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ABSTRACT
The role of secretaries in modern organizations has evolved significantly, with their responsibilities expanding beyond traditional administrative duties to include technological proficiency, effective communication, and multitasking. Despite the critical role they play, newly employed secretaries often face a range of challenges that can impact their performance and job satisfaction. This project examines the various obstacles faced by newly employed secretaries, such as workload management, technological adaptation, job-related stress, communication barriers, career development, and work-life balance. These challenges are explored in relation to their effects on job performance, professional growth, and organizational dynamics. The study highlights the importance of providing adequate training, promoting work-life balance, improving communication, and offering career advancement opportunities to support new secretaries in navigating these challenges. The findings emphasize the need for organizations to foster an environment that ensures the success and well-being of their secretarial staff, ultimately enhancing overall organizational efficiency and employee satisfaction. The project concludes with a set of practical recommendations aimed at addressing these issues to better equip secretaries for the demands of their evolving roles.
Keywords Secretaries, challenges, organization, workload, technology 
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CHAPTER ONE
INTRODUCTION
1.1 Background of the Study
The process of onboarding and integrating new employees into an organization is an essential phase that can significantly influence both individual job satisfaction and organizational performance. New employees are often tasked with understanding their roles, adapting to organizational culture, and mastering workplace tasks and technologies. However, the transition into a new organization comes with numerous challenges, which, if not properly addressed, can result in negative outcomes such as job dissatisfaction, high turnover, and decreased productivity. It is, therefore, important to explore and understand these challenges to ensure that organizations are equipped to support their new workforce.
Research has shown that newly hired employees often face various obstacles in their early days at an organization. These challenges range from understanding organizational structures and processes to managing the demands of the job while adjusting to new workplace norms. One of the most significant challenges new employees face is the feeling of overload due to excessive job demands and an unclear understanding of their roles and responsibilities (Bauer, 2010). Workload pressures can create stress and confusion, impacting the employee’s ability to perform at their best. When expectations are not clearly communicated, it can result in frustration, reduced morale, and overall dissatisfaction with the job (Allen et al., 2010).
Additionally, organizational culture plays a critical role in shaping the experience of new employees. Organizational culture encompasses the values, norms, and practices that define the workplace environment. New employees must navigate this culture, often struggling to understand unwritten rules and practices that guide behavior and decision-making. Misunderstanding or failing to adjust to this culture can hinder new employees’ ability to collaborate effectively with colleagues or supervisors, thus reducing their work effectiveness (Chatman, 1991). For example, some organizations may have a hierarchical structure that makes it difficult for new employees to approach senior staff or ask questions, while others may promote a more open, collaborative environment that encourages engagement from new hires.
Another key challenge that new employees face is inadequate training. According to Kahn and Scott (2017), many employees are expected to hit the ground running without sufficient orientation, training, or support, making it difficult to perform their roles effectively. Training is vital to ensure that new hires have the necessary skills, knowledge, and confidence to succeed in their roles. Without proper training programs, new employees may struggle to understand their job functions and become disengaged, resulting in a higher likelihood of turnover.
Job-related stress is also a common issue faced by newly employed individuals. Studies have shown that new employees are more vulnerable to stress due to the pressures of acclimating to a new work environment, learning new skills, and meeting performance expectations (Sonnentag, 2018). Stress can lead to burnout, absenteeism, and overall dissatisfaction with the job. Furthermore, stress and burnout not only affect individual employees but can also have broader organizational implications, such as decreased team productivity and performance.
In addition to work-related pressures, new employees often experience interpersonal challenges, particularly in understanding how to communicate effectively with their colleagues, supervisors, and subordinates. These challenges may be related to differences in work styles, communication preferences, and the ability to collaborate effectively within teams (Bauer, 2010). Effective communication is crucial for the success of any employee, and any communication barriers can lead to misunderstandings, inefficiency, and interpersonal conflicts.
Furthermore, the perception of job security and career growth opportunities plays a vital role in the adjustment process for new employees. A lack of clear career progression can create uncertainty and dissatisfaction, which may lead to employees feeling less committed to their roles and organization (Shuck & Reio, 2014). Ensuring that new employees have access to mentoring, career development opportunities, and feedback can foster a sense of security and job satisfaction, enhancing retention and performance.
This study, Investigation into the Challenges Facing New Employees in an Organization, seeks to explore the range of difficulties encountered by newly employed individuals in various sectors, examining how organizational factors such as culture, workload, training, and communication influence their adaptation process. By identifying and understanding these challenges, this research will provide insights into how organizations can better manage the onboarding process, develop effective training programs, and create supportive environments for their new hires. The findings from this research are expected to offer recommendations for improving the integration process for new employees, ultimately enhancing job satisfaction, retention, and productivity.
