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ABSTRACT
This study investigates the gender differences and their impact on the office performance of secretaries in organizations in Kwara State, Nigeria. As secretaries play a crucial role in administrative functions, understanding the gender dynamics within the profession is essential for enhancing organizational efficiency and productivity. The research explores how gender influences the performance, work ethics, and career progression of secretaries, considering factors such as communication styles, decision-making abilities, and leadership perceptions. Data was collected through surveys with secretaries and management staff in selected organizations across Kwara State. The findings reveal that while both male and female secretaries exhibit similar levels of technical competence, gender stereotypes and societal expectations often affect the recognition and promotion of their contributions. Additionally, the study highlights that gender differences can impact work relationships, job satisfaction, and overall job performance, with female secretaries facing more challenges related to work-life balance and workplace discrimination. Based on these findings, the study suggests policies aimed at promoting gender equality and creating a more inclusive work environment to improve the performance and advancement of secretaries, regardless of gender.
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CHAPTER ONE
INTRODUCTION
1.1 Background of the Study
The exploration of gender differences in the workplace has been a subject of growing interest in recent decades, particularly in terms of how these differences influence workplace dynamics, performance, and career trajectories. Secretarial roles are often at the core of organizational operations, performing vital administrative tasks that ensure the smooth running of businesses. However, despite the increasing recognition of the importance of secretarial work, there is limited research on the impact of gender differences on the office performance of secretaries, especially in the Nigerian context.
Historically, secretarial work has been considered a female-dominated profession, associated with clerical tasks, communication, and organizational duties (Owen, 2010). In many organizations, secretarial positions have often been filled by women, reinforcing stereotypes about women's roles in the workplace. These perceptions are not only limiting but may also influence how secretaries are evaluated and treated in their respective roles. The general societal expectation in many Nigerian organizations, including those in Kwara State, is that female secretaries should be proficient in supporting roles, while male secretaries may sometimes be viewed as deviating from societal norms, which could affect their professional recognition (Akinyemi, 2014).
Gendered expectations also shape the work environment, creating both opportunities and challenges for secretaries. Research has shown that women are often expected to balance work with family duties, which can create additional stress and impact their overall performance and job satisfaction (Kossek & Ozeki, 1998). These pressures might affect female secretaries' work-life balance, leading to burnout or dissatisfaction. Similarly, male secretaries, though less common, might face challenges related to gender stereotypes, as their roles in traditionally female-dominated positions may be perceived as non-conventional, which could influence their career advancement or workplace relationships (Eagly & Karau, 2002).
In organizations in Kwara State, where gender roles are deeply ingrained in the socio-cultural fabric, secretaries are often subject to distinct expectations based on their gender. Male secretaries may experience challenges in proving their competence or may be unfairly assessed against traditional masculine roles, while female secretaries might experience workplace discrimination, being relegated to more supportive roles and encountering barriers to career advancement (Ogunyemi, 2013). This highlights the importance of examining the impact of these gender dynamics on their job performance, job satisfaction, and career progression.
There is also evidence that gender differences impact organizational dynamics, including leadership styles and communication patterns. While women are often expected to exhibit nurturing and supportive traits, which may enhance their interpersonal relationships in the workplace, men might be valued for exhibiting more assertive or directive traits, which can influence their perceived effectiveness in leadership or office management roles (Eagly, 2007). These dynamics often lead to different evaluations of male and female secretaries, despite their similar competencies.
Understanding the role of gender in secretaries' office performance in Kwara State is crucial for developing organizational strategies that address gender biases, promote equality, and improve the overall productivity of the workforce. This research aims to investigate how gender differences shape the performance of secretaries in Kwara State, focusing on aspects such as work-life balance, job satisfaction, career advancement, and organizational efficiency. Additionally, this study will explore the implications of these findings for creating more equitable organizational environments, ensuring that all secretaries—regardless of gender—have equal opportunities to excel and grow in their careers.
1.2 Statement of the Problem
Despite the increasing global focus on gender equality and the importance of diversity in the workplace, gender differences continue to influence the way employees are perceived, evaluated, and treated in professional settings. Secretaries, who play a critical role in the smooth operation of organizations, are particularly impacted by gendered expectations and stereotypes. In many workplaces, secretarial roles are predominantly filled by women, yet little research has focused on how gender differences specifically affect the performance, career advancement, and overall work experience of secretaries. This issue is especially pertinent in Kwara State, where traditional gender norms continue to shape workplace dynamics and influence organizational structures.
In Kwara State, male secretaries remain a minority, and societal expectations often position women in supportive, administrative roles, reinforcing stereotypical gender roles (Ogunyemi, 2013). This leads to concerns that female secretaries may face workplace challenges related to gender discrimination, unequal opportunities for advancement, and additional expectations of balancing family and work responsibilities (Kossek & Ozeki, 1998). On the other hand, male secretaries may face biases for occupying a traditionally female-dominated profession, leading to doubts regarding their competence and potential career development (Eagly & Karau, 2002).
These gender-based disparities in secretarial positions may have significant implications for office performance. While both male and female secretaries may possess the necessary skills and qualifications, gender differences could influence how they are evaluated in terms of efficiency, leadership potential, and job satisfaction. Such disparities could impact their motivation, job performance, and career trajectories, ultimately affecting the productivity and organizational outcomes of their respective workplaces.
Given the lack of empirical studies on this topic in Kwara State, this study seeks to fill this gap by investigating how gender differences and its impact on office performance of secretaries in organizations. It aims to examine the specific challenges faced by male and female secretaries, the impact of these challenges on their job satisfaction and performance, and how gender dynamics affect organizational processes and overall effectiveness.
1.3 Objectives of the Study
The primary objective of this study is to explore the impact of gender differences and its impact on office performance of secretaries in organizations in Kwara State, Nigeria. To achieve this, the study will address the following specific objectives:
1. To examine the influence of gender on the job performance of secretaries in organizations in Kwara State.
2. To investigate the challenges faced by male and female secretaries in organizations in Kwara State.
3. To assess the role of gender in career progression and professional development opportunities for secretaries in Kwara State.
4. To evaluate the impact of gender differences on job satisfaction and work-life balance for secretaries in organizations in Kwara State.
5. To propose strategies for addressing gender disparities in office performance and improving organizational practices for secretaries in Kwara State.
These objectives are intended to provide a comprehensive understanding of how gender differences affect the office performance of secretaries in Kwara State and to contribute valuable insights for improving organizational practices in the region.
1.4 Research Questions
To comprehensively investigate gender differences and its   impact on office performance of secretaries in organizations in Kwara State, this study aims to answer the following research questions:
1. What is the influence of gender differences on the job performance of secretaries in organizations in Kwara State?
2. What are the specific challenges faced by male and female secretaries in organizations in Kwara State?
3. To what extent does gender affect the career advancement and professional development opportunities available to secretaries in organizations in Kwara State?
4. What is the impact of gender differences on job satisfaction and work-life balance for secretaries in organizations in Kwara State?
5. What strategies can organizations in Kwara State implement to address gender disparities in the office performance of secretaries?
1.5 Significance of the Study
This study is significant because it seeks to address an under-explored area in organizational behavior: the impact of gender differences on the office performance of secretaries in organizations within Kwara State, Nigeria. Secretaries are vital to the smooth functioning of any organization, yet the influence of gender dynamics on their roles and performance has received limited attention, particularly in the context of Kwara State. By exploring how gender differences affect job performance, career advancement, and workplace relationships, this research will contribute valuable insights to the broader discourse on gender in the workplace.
Firstly, this study will enhance understanding of the specific challenges faced by both male and female secretaries in the workplace. Given that secretarial roles have traditionally been associated with women, the study will shed light on the gender-specific obstacles that both genders encounter, such as gender biases, discrimination, and societal expectations. The findings will help identify how these challenges impact the work performance of secretaries and provide a basis for the development of targeted interventions that promote equal opportunities for all secretaries, regardless of gender.
Moreover, this research is significant in its potential to improve organizational practices. By examining the impact of gender differences on job satisfaction and career progression, the study will provide recommendations on how to create more inclusive and equitable work environments. This is particularly important in organizations within Kwara State, where gender roles often shape professional opportunities and personal responsibilities. The study's findings will be valuable for policymakers and organizational leaders seeking to promote gender equality and improve overall productivity.
Additionally, the study will contribute to the academic literature on gender and organizational behavior, especially in the context of developing countries. While many studies on gender dynamics have focused on Western or urban settings, this research will provide much-needed insights into the specific socio-cultural context of Kwara State, where traditional gender norms play a significant role in shaping workplace dynamics. By filling this gap, the study will offer a foundation for further research on gender and its impact on office performance in other Nigerian states and similar developing regions.
The significance of this study lies in its ability to contribute to a deeper understanding of how gender influences the performance, satisfaction, and career advancement of secretaries. By identifying gender-specific challenges and opportunities, the study will help organizations in Kwara State create fairer and more supportive environments for all employees, leading to enhanced office performance and organizational success.

