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

8. Autocratic leadership improves job satisfaction.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

9. Democratic leadership improves job satisfaction.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

10. Laissez-faire leadership improves job satisfaction.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

11. Transformational leadership increases productivity.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )


12. Transactional leadership increases productivity.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

13. Autocratic leadership increases productivity.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

14. Democratic leadership increases productivity.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

15. Laissez-faire leadership increases productivity.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

16. Leadership styles affect secretary's initiative.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

17. Transactional leadership affects secretary's initiative.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

18. Autocratic leadership affects secretary's initiative.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

19. Democratic leadership affects secretary's initiative.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

20. Laissez-faire leadership affects secretary's initiative.
	(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
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