Organizations today face a variety of challenges in managing their workforce, particularly when integrating new employees into their teams. The process of hiring and integrating new employees into an organization is complex and multifaceted, involving numerous steps such as recruitment, onboarding, and adaptation to organizational culture. New employees are expected to adjust to their roles quickly and efficiently while also learning how to navigate the internal systems and culture of the organization. However, the challenges associated with these adjustments can be overwhelming and, if not addressed effectively, can lead to increased turnover, decreased job satisfaction, and lower productivity.
The integration of new employees into an organization often presents a variety of challenges, ranging from adjusting to organizational culture to mastering new job roles and responsibilities. Organizational culture—the shared values, beliefs, and practices that define an organization—plays a critical role in how new employees are integrated into the company (Schein, 2010). New employees must understand and adapt to both formal and informal aspects of culture, such as how decisions are made, the communication flow, and the expectations for performance and behavior. If the culture is not clear or if employees fail to align with it, they may struggle to establish themselves within the team, leading to dissatisfaction and potential turnover.
New employees are also often faced with high expectations and a steep learning curve as they strive to meet the demands of their new roles. The pressures associated with learning new tasks, mastering new technologies, and adapting to new work processes can lead to job-related stress. Stress, in turn, can negatively affect productivity and well-being (Sonnentag, 2018). New employees may find it challenging to balance multiple tasks, learn new systems, and meet the demands of supervisors and peers. The experience of stress during this period is not uncommon and can be attributed to feelings of insecurity, unfamiliarity with the organization’s practices, or lack of confidence in their abilities to perform at the desired level.
In many cases, newly employed individuals may also experience difficulties in forming relationships and building rapport with their coworkers, which can further exacerbate feelings of isolation and uncertainty (Bauer, 2010). Effective communication and collaboration are essential for employee success, but new employees may not know how to navigate the social and professional networks within their organization. This lack of understanding can lead to misunderstandings, interpersonal conflicts, and difficulties in teamwork.
A significant challenge faced by new employees is related to their understanding of their roles and responsibilities within the organization. In many cases, organizations do not provide sufficient orientation programs that clearly define job expectations or explain organizational structures. Without proper guidance, employees may feel unsure of their responsibilities, which can contribute to confusion, inefficiency, and low performance. This issue is particularly common in large organizations where employees may not receive adequate attention or training during the initial stages of their employment (Kahn & Scott, 2017). Moreover, job overload, where the new employee is given too many responsibilities without clear direction or adequate support, is another problem faced by new hires. Job overload can lead to stress and burnout, ultimately decreasing employee engagement and productivity.
Training and support programs are crucial for newly employed individuals to succeed in their roles. However, many organizations fail to provide adequate resources for training. Without comprehensive training, new employees may lack the skills and knowledge required to perform their jobs effectively, leading to feelings of inadequacy and dissatisfaction (Bauer, 2010). Furthermore, the lack of mentoring and feedback during the early stages of employment can make it difficult for employees to understand how well they are performing, potentially resulting in missed opportunities for improvement or growth. As a result, employees may feel undervalued or unsupported, leading to disengagement and potential turnover.
Job satisfaction is closely linked to how well new employees are integrated into the organizational environment. When employees feel well-supported, well-trained, and clear about their roles, they are more likely to experience high levels of job satisfaction. On the other hand, employees who experience confusion, excessive workload, lack of support, or poor communication with their supervisors are more likely to experience dissatisfaction and disengagement (Shuck & Reio, 2014). Dissatisfied employees often struggle to meet performance expectations, and their morale can impact team dynamics, productivity, and overall company culture. Job dissatisfaction may also increase the likelihood of voluntary turnover, which can incur significant costs for the organization, including recruitment and training expenses, as well as the loss of talent and organizational knowledge.
In addition to role clarity and workload management, newly employed employees may also face challenges related to their sense of job security. New hires may be uncertain about their future within the organization, particularly if there is a lack of clear career development opportunities or if there are concerns about organizational stability. Employees who perceive a lack of job security may be less engaged, less likely to invest in their work, and more inclined to leave the organization if a better opportunity arises (Shuck & Reio, 2014).
Understanding these challenges is essential for improving employee retention and ensuring that organizations are able to maximize the potential of their workforce. Organizations that invest in effective onboarding programs, provide adequate training, and foster a supportive work environment are more likely to retain talented employees, enhance job satisfaction, and increase overall productivity. Furthermore, by addressing the challenges faced by new employees, organizations can improve the long-term success of their workforce, reduce turnover rates, and build a more positive organizational culture.