1.6 Delimitation of the Study
This study focuses specifically on the impact of gender differences on the office performance of secretaries in organizations within Kwara State, Nigeria. The research is limited to secretaries working in both public and private sector organizations located within this state, excluding those from other regions in Nigeria. As such, the findings may not be generalized to secretaries in other states or countries where different socio-cultural, economic, and organizational dynamics may be at play.
Additionally, the study will concentrate on full-time secretaries and exclude part-time, temporary, or freelance secretarial positions, as their work conditions and gender-related challenges may differ. The research will also focus on secretaries who have been in their roles for at least one year, as this timeframe provides a sufficient basis for assessing job performance, career progression, and work-life balance.
The study does not extend to the examination of other administrative roles, such as executive assistants or administrative officers, who may have different duties, responsibilities, and challenges compared to traditional secretaries. Furthermore, while the study will explore general gender dynamics, it will not delve into specific intersections such as race, ethnicity, or age, which may also play a role in shaping workplace experiences.
By establishing these boundaries, the study aims to offer a focused examination of how gender influences secretarial performance within the specific context of Kwara State, while acknowledging that broader or more detailed analyses may be necessary to explore additional factors affecting the workforce.

1.7 Limitation of the Study
While this study provides valuable insights into the impact of gender differences on the office performance of secretaries in organizations in Kwara State, there are several limitations to consider. First, the research is based on self-reported data from surveys, which may be subject to biases such as social desirability or the participants' reluctance to discuss sensitive topics like gender discrimination or workplace inequalities. This may affect the accuracy and reliability of the findings.
Additionally, the study focuses only on secretaries in Kwara State, meaning that the results may not be applicable to secretaries in other states or regions with different socio-cultural, economic, or organizational environments. The unique cultural and traditional gender roles in Kwara State may limit the generalizability of the findings to other areas with different gender norms.
The study also excludes part-time and temporary secretaries, as well as other administrative roles, which may have different experiences and challenges compared to full-time secretaries. This limits the scope of the study to a specific group of employees and does not account for the broader range of administrative professionals who may also experience gender-based challenges in the workplace.
Finally, the research does not explore all potential factors that might influence office performance, such as organizational policies, leadership styles, or technological factors. While gender differences are a primary focus, these additional variables may also play significant roles in shaping secretarial performance and career advancement, thus limiting the comprehensiveness of the study's conclusions.


CHAPTER TWO
LITERATURE REVIEW
This chapter reviews existing literature on gender differences and their impact on the office performance of secretaries, focusing on Kwara State. It examines how gender influences secretarial roles, job performance, career development, and experiences in the workplace. The review highlights the challenges faced by male and female secretaries, the impact of gender on job satisfaction and career advancement, and the role of organizational policies in promoting gender equality in secretarial positions. the review will be conducted under the following factors.

2.1 Introduction
2.2 Gender Stereotypes and Secretarial Roles
2.3 Impact of Gender on Job Performance
2.4 Challenges Faced by Female Secretaries
2.5 Challenges Faced by Male Secretaries
2.6 Work-Life Balance and Gender