This study, titled "Investigation into the Challenges Facing New Employees in an Organization," seeks to identify and explore the various obstacles that new employees encounter during their initial period within an organization. The study aims to examine how these challenges impact new employees' adaptation to the organization and their overall job satisfaction. Through this investigation, the research intends to offer insights into the strategies organizations can implement to reduce these challenges, improve the integration process, and ensure that new employees thrive within their roles.
The findings of this study will not only provide a deeper understanding of the common challenges faced by new employees but also offer recommendations on how to enhance the employee experience, create better support systems, and ultimately improve organizational performance.
1.2 Statement of the Problem
The integration of new employees into an organization is a crucial process that significantly influences employee retention, performance, and overall organizational success. However, many organizations face challenges when onboarding new employees, particularly in ensuring that these individuals effectively adapt to the organizational culture, perform their roles with competence, and feel supported in their work environment. Despite the critical importance of employee induction, studies show that many new employees experience significant hurdles during their initial months, which can negatively affect their job satisfaction, productivity, and long-term engagement (Bauer, 2010; Kahn & Scott, 2017).
One of the primary challenges new employees face is adjusting to the organizational culture. Organizational culture, defined by shared values, norms, and practices, heavily influences how employees perceive their roles, interact with colleagues, and align their goals with the organization's mission (Schein, 2010). In many cases, new employees struggle to understand and navigate these cultural nuances, which can lead to feelings of alienation, frustration, and confusion about job expectations. Without clear communication of cultural norms and values, employees may fail to establish the social connections and rapport necessary for success in the workplace, ultimately hindering their integration and affecting overall team dynamics (Bauer, 2010).
Additionally, new employees often experience challenges related to role clarity and expectations. Many organizations fail to clearly define the roles and responsibilities of new hires, resulting in ambiguity and uncertainty. When employees are unclear about what is expected of them, it can lead to confusion, inefficiency, and decreased performance (Kahn & Scott, 2017). Furthermore, without proper guidance, new employees may struggle with understanding the internal systems, processes, and tools they need to perform their tasks effectively. This lack of role clarity can also contribute to feelings of insecurity, stress, and job dissatisfaction, which may reduce employee morale and increase turnover rates.
Another significant challenge faced by new employees is the pressure of workload management. Many organizations expect new hires to perform at the same level as more experienced employees, which can be overwhelming. Balancing multiple tasks, meeting deadlines, and adjusting to a fast-paced work environment can lead to job-related stress (Sonnentag, 2018). This pressure, combined with the unfamiliarity of the work environment, may result in feelings of inadequacy, burnout, or reduced job satisfaction. In some cases, new employees may even struggle with the technology and tools necessary to perform their duties, especially in organizations with complex or outdated systems.
Communication is another critical area where new employees face challenges. Effective communication between new employees and their supervisors is essential for successful integration. However, many new employees report experiencing communication breakdowns during their initial period, with unclear instructions, lack of feedback, or insufficient support from supervisors (Shuck & Reio, 2014). This lack of guidance can further exacerbate feelings of isolation and anxiety, leaving employees unsure of their performance and their place within the organization.
Furthermore, newly employed individuals often encounter challenges in building relationships with coworkers and integrating into teams. The social aspect of work plays a crucial role in employee satisfaction and performance. Without strong interpersonal relationships, new employees may feel isolated or disconnected from their colleagues, which can hinder collaboration and affect job satisfaction (Bauer, 2010). This challenge is particularly significant in larger organizations where employees may have difficulty identifying their immediate team members or forming a strong support network.
Lastly, newly employed individuals may face challenges related to job security and career advancement. Many new employees experience uncertainty about their long-term prospects within the organization, especially if the organization does not offer clear career progression opportunities or stability. Concerns about job security can lead to anxiety, reduced engagement, and lower motivation to invest in the organization’s success (Shuck & Reio, 2014).
Given the challenges faced by new employees, it is crucial to understand how organizations can improve the onboarding process to enhance employee satisfaction, engagement, and retention. Failure to address these issues can result in high turnover rates, decreased productivity, and poor organizational performance. Therefore, this study seeks to investigate the challenges new employees encounter in organizations, with a focus on identifying the key obstacles to their successful integration and offering recommendations for improving the employee experience.