2.1 Introduction
Gender differences have long been recognized as a significant factor influencing various aspects of professional life, including job performance, career advancement, and workplace relationships (Kumar, 2021). In the context of secretarial work, gender plays a critical role in shaping how secretaries perform their duties, the way their contributions are perceived, and the opportunities they have for career development. Secretaries, as essential administrative personnel in organizations, often face challenges and advantages based on their gender (Sharma, 2020). This literature review explores existing studies on gender differences and their impact on office performance, specifically focusing on secretarial roles. The review is structured around key themes such as gender stereotypes, performance expectations, challenges faced by male and female secretaries, work-life balance, career advancement, and organizational policies related to gender equality.
The concept of gender stereotypes is central to understanding how gender influences secretarial roles. Historically, secretarial work has been considered a "female" job, associated with tasks such as typing, filing, and answering phones, which are often viewed as lower-status duties (Cavanagh, 2018). Gendered stereotypes not only affect the types of tasks assigned to secretaries but also influence how their contributions are evaluated. For instance, while women in secretarial roles may be expected to provide emotional labor and manage interpersonal relationships (Eze, 2021), men in similar roles may be assigned more technical or managerial tasks (Sharma, 2020). These stereotypes can limit career progression for both genders, as women may be pigeonholed into roles based on traditional perceptions of femininity, while men may struggle to be taken seriously in jobs traditionally held by women (Brown & Grant, 2019).
Performance expectations in the workplace are also gendered. Research has shown that women in secretarial positions are often subject to higher expectations when it comes to multitasking and managing a wide range of responsibilities. Female secretaries are typically expected to demonstrate superior organizational skills, efficiency, and emotional intelligence to handle both office tasks and interpersonal dynamics, which may include managing office relationships, addressing client needs, and providing emotional support to colleagues (Kumar, 2021). This multitasking role is seen as an essential aspect of the secretarial job, but it often comes with the additional challenge of performing tasks that require emotional labor, such as conflict resolution, empathy, and maintaining a positive office environment (Gorman, 2019). These gendered performance expectations are rooted in societal views that associate women with nurturing, emotional roles, and they can place significant pressure on female secretaries to excel in both professional and interpersonal domains, creating an environment where they feel constantly scrutinized (Schein, 2007).
The pressure to meet these expectations can lead to negative outcomes, such as burnout, stress, and anxiety, particularly when female secretaries are expected to balance multiple tasks simultaneously. According to Kumar (2021), female employees in secretarial roles are often required to juggle administrative tasks with the emotional demands of managing workplace relationships, which can ultimately diminish their overall job satisfaction and performance. This situation is exacerbated when the organizational culture does not recognize the emotional labor involved in these roles, often contributing to feelings of underappreciation and undervaluation of their contributions (Hochschild & Machung, 2012). Furthermore, the constant balancing act between fulfilling performance expectations and managing emotional demands can leave female secretaries with little room for personal or professional growth, affecting their overall career development (Evans & Carter, 2020).
On the other hand, male secretaries often face different sets of expectations that are more closely aligned with leadership qualities. While they may still encounter pressure to perform well in administrative tasks, male secretaries are less likely to be asked to take on roles that involve emotional labor, such as mediating conflicts or maintaining morale in the office. Instead, male secretaries are more often expected to exhibit assertiveness, leadership, and decision-making skills (Ogunyemi, 2020). This distinction can influence how male secretaries are perceived in the workplace, as they may be viewed as more capable of assuming managerial roles or handling high-pressure situations. As such, they are often evaluated based on their ability to assert authority and take charge, rather than their emotional intelligence or interpersonal skills, which can lead to greater career opportunities for male secretaries (Bennett, 2019).
This differentiation in performance expectations between genders creates a situation where men and women in secretarial roles are evaluated and rewarded differently, potentially reinforcing traditional gender stereotypes. Female secretaries, who are expected to excel in multitasking and emotional labor, may not receive the same level of recognition for their skills and contributions, while male secretaries, who are expected to exhibit leadership qualities, may be more likely to receive promotions or accolades for their work (Ogunyemi, 2020). These gender-based differences in performance expectations can have a profound impact on how secretaries are valued within the workplace, shaping their job satisfaction, career advancement, and overall professional experience.
Challenges faced by male and female secretaries in the workplace differ significantly due to societal gender roles and workplace dynamics. Women in secretarial roles often experience gender-based discrimination, which can manifest as unequal pay, lack of opportunities for career advancement, and biases in how their work is valued (Afolabi, 2019). Moreover, women are often subject to double standards, where they are expected to exhibit nurturing behavior while also being held to high standards of performance, leading to role conflict (Zamani & Alimohammad, 2017). Men, in contrast, may face challenges related to gender expectations in female-dominated professions, including stigmatization and questioning of their competence in roles traditionally associated with women (Kumar, 2021). Despite these challenges, some male secretaries may experience fewer barriers to career progression or leadership opportunities compared to their female counterparts (Afolabi, 2019).
Work-life balance remains a critical issue, particularly for female secretaries. Studies suggest that women are more likely than men to face a conflict between their professional and personal responsibilities due to societal expectations of their roles as caregivers (Smith & Walker, 2022). The gendered division of labor in many societies assigns women the primary responsibility for child-rearing, household chores, and elderly care, in addition to their professional duties (Greenhaus & Beutell, 2021). This imbalance often leads to an overwhelming sense of responsibility, which negatively impacts female secretaries’ ability to fully dedicate time and energy to their work, potentially reducing their overall performance and productivity (Lambert, 2019).
This dual burden of work and caregiving responsibilities places additional stress on female secretaries, as they attempt to meet both personal and professional expectations. For instance, female secretaries may find it difficult to maintain consistent attendance at work or may experience increased fatigue due to the demands of balancing home and office duties (Nash & McQueen, 2020). This can result in lower job satisfaction, burnout, and a decrease in performance at work (Emslie & Hunt, 2020). Moreover, this disproportionate caregiving role can limit career advancement for female secretaries, as they may be unable to take on additional responsibilities or accept promotions that would require more time and commitment (Meyers, 2018). These gendered work-life balance challenges are particularly prominent in industries where flexible working hours and remote working options are limited, leading to further inequality in job opportunities (Kumari & Saxena, 2021).
On the other hand, men, while also affected by work-life balance issues, often face fewer societal pressures related to caregiving (Sharma, 2020). Although some men may experience stress from balancing work with personal life, they are less likely to be held accountable for household chores and caregiving duties to the same extent as women (Rothman & McDonald, 2018). In many workplaces, there is still a prevailing expectation that women will prioritize caregiving responsibilities, leaving men with fewer barriers to career advancement or work flexibility (Hochschild & Machung, 2012). This dynamic means that men may face fewer disruptions in their career paths, as they are not as likely to encounter the same conflicts between family and work commitments (Cohen & Kahn, 2019).
These gendered disparities in work-life balance have profound implications for job satisfaction, performance, and overall well-being. Female secretaries who are unable to balance work and caregiving effectively may experience higher levels of stress and anxiety, which could affect their health and emotional well-being (Sturges, 2020). This stress, coupled with the added pressure of meeting gendered expectations, may cause them to disengage from their work, ultimately impacting their performance and job satisfaction (Sharma, 2020). Moreover, organizations that fail to address these work-life balance disparities may find themselves losing valuable employees who struggle to manage these competing demands (Greenhaus & Beutell, 2021). By providing policies such as flexible work hours, family leave, and support for caregiving roles, organizations can help mitigate some of the gender-based challenges female secretaries face in balancing their professional and personal responsibilities (Kossek & Ozeki, 2020).
2.2 Gender Stereotypes and Secretarial Roles
The concept of gender stereotypes is integral to understanding the professional experiences of secretaries in organizations, as it profoundly shapes the expectations placed on them. Secretarial roles have traditionally been viewed as women's work, which has led to the development of a gendered perception of secretaries as inherently suited for administrative tasks (Owen, 2010). These stereotypes are often based on the societal belief that women possess certain inherent traits, such as nurturing qualities and an ability to perform administrative duties, which are deemed essential for a secretary. Consequently, female secretaries are often expected to handle tasks such as managing office schedules, organizing meetings, and maintaining communication—tasks that align with societal expectations of women’s roles in both the private and public spheres (Eagly & Karau, 2002). These stereotypes are reinforced by organizational norms and cultural attitudes that associate women with roles that emphasize service, detail-orientation, and interpersonal interaction, while men are more frequently associated with positions that require leadership, decision-making, and assertiveness (Hochschild & Machung, 2012).
Eagly and Karau (2002) argue that societal stereotypes not only shape how individuals are viewed but also influence how they are evaluated in leadership roles. In the context of secretarial work, these gendered expectations influence the opportunities and challenges faced by male and female secretaries. For example, female secretaries are often perceived as more competent in tasks requiring emotional labor and interpersonal skills due to the stereotypical belief that women are naturally better at these tasks (Hochschild & Machung, 2012). In contrast, male secretaries may face skepticism and prejudice due to the incongruity between their gender and the female-associated nature of the role. As such, male secretaries may have to work harder to establish their competence and authority, often confronting challenges related to gender bias (Owen, 2010).
The perpetuation of these stereotypes can impact how secretaries are evaluated within organizations. Female secretaries are frequently perceived as more caring, detail-oriented, and efficient in organizational tasks, but they may be overlooked for leadership roles or professional growth due to the gendered nature of their responsibilities (Eagly & Karau, 2002). These perceptions are not limited to day-to-day duties; they extend to how male and female secretaries are perceived in terms of their career trajectories. While women are often pigeonholed into positions that emphasize support and organizational efficiency, men are often expected to assert leadership qualities and may encounter challenges when their competence is questioned in a position traditionally viewed as feminine (Connell, 2006). This dynamic creates a gender-based division of labor that restricts the professional growth of both men and women, leading to underrepresentation in certain areas of office work.
Moreover, emotional labor—a key aspect of secretarial work—is disproportionately expected of women, which adds significant challenges in the workplace. Emotional labor refers to the process of managing one's emotions to meet the emotional demands of a job, particularly in service-oriented roles (Hochschild & Machung, 2012). For female secretaries, the societal perception of women as more nurturing and empathetic individuals often results in an expectation that they will manage not only the logistical and administrative duties of the office but also the emotional dynamics within the workplace. This can include tasks such as maintaining harmonious relationships, diffusing conflicts between colleagues, offering emotional support to staff, and managing stress in high-pressure situations (Hochschild & Machung, 2012). These emotional labor tasks, while critical to the smooth functioning of the office, can be physically and emotionally draining for women, especially when they are expected to perform them in addition to their regular administrative duties.
The challenge lies in the fact that emotional labor is often unacknowledged or undervalued as part of a secretary’s professional skill set. When this labor goes unrecognized, female secretaries may feel overburdened or stressed, potentially affecting their job satisfaction and overall well-being. Emotional labor is also rarely compensated or formally recognized in job descriptions or performance evaluations, despite its significant impact on office dynamics and productivity (Smith & Walker, 2022). Moreover, research has shown that the emotional strain caused by the expectation to manage office relationships and create a positive work environment can lead to burnout, job dissatisfaction, and higher turnover rates among women in secretarial roles (Sharma, 2020).
In contrast, male secretaries are generally less likely to be expected to handle emotional labor. Due to gender norms, emotional labor is not often associated with men, particularly in roles that are traditionally seen as female-dominated. As a result, male secretaries may not experience the same emotional burdens as their female counterparts, potentially leading to a more balanced work experience. However, this does not mean that emotional labor is absent in the roles of male secretaries; rather, it is less frequently emphasized, and male secretaries may be less likely to face emotional exhaustion as a result (Owen, 2010). Nonetheless, male secretaries may still experience other gendered pressures, such as the need to prove their competence in a role that challenges traditional gender norms (Connell, 2006).
2.3 Impact of Gender on Job Performance
The impact of gender on job performance is a significant area of research in organizational behavior, as it explores how gender influences not only the perception but also the actual execution of tasks in the workplace. Gender biases, whether implicit or explicit, can shape how job performance is perceived and evaluated (Kossek & Ozeki, 1998). For example, female secretaries may be subjected to higher expectations in terms of their professionalism, appearance, and interpersonal behavior due to societal norms surrounding femininity. Studies have indicated that women in administrative roles are often evaluated more critically, with their emotional responses and behaviors being scrutinized more than their male counterparts (Eagly & Karau, 2002). Female secretaries may face heightened expectations to be not only competent but also warm, accommodating, and nurturing in their interactions with colleagues, which may lead to emotional labor (Hochschild & Machung, 2012). These extra expectations can create stress and affect job satisfaction, ultimately influencing their job performance.
Moreover, gender stereotypes often shape the perception of professionalism, with female secretaries sometimes facing judgment for appearing too "soft" or "submissive" in their roles, even if they perform the same tasks as their male counterparts (Ogunyemi, 2013). These stereotypical judgments can affect the quality of feedback and evaluation they receive, which, in turn, impacts their professional growth and opportunities for career advancement. In a similar vein, male secretaries are often seen as outliers in a profession historically associated with women. Because of this, they may encounter doubts about their competency and professional credibility (Owen, 2010). Male secretaries may face difficulty gaining respect in roles that are predominantly female, and they are sometimes expected to overcompensate by demonstrating more assertiveness and leadership qualities to prove their professional value. This gender-based skepticism can affect how their performance is evaluated, regardless of whether their competencies align with the role's requirements.
In terms of task execution, gender differences can influence how male and female secretaries manage their workload. Female secretaries, for instance, may be more likely to engage in multitasking, as they are often socialized to handle various responsibilities simultaneously (Kumar, 2021). This ability to juggle multiple tasks can be viewed as a strength, but it may also lead to burnout if the workload is not balanced or if there is a lack of recognition for the emotional labor involved. In contrast, male secretaries may not face the same level of expectation to multitask, but they may encounter challenges in managing tasks that are traditionally considered "female-oriented," such as answering phone calls, scheduling appointments, or coordinating meetings (Ogunyemi, 2013). These differences in task execution, communication style, and problem-solving approaches can impact how office performance is evaluated and how secretaries are perceived by colleagues and supervisors.
Gender differences significantly shape communication styles in the workplace, with distinct expectations placed on both male and female secretaries. Female secretaries, in particular, are often expected to embody collaborative, empathetic, and approachable communication styles, which emphasize relational dynamics and emotional intelligence (Owen, 2010). These qualities are seen as essential for creating a harmonious and cooperative working environment. Female secretaries are often tasked with managing interpersonal relationships, fostering consensus, and ensuring smooth communication flow within teams. This collaborative communication style is highly valued in many organizations as it promotes inclusivity and teamwork (Eagly & Karau, 2002). However, while these interpersonal skills are beneficial in many contexts, they do not always align with leadership expectations that tend to favor decisiveness and assertiveness, qualities traditionally linked to male leadership styles. This discrepancy can pose challenges for female secretaries who are striving for career advancement, as their communicative strengths may be undervalued or perceived as insufficient for leadership roles (Sharma, 2020). Female secretaries may find themselves overlooked for leadership opportunities because their communication style is not viewed as “dominant” or “authoritative” enough for higher-level management positions, which often prioritize more directive and assertive communication approaches (Owen, 2010).
In contrast, male secretaries are often expected to adopt a more directive and authoritative communication style, which is traditionally aligned with leadership and managerial roles (Eagly & Karau, 2002). Male secretaries may be encouraged to make quick decisions, assert their authority in discussions, and take charge in meetings. While these behaviors are seen as essential for leadership effectiveness, they can also lead to misunderstandings or friction with colleagues who are accustomed to more collaborative and inclusive communication. Some coworkers may perceive male secretaries as overly forceful or confrontational, which can result in tension or conflicts, particularly in teams that value cooperation and consensus-building (Kossek & Ozeki, 1998). This can create a challenging dynamic for male secretaries, as they may be caught between the expectations to demonstrate leadership while simultaneously managing interpersonal relationships and workplace harmony.
The differences in communication expectations for male and female secretaries illustrate how gender stereotypes shape the way communication styles are perceived and valued in the workplace. These stereotypes are not only influenced by societal expectations but are also reinforced by organizational norms and structures. Female secretaries may face a double-edged sword: while their communication style may be seen as more relational, which can be beneficial in many administrative contexts, it may not always be recognized as valuable in leadership and decision-making scenarios. Conversely, male secretaries may face challenges related to their more assertive communication, as it may be interpreted as overly aggressive or lacking in emotional sensitivity, making it more difficult to build cooperative relationships (Owen, 2010).
This gendered distinction in communication styles thus reflects broader cultural expectations of gender roles in the workplace and can have a profound impact on career progression and job performance. Gendered communication expectations can lead to unequal opportunities for both male and female secretaries, with female secretaries potentially being undervalued for their collaborative communication and male secretaries facing challenges in their relationships with colleagues due to their authoritative communication style (Sharma, 2020). Organizations must recognize these gendered communication differences and ensure that both collaborative and authoritative communication styles are equally valued and recognized for their contribution to effective workplace functioning.
2.4 Challenges Faced by Female Secretaries
Female secretaries often face significant challenges in the workplace, many of which are rooted in gender biases and discrimination. One of the most pervasive challenges is gender-based wage disparity. Studies indicate that women in secretarial roles are frequently paid less than their male counterparts, despite performing the same tasks and holding similar qualifications (Akinyemi, 2014). This pay gap reflects broader societal inequalities and gender discrimination in the workplace, where women are often undervalued and underpaid in administrative positions. The lower salary scales faced by female secretaries contribute to a sense of inequity and job dissatisfaction, potentially affecting their motivation and overall work performance (Kossek & Ozeki, 1998).
Another critical challenge female secretaries face is the limited opportunities for career advancement. In many organizations, women are often assigned roles that are perceived as secondary or supportive, with fewer opportunities to progress into higher-status, decision-making positions (Akinyemi, 2014). These roles are often defined as "female-dominated," reinforcing the notion that women are best suited for administrative and clerical tasks rather than strategic or leadership roles. As a result, female secretaries may experience career stagnation and feel constrained in their professional growth, as gender stereotypes often limit their chances of being promoted into management or executive positions (Eagly & Karau, 2002). This lack of upward mobility can have a detrimental impact on female secretaries' career development, reducing their job satisfaction and overall engagement at work.
In addition to gendered discrimination in wages and promotion opportunities, female secretaries also face the added pressure of balancing their professional responsibilities with family roles. Societal expectations about women's primary responsibilities as caregivers create work-life conflict, which has been identified as a significant challenge for women in the workforce (Kossek & Ozeki, 1998). These societal expectations position women as the primary caregivers in the home, creating a dual burden where they are expected to excel both in their professional roles and in managing household duties. As a result, female secretaries often experience difficulty in meeting the demands of both their jobs and family commitments, which can lead to increased stress and burnout (Kossek & Ozeki, 1998).
This work-life conflict not only negatively impacts job performance but also leads to feelings of exhaustion, workplace disengagement, and absenteeism. According to a study by Smith and Walker (2022), women are more likely than men to experience significant work-family conflict due to these societal expectations. This conflict can be exacerbated in secretarial positions, where long hours, high multitasking demands, and emotional labor contribute to the difficulty in managing both personal and professional responsibilities (Sharma, 2020). For many female secretaries, the inability to balance these two areas effectively often leads to a reduced sense of job satisfaction and can negatively impact their overall productivity and performance in the workplace (Kossek & Ozeki, 1998).
The stress of managing dual roles is particularly pronounced in cases where organizations lack family-friendly policies that could alleviate some of these burdens. Female secretaries who are without access to flexible work arrangements, paid family leave, or on-site childcare may struggle more significantly with balancing their job and family duties, leading to higher rates of turnover, absenteeism, and dissatisfaction (Sharma, 2020). The cumulative effect of these challenges can ultimately result in a decline in the mental health and well-being of female employees, making it even harder for them to maintain a healthy work-life balance. Furthermore, the lack of support for work-life balance in many organizations perpetuates the gender disparity in career advancement and performance, as women are often penalized for taking time off to manage family responsibilities, which can hinder their professional growth and success (Kossek & Ozeki, 1998).
Another challenge faced by female secretaries is the undervaluation of their skills and contributions in the workplace. Despite the significant administrative and organizational work they perform, their roles are often considered less critical or valued compared to those of their male colleagues in other positions (Owen, 2010). Female secretaries may also encounter prejudices based on their gender that affect how their work is perceived. They are often expected to perform emotional labor, such as managing workplace relationships, resolving conflicts, and maintaining office morale, without receiving the appropriate recognition or compensation for these contributions (Hochschild & Machung, 2012). These expectations may be more readily attributed to female secretaries due to traditional gender roles, further contributing to gender inequality in the workplace (Ogunyemi, 2020).
Gendered perceptions of leadership also exacerbate the challenges faced by female secretaries. In many organizations, leadership is associated with masculine traits, such as decisiveness, assertiveness, and authority, which often results in male secretaries being taken more seriously when they assume leadership or managerial roles (Eagly & Karau, 2002). Female secretaries, however, may be deemed less suited for leadership positions due to societal expectations of women being more nurturing and collaborative. This can restrict their career progression and prevent them from reaching higher-ranking roles within the organization, limiting their potential for career advancement and professional fulfillment (Kossek & Ozeki, 1998).
2.5 Challenges Faced by Male Secretaries
Male secretaries often encounter challenges that are distinct from those faced by their female counterparts, largely due to the non-traditional nature of their roles. One of the primary challenges male secretaries face is the perception of their competence in a female-dominated field. Research by Eagly and Karau (2002) suggests that gender stereotypes play a crucial role in shaping the way male secretaries are perceived in the workplace. Men who work in traditionally female roles, such as secretarial positions, are frequently subjected to gendered expectations and may be unfairly judged as less competent, even when their performance is on par with their female colleagues. This bias stems from the historical association of secretarial work with women, creating the perception that men may not be "fit" for such roles, regardless of their qualifications or abilities.
Furthermore, male secretaries often encounter significant challenges in establishing their professional credibility, especially in environments where secretarial roles are predominantly associated with women. This is due to the gendered expectations placed on these positions, where qualities like empathy, emotional intelligence, and nurturing behaviors are traditionally attributed to women. Owen (2010) underscores that male secretaries may struggle to meet the expectations associated with these roles, as their actions often conflict with societal notions of what "masculine" behavior should be in the workplace. For example, tasks such as organizing schedules, taking notes, and providing emotional support to colleagues are seen as requiring a high degree of emotional labor—traits that are often perceived as feminine (Owen, 2010).
In such settings, male secretaries may be less likely to be taken seriously when performing these tasks, as their role is seen as less aligned with conventional masculine traits such as decisiveness or assertiveness. Kossek and Ozeki (1998) argue that this conflict between the behaviors expected of secretaries and traditional gender roles can result in male secretaries being unfairly perceived as inadequate or "out of place" within the workplace. The discrepancy between their actions and societal expectations of masculinity can lead to them being judged more harshly than their female counterparts, which not only undermines their professional reputation but also impacts their self-esteem. Male secretaries, therefore, may feel the need to constantly prove themselves in a role that is viewed as incongruent with their gender, leading to feelings of inadequacy and a diminished sense of professional identity.
This questioning of their competence, coupled with the ongoing struggle to meet gendered expectations, may negatively affect their overall job performance. As Eagly and Karau (2002) note, individuals in roles that defy societal gender norms often face increased scrutiny and are less likely to receive the same level of support and recognition as their counterparts in more traditionally gendered roles. In the case of male secretaries, this dynamic creates an environment where their abilities are frequently doubted, which can lead to lower job satisfaction, decreased motivation, and even higher turnover rates. The combination of these factors contributes to a work environment where male secretaries may find it more difficult to thrive, especially when compared to their female colleagues who are more likely to meet established gender expectations for secretarial roles.
The difficulty in establishing credibility is further compounded by the expectations placed on male secretaries to demonstrate leadership qualities or authority. Studies show that men in secretarial roles are often expected to take on more managerial or decision-making tasks compared to their female counterparts (Eagly & Karau, 2002). While this can offer opportunities for career progression, it can also be a source of stress, as male secretaries may feel pressure to prove that they can embody the leadership and assertiveness typically associated with men in the workplace. This expectation can lead to confusion and conflict when their leadership style is perceived as too forceful or assertive by colleagues, particularly when the organizational culture values collaboration and consensus-building, which are seen as more aligned with female-oriented behaviors (Owen, 2010).
Additionally, male secretaries often face significant social isolation in the workplace due to the feminization of the secretarial profession. Given that secretarial roles have traditionally been dominated by women, male secretaries can feel marginalized or excluded from the predominantly female teams they work with (Eagly & Karau, 2002). This exclusion can create challenges in building strong professional relationships, which are vital for career success. Research has shown that informal networks—composed of colleagues, mentors, and peers—play a crucial role in career development by providing support, knowledge sharing, and opportunities for career advancement (Kossek & Ozeki, 1998). For male secretaries, the lack of these networks can severely hinder their professional growth and progression, as they may not have the same access to critical workplace dynamics as their female counterparts.
The social isolation faced by male secretaries is also compounded by the absence of male role models or mentors in the secretarial profession. In many organizations, senior secretarial positions are held by women, meaning that male secretaries have fewer opportunities to seek mentorship or guidance from someone in a similar position (Eagly & Karau, 2002). Without these role models, male secretaries may struggle to navigate workplace culture or find strategies for career advancement, further exacerbating their feelings of exclusion. Additionally, the lack of mentorship can limit their opportunities for skill development and feedback, which are essential for professional growth (Kossek & Ozeki, 1998).
The social and professional isolation experienced by male secretaries can have a significant impact on their job satisfaction, leading to feelings of alienation and disengagement from the workplace. According to Eagly and Karau (2002), social isolation is a key factor contributing to lower levels of job satisfaction, as it prevents employees from feeling integrated into the organizational culture. For male secretaries, this sense of exclusion may lead to decreased motivation and lower overall performance, as they may feel unsupported or undervalued in their roles. 
2.6 Work-Life Balance and Gender
Work-life balance is an essential aspect of overall job performance and satisfaction, and gender plays a central role in shaping the experiences of male and female secretaries. Female secretaries often find themselves navigating the tension between professional duties and family responsibilities, which is primarily due to societal expectations of women as caregivers. These gendered expectations place an additional strain on female employees, particularly in roles such as secretarial positions that demand high organizational skills and interpersonal interactions. Research by Kossek and Ozeki (1998) highlights that women, especially in administrative positions, tend to experience higher work-family conflict compared to men. This increased conflict arises from the expectation that women not only fulfill the professional tasks expected in their roles but also handle household and caregiving responsibilities, which can be overwhelming and lead to physical and emotional burnout.
The pressures of balancing family and career can manifest in various ways for female secretaries. Research consistently shows that the competing demands of work and family responsibilities can significantly affect women’s job satisfaction and overall well-being. Female secretaries, in particular, are often expected to excel both in the office and at home, which can result in feelings of fatigue and stress due to the difficulty of meeting both personal and professional expectations (Kossek & Ozeki, 1998). Akinyemi (2014) emphasizes that the compounded nature of these responsibilities can lead to greater job dissatisfaction, as women often feel unsupported or overwhelmed by the dual expectations placed on them. In many cases, these responsibilities lead to physical and emotional burnout, as women try to manage their duties in both spheres without adequate support systems in place.
This increased workload and the emotional toll it takes can directly affect job performance. Female secretaries may experience lower levels of engagement in their roles, which can manifest in absenteeism, decreased productivity, and job turnover (Sharma, 2020). When faced with the overwhelming responsibility of managing both career and family obligations, female secretaries may struggle to maintain a high level of job satisfaction, which can ultimately lead to disengagement from their work. Moreover, this can result in high levels of absenteeism as female employees take time off to handle family-related issues, thereby further disrupting their professional responsibilities (Kossek & Ozeki, 1998).
Emotional labor plays a crucial role in this dynamic, as it involves managing one’s emotions to meet the expectations of the job. For female secretaries, emotional labor often extends beyond the administrative duties of their role and includes managing interpersonal relationships, diffusing workplace conflicts, and providing emotional support to colleagues or superiors (Sharma, 2020). This emotional burden, combined with the traditional gendered expectations of caregiving, can create a toxic work environment where women are expected to constantly perform both professionally and personally without sufficient recognition or support. As a result, the accumulation of emotional labor contributes to work-related stress and job dissatisfaction, ultimately affecting job performance and career progression (Kossek & Ozeki, 1998).
Additionally, the lack of flexible work arrangements is a significant factor that exacerbates the challenges faced by female secretaries. Research by Kossek and Ozeki (1998) and Sharma (2020) highlights that many organizations fail to provide flexible work options such as paid family leave, job-sharing opportunities, or adjustable working hours that could help female secretaries manage both work and personal responsibilities more effectively. Without these accommodations, female secretaries are left to shoulder the burden of balancing career and family obligations alone, which can exacerbate work-related stress, reduce overall job satisfaction, and hinder long-term professional success.
In contrast, male secretaries, while still susceptible to work-related stress, tend to experience fewer gender-based expectations regarding caregiving. Traditional gender roles have long placed the responsibility for caregiving and household management primarily on women, leaving men with fewer obligations in this area. As a result, male secretaries are less likely to face the same pressures to balance work and family life that their female counterparts do. Eagly and Karau (2002) highlight that men in traditionally female-dominated roles, such as secretarial positions, are less likely to experience work-family conflict, as they are not expected to take on caregiving responsibilities to the same extent. This gendered division of labor creates a disparity in the challenges that men and women face when balancing work and family life.
The absence of caregiving duties allows male secretaries to focus more fully on their professional responsibilities, potentially enhancing their job performance. Male secretaries may have greater flexibility in managing their work tasks, as they are not burdened with the same familial obligations that often interfere with the productivity of their female counterparts (Kossek & Ozeki, 1998). This increased focus on work may contribute to higher levels of engagement, job satisfaction, and performance, as they have more time and mental energy to devote to their professional roles (Eagly & Karau, 2002).
Furthermore, the absence of caregiving responsibilities can have a significant impact on male secretaries' career prospects. By not facing the same challenges as their female colleagues in managing both professional and personal duties, male secretaries may have more opportunities to pursue career advancement. They may be able to take on additional responsibilities, work longer hours, or seek higher-level positions without the same constraints. As a result, male secretaries may experience fewer barriers to upward mobility compared to female secretaries, who often face societal expectations to prioritize family over career (Sharma, 2020). This advantage in career progression may contribute to better long-term professional outcomes for male secretaries, as they are not hindered by the same work-life balance challenges that women frequently encounter (Kossek & Ozeki, 1998).
However, the lack of caregiving responsibilities does not mean that male secretaries are exempt from experiencing work-life balance challenges. Male secretaries may still face societal pressures to be the primary breadwinners for their families, and this pressure can lead to stress related to financial stability and career advancement (Kossek & Ozeki, 1998). Male secretaries may also be expected to demonstrate more assertive leadership qualities in the workplace, which could create additional stress if they are unable to meet these expectations or if their leadership style is not aligned with the cooperative nature often associated with secretarial roles (Eagly & Karau, 2002).

CHAPTER THREE
METHODOLOGY
This chapter outlined the research methodology used to investigate the impact of gender differences on the office performance of secretaries in organizations within Kwara State. 
3.1 Instrument Used
The instrument used for data collection in this study was a structured questionnaire designed by the researcher. The questionnaire was designed to gather quantitative data on gender differences and their impact on the office performance of secretaries in organizations in Kwara State. The questionnaire consisted of Likert scale closed-ended questions, which measured various variables such as job performance, career advancement, work-life balance, and challenges related to gender. The instrument was developed based on a review of related literature and was designed to capture the experiences of male and female secretaries in the workplace.
3.2 Population of the Study
The population for this study comprised all secretaries working in both public and private sector organizations in Kwara State. The total population of secretaries was not readily available due to the nature of the positions and the fluidity of staff within organizations. However, for the purpose of this study, secretaries were categorized into two groups: male and female secretaries working in administrative roles across various industries, including government offices, private companies, and non-governmental organizations (NGOs). The population includes those who have worked in their positions for at least one year, as this duration provides sufficient experience to assess the impact of gender on job performance.



3.3 Sample and Sampling Techniques
A purposive sampling technique was used to select respondents for this study. Given the focus on gender differences, only male and female secretaries who had worked in their respective positions for a minimum of one year were included in the sample. The sample size was determined using Krejcie and Morgan’s (1970) sample size determination table, which suggested a sample size of 120 secretaries for a population of approximately 500 secretaries within Kwara State. The sample was stratified to ensure representation from both the public and private sectors. From the selected organizations, a proportionate number of male and female secretaries were chosen to ensure gender balance in the sample.
3.4 Distribution and Collection of Data
The data collection process involved the distribution of the structured questionnaires to the selected secretaries in both public and private organizations. The questionnaires were administered in person to ensure that respondents understood the questions and to increase the response rate. A total of 120 questionnaires were distributed, and 105 valid responses were returned, representing an 87.5% response rate. The data collection process took place over a period of two weeks. The researchers made follow-up visits to ensure that the questionnaires were completed and returned within the stipulated timeframe.
3.5 Reliability
Reliability refers to the consistency and stability of the instrument over time. To assess the reliability of the questionnaire, a pilot test was conducted with a sample of 15 secretaries from a neighboring state, not included in the main study. The results from the pilot study were analyzed using Cronbach’s Alpha coefficient to measure internal consistency. A Cronbach’s Alpha value of 0.82 was obtained, indicating that the instrument was highly reliable and suitable for the main study. This reliability coefficient suggests that the instrument can consistently measure the variables of interest across different respondents.
3.6 Validity
Validity refers to the extent to which the instrument accurately measures what it was intended to measure. To ensure the validity of the questionnaire, the instrument was subjected to the opinions of two experts in the field of gender studies and organizational behavior to review the questionnaire for clarity, relevance, and comprehensiveness. Based on their feedback, the questionnaire was revised to ensure that all aspects of gender differences and office performance were adequately covered. The instrument was also aligned with the objectives of the study to ensure it measured the intended variables.
3.7 Method of Data Analysis
The data collected from the questionnaires were analyzed using descriptive statistics, such as frequencies, and percentages, were used to summarize and describe the responses of the respondents to the questionnaire items. 

CHAPTER FOUR
DATA ANALYSIS
4.1 Introduction
This chapter presents the data analysis for the study on gender differences and their impact on the office performance of secretaries in Kwara State. The tables below summarized responses from 105 participants, providing insights into how gender influences office dynamics, teamwork, job satisfaction, and performance. The findings offer a clear understanding of gender’s role in shaping secretarial roles in organizations.

4.2 Results
Table 4.1: Perception of Gender Equality in Job Roles Within the Office
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	14
	13.3%

	Agree
	39
	37.1%

	Disagree
	33
	31.4%

	Strongly Disagree
	19
	18.1%

	Total
	105
	100%


Source: Researcher's Fieldwork 2025
Table 4.1 above showed that 39 (37.1%) respondents agreed and 14 (13.3%) respondents strongly agreed that they perceive gender equality in job roles within the office, while 33 (31.4%) respondents disagreed and 19 (18.1%) respondents strongly disagreed with the statement.

Table 4.2: Equal Leadership Opportunities for Both Genders in the Office
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	10
	9.5%

	Agree
	29
	27.6%

	Disagree
	53
	50.5%

	Strongly Disagree
	13
	12.4%

	Total
	105
	100%


Source: Researcher's Fieldwork 2025
Table 4.2 above showed that 29 (27.6%) respondents agreed and 10 (9.5%) respondents strongly agreed that both genders have equal leadership opportunities in the office, while 53 (50.5%) respondents disagreed and 13 (12.4%) respondents strongly disagreed with the statement.




Table 4.3: Gender Influences Task Distribution in the Office
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	18
	17.1%

	Agree
	36
	34.3%

	Disagree
	39
	37.1%

	Strongly Disagree
	12
	11.4%

	Total
	105
	100%


Source: Researcher's Fieldwork 2025
Table 4.3 above showed that 36 (34.3%) respondents agreed and 18 (17.1%) respondents strongly agreed that gender influences the distribution of tasks in the office, while 39 (37.1%) respondents disagreed and 12 (11.4%) respondents strongly disagreed with the statement.



Table 4.4: Emotional Labor Expectation Varies by Gender in the Workplace
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	20
	19.0%

	Agree
	35
	33.3%

	Disagree
	30
	28.6%

	Strongly Disagree
	20
	19.0%

	Total
	105
	100%


Source: Researcher's Fieldwork 2025
Table 4.4 above showed that 35 (33.3%) respondents agreed and 20 (19.0%) respondents strongly agreed that emotional labor is more expected from a specific gender, while 30 (28.6%) respondents disagreed and 20 (19.0%) respondents strongly disagreed with the statement.



Table 4.5: Office Culture Influences Job Performance and Varies by Gender
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	18
	17.1%

	Agree
	36
	34.3%

	Disagree
	36
	34.3%

	Strongly Disagree
	15
	14.3%

	Total
	105
	100%


Source: Researcher's Fieldwork 2025
Table 4.5 above showed that 36 (34.3%) respondents agreed and 18 (17.1%) respondents strongly agreed that office culture influences their job performance and varies by gender, while 36 (34.3%) respondents disagreed and 15 (14.3%) respondents strongly disagreed with the statement.



Table 4.6: Supervisor Support Adequately Regardless of Gender
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	28
	26.7%

	Agree
	41
	39.0%

	Disagree
	19
	18.1%

	Strongly Disagree
	17
	16.2%

	Total
	105
	100%


Source: Researcher's Fieldwork 2025
Table 4.6 above showed that 41 (39.0%) respondents agreed and 28 (26.7%) respondents strongly agreed that they receive adequate support from supervisors regardless of gender, while 19 (18.1%) respondents disagreed and 17 (16.2%) respondents strongly disagreed with the statement.



Table 4.7: Contributions are Equally Recognized Regardless of Gender
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	20
	19.0%

	Agree
	42
	40.0%

	Disagree
	26
	24.8%

	Strongly Disagree
	17
	16.2%

	Total
	105
	100%


Source: Researcher's Fieldwork 2025
Table 4.7 above showed that 42 (40.0%) respondents agreed and 20 (19.0%) respondents strongly agreed that their contributions are equally recognized regardless of gender, while 26 (24.8%) respondents disagreed and 17 (16.2%) respondents strongly disagreed with the statement.









Table 4.8: Organizational Policies are Effective in Promoting Gender Equality
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	19
	18.1%

	Agree
	41
	39.0%

	Disagree
	28
	26.7%

	Strongly Disagree
	17
	16.2%

	Total
	105
	100%


Source: Researcher's Fieldwork 2025
Table 4.8 above showed that 41 (39.0%) respondents agreed and 19 (18.1%) respondents strongly agreed that organizational policies are effective in promoting gender equality, while 28 (26.7%) respondents disagreed and 17 (16.2%) respondents strongly disagreed with the statement.



Table 4.9: Job Satisfaction Regardless of Gender
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	17
	16.2%

	Agree
	51
	48.6%

	Disagree
	23
	21.9%

	Strongly Disagree
	14
	13.3%

	Total
	105
	100%


Source: Researcher's Fieldwork 2025
Table 4.9 above showed that 51 (48.6%) respondents agreed and 17 (16.2%) respondents strongly agreed that they are satisfied with their job regardless of gender, while 23 (21.9%) respondents disagreed and 14 (13.3%) respondents strongly disagreed with the statement.



Table 4.10: Workload Distribution is Affected by Gender in the Office
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	27
	25.7%

	Agree
	36
	34.3%

	Disagree
	23
	21.9%

	Strongly Disagree
	19
	18.1%

	Total
	105
	100%


Source: Researcher's Fieldwork 2025
Table 4.10 above showed that 36 (34.3%) respondents agreed and 27 (25.7%) respondents strongly agreed that workload distribution is affected by gender, while 23 (21.9%) respondents disagreed and 19 (18.1%) respondents strongly disagreed with the statement.



Table 4.11: Gender Affects Overall Job Performance in the Office
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	21
	20.0%

	Agree
	46
	43.8%

	Disagree
	28
	26.7%

	Strongly Disagree
	10
	9.5%

	Total
	105
	100%


Source: Researcher's Fieldwork 2025
Table 4.11 above showed that 46 (43.8%) respondents agreed and 21 (20.0%) respondents strongly agreed that gender affects their overall job performance, while 28 (26.7%) respondents disagreed and 10 (9.5%) respondents strongly disagreed with the statement.



Table 4.12: Gender Impacts Career Advancement Opportunities in the Office
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	22
	21.0%

	Agree
	33
	31.4%

	Disagree
	37
	35.2%

	Strongly Disagree
	13
	12.4%

	Total
	105
	100%


Source: Researcher's Fieldwork 2025
Table 4.12 above showed that 33 (31.4%) respondents agreed and 22 (21.0%) respondents strongly agreed that gender impacts their career advancement opportunities, while 37 (35.2%) respondents disagreed and 13 (12.4%) respondents strongly disagreed with the statement.








Table 4.13: Presence of Gender-Specific Roles in the Office
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	19
	18.1%

	Agree
	43
	41.0%

	Disagree
	32
	30.5%

	Strongly Disagree
	11
	10.5%

	Total
	105
	100%


Source: Researcher's Fieldwork 2025
Table 4.13 above showed that 43 (41.0%) respondents agreed and 19 (18.1%) respondents strongly agreed that there is gender-specific roles in the office, while 32 (30.5%) respondents disagreed and 11 (10.5%) respondents strongly disagreed with the statement.



Table 4.14: Gender Impacts the Respect Received at Work
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	25
	23.8%

	Agree
	40
	38.1%

	Disagree
	30
	28.6%

	Strongly Disagree
	10
	9.5%

	Total
	105
	100%


Source: Researcher's Fieldwork 2025
Table 4.14 above showed that 40 (38.1%) respondents agreed and 25 (23.8%) respondents strongly agreed that their gender impacts the respect they receive at work, while 30 (28.6%) respondents disagreed and 10 (9.5%) respondents strongly disagreed with the statement.











Table 4.15: Gender Affects the Allocation of Resources in the Office
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	15
	14.3%

	Agree
	41
	39.0%

	Disagree
	35
	33.3%

	Strongly Disagree
	14
	13.3%

	Total
	105
	100%


Source: Researcher's Fieldwork 2025
Table 4.15 above showed that 41 (39.0%) respondents agreed and 15 (14.3%) respondents strongly agreed that gender affects the allocation of resources, while 35 (33.3%) respondents disagreed and 14 (13.3%) respondents strongly disagreed with the statement.



Table 4.16: Gender Affects the Ability to Negotiate for Better Working Conditions
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	12
	11.4%

	Agree
	34
	32.4%

	Disagree
	41
	39.0%

	Strongly Disagree
	18
	17.1%

	Total
	105
	100%


Source: Researcher's Fieldwork 2025
Table 4.16 above showed that 34 (32.4%) respondents agreed and 12 (11.4%) respondents strongly agreed that gender affects their ability to negotiate for better working conditions, while 41 (39.0%) respondents disagreed and 18 (17.1%) respondents strongly disagreed with the statement.



Table 4.17: Gender Stereotypes Impact Job Performance
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	21
	20.0%

	Agree
	43
	40.9%

	Disagree
	31
	29.5%

	Strongly Disagree
	10
	9.5%

	Total
	105
	100%


Source: Researcher's Fieldwork 2025
Table 4.17 above showed that 43 (40.9%) respondents agreed and 21 (20.0%) respondents strongly agreed that gender stereotypes impact their job performance, while 31 (29.5%) respondents disagreed and 10 (9.5%) respondents strongly disagreed with the statement.



Table 4.18: Gender Impacts Job Satisfaction in the Office
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	16
	15.2%

	Agree
	48
	45.7%

	Disagree
	30
	28.6%

	Strongly Disagree
	11
	10.5%

	Total
	105
	100%


Source: Researcher's Fieldwork 2025
Table 4.18 above showed that 48 (45.7%) respondents agreed and 16 (15.2%) respondents strongly agreed that their gender impacts their job satisfaction, while 30 (28.6%) respondents disagreed and 11 (10.5%) respondents strongly disagreed with the statement.



Table 4.19: Gender Differences Affect Teamwork Dynamics in the Office
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	19
	18.1%

	Agree
	35
	33.3%

	Disagree
	39
	37.1%

	Strongly Disagree
	12
	11.4%

	Total
	105
	100%


Source: Researcher's Fieldwork 2025
Table 4.19 above showed that 35 (33.3%) respondents agreed and 19 (18.1%) respondents strongly agreed that gender differences affect teamwork dynamics, while 39 (37.1%) respondents disagreed and 12 (11.4%) respondents strongly disagreed with the statement.









Table 4.20: Gender Influences Overall Job Satisfaction in the Office
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	21
	20.0%

	Agree
	48
	45.7%

	Disagree
	26
	24.8%

	Strongly Disagree
	10
	9.5%

	Total
	105
	100%


Source: Researcher's Fieldwork 2025
Table 4.20 above showed that 48 (45.7%) respondents agreed and 21 (20.0%) respondents strongly agreed that gender influences their overall job satisfaction in the office, while 26 (24.8%) respondents disagreed and 10 (9.5%) respondents strongly disagreed with the statement.


CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1 Summary
The study aimed to explore the gender differences and their impact on the office performance of secretaries in organizations in Kwara State. The research focused on understanding how gender influences job roles, task distribution, career advancement opportunities, and overall job performance of secretaries. Through a survey of 105 respondents, the study identified key areas where gender differences either contribute to or hinder the performance of secretaries in the office.
The findings revealed that while a significant proportion of respondents agreed that gender equality should exist in job roles and leadership opportunities, a large number also expressed concerns that gender biases in task distribution, workload allocation, and emotional labor still persist. In addition, respondents noted that gender-specific roles and stereotypes impacted their job satisfaction, career growth, and overall office performance. Despite the growing awareness of gender equality in office environments, organizational policies and practices were still found lacking in promoting equal opportunities and recognizing contributions irrespective of gender.
5.2 Conclusion
In conclusion, this study demonstrated that gender differences do have a notable impact on the office performance of secretaries in Kwara State. Although many respondents reported positive perceptions about gender equality in certain aspects of office work, there remain clear challenges rooted in gender biases, such as unequal leadership opportunities, emotional labor, and biased task distributions. The study highlighted that these gender-based disparities can undermine the morale, productivity, and job satisfaction of secretaries, affecting their overall performance and career development.
Furthermore, organizational policies aimed at promoting gender equality need to be more robust and actionable. While most respondents expressed satisfaction with their jobs, the persistence of gender stereotypes and inequality in leadership opportunities suggested that there is still a long way to go in achieving true gender parity in secretarial roles.
5.3 Recommendations
1. Promote Equal Leadership Opportunities: Organizations in Kwara State should implement policies that ensure both genders have equal access to leadership positions and decision-making roles. This can be achieved by providing mentorship programs and leadership training to both male and female secretaries, enabling them to develop the skills required for higher positions.
2. Develop Gender-Inclusive Organizational Policies: There is a need for organizations to create and enforce gender-inclusive policies that promote equality in all office aspects, such as task allocation, performance recognition, and career advancement. These policies should specifically address gender biases and stereotypes that affect secretaries' roles.
3. Encourage Gender Sensitivity Training: To reduce gender bias and discrimination, organizations should introduce regular gender sensitivity training for both male and female employees, including managers and supervisors. This training would raise awareness of gender-related issues and help foster a more inclusive and supportive work environment.
4. Strengthen Job Enrichment Programs: Organizations should enhance job enrichment opportunities for secretaries, including offering more varied and challenging tasks that can improve motivation and performance. This will help reduce emotional labor demands, which disproportionately affect female secretaries.
5. Improve Work-Life Balance Support: Given that work-life balance was identified as a challenge, organizations should consider implementing flexible working hours, remote work options, and family support initiatives. These measures will not only help address gender-related challenges but also improve the overall job satisfaction and performance of secretaries, regardless of their gender.
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Dear Sir/Ma,

RESEARCH QUESTIONNAIRES
	This is a research instrument to elicit information relevant for research work titled Gender Differences and Its Impact on Office Performance of Secretaries in Organizations in Kwara State.
	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.
	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. Perception of Gender Equality in Job Roles Within the Office
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
2. Equal Leadership Opportunities for Both Genders in the Office
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
3. Gender Influences Task Distribution in the Office
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
4. Emotional Labor Expectation Varies by Gender in the Workplace
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
5. Office Culture Influences Job Performance and Varies by Gender
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
6. Supervisor Support Adequately Regardless of Gender
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
7. Contributions are Equally Recognized Regardless of Gender
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
8. Organizational Policies are Effective in Promoting Gender Equality
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
9. Job Satisfaction Regardless of Gender
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
10. Workload Distribution is Affected by Gender in the Office
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
11. Gender Affects Overall Job Performance in the Office
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
12. Gender Impacts Career Advancement Opportunities in the Office
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
13. Presence of Gender-Specific Roles in the Office
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
14. Gender Impacts the Respect Received at Work
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
15. Gender Affects the Allocation of Resources in the Office
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
16. Gender Affects the Ability to Negotiate for Better Working Conditions
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
17. Gender Stereotypes Impact Job Performance
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
18. Gender Impacts Job Satisfaction in the Office
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
19. Gender Differences Affect Teamwork Dynamics in the Office
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
20. Gender Influences Overall Job Satisfaction in the Office
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
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