1.3 Objectives of the Study
The primary goal of this study is to investigate the challenges faced by new employees in organizations, focusing on the factors that influence their integration, performance, and overall job satisfaction. The study aims to understand how new employees adapt to their work environment and how organizations can better support them in overcoming these challenges. The following are the specific objectives of the study:
1. To identify the key challenges faced by new employees during their onboarding process
2. To assess the impact of role clarity on new employees’ job satisfaction and performance
3. To evaluate the extent of job-related stress and workload pressure faced by new employees
4. To investigate the role of social integration and support networks in the success of new employees
5. To examine the effectiveness of training and development programs for new employees in improving their job performance

1.4 Research Questions
The following research questions are formulated based on the objectives of the study to investigate the challenges faced by new employees in an organization. These questions aim to guide the research process and ensure that the study addresses the key factors affecting new employees' adjustment, performance, and overall satisfaction within the organization.
1. What are the key challenges faced by new employees during the onboarding process in the organization?
2. How does role clarity affect job satisfaction and performance among new employees in the organization?
3. To what extent do job-related stress and workload pressures affect the performance of new employees in the organization?
4. What role do social integration and peer support play in the adjustment and performance of new employees in the organization?
5. How effective are training and development programs in preparing new employees for their roles and enhancing their job performance?

1.5 Significance of the Study
The investigation into the challenges faced by new employees in an organization is critical to understanding the factors that influence their adjustment, performance, and overall satisfaction. This study aims to provide valuable insights into the difficulties encountered by new employees and how these challenges impact their early experiences within the workplace. By identifying the obstacles faced by new employees, organizations can design more effective onboarding, training, and support programs to improve employee integration and retention.
Significance to the organization 
Organizations are dependent on the performance and satisfaction of their employees to achieve their goals and maintain competitive advantage. New employees, being the future of any organization, need to quickly adapt to their new roles and contribute effectively to the organization's success. Understanding the challenges they face will help organizations identify gaps in their onboarding, training, and support systems, which could hinder employees' integration and overall effectiveness. By addressing these challenges, organizations can optimize new employee performance, reduce turnover, and enhance productivity.
Significance to the employee
Employee turnover is a major concern for organizations, especially when it comes to newly hired employees. High turnover rates are costly and disruptive, affecting the continuity of work and morale of the team. Research has shown that effective onboarding and support systems can significantly reduce the likelihood of early turnover (Bauer, 2010). By investigating the challenges faced by new employees, this study will provide insights into how organizations can better support their employees, improve their early work experiences, and ultimately retain talented employees in the long term.
1.6 Delimitation of the Study
The delimitation of this study refers to the boundaries that have been set to define the scope of the research. In this study on the "Investigation into the Challenges Facing New Employees in an Organization," several delimitations were applied to ensure the research remains focused and manageable.
This study is limited to selected organizations within a specific geographical location, such as a particular city or region. By focusing on a specific geographic area, the research aims to capture challenges that are particular to that context, which may differ from those faced by new employees in other locations. This focus ensures that the data collected remains relevant to the study's setting, providing more meaningful and contextually grounded insights.
Additionally, the study concentrates on specific types of organizations, such as corporate businesses, government agencies, or non-profit organizations. Different types of organizations can present varied challenges for new employees due to differences in organizational culture, policies, and available resources. By focusing on particular organizational contexts, the study can provide more targeted and applicable findings that reflect the unique challenges these new employees encounter.

1.7 Limitation of the Study
The limitations of this study refer to the factors that could influence the findings and generalizability of the research, and which are beyond the researcher's control. While every effort has been made to ensure accuracy and reliability, certain limitations must be acknowledged.
One limitation of this study is its focus on a specific set of organizations within a particular geographical area. By concentrating on organizations in one location, the findings may not be fully representative of the challenges faced by new employees in other regions or countries. The organizational culture, policies, and resources may differ significantly across various locations, which can limit the applicability of the results to broader contexts.








CHAPTER TWO
LITERATURE REVIEW
Starting a new job can be both exciting and challenging for employees, while organizations must help them adjust effectively. This chapter reviews literature on common challenges new hires face, including onboarding, role clarity, organizational support, communication, work-life balance, relationships, and job stress. The review will be conducted under the following sub headings.
2.1 Onboarding Process and its Impact on New Employees			
2.2 Role Clarity and Role Ambiguity in New Employees			
2.3 Workload and Job Stress							
2.4 Communication Challenges and Barriers					
2.5 Work-Life Balance Challenges		
2.1 Onboarding Process and its Impact on New Employees
Onboarding is key to helping new employees adjust, understand company culture, and build necessary skills. Early challenges like role ambiguity, cultural fit, isolation, and performance pressure can be overwhelming. A strong onboarding process helps address these issues, making new hires feel supported and ready to contribute.
One of the most common challenges faced by new employees is role ambiguity. New hires often feel uncertain about their specific job responsibilities and how their performance will be evaluated. This uncertainty can lead to feelings of confusion and stress, especially if the new employee is unsure of what is expected of them or how they fit within the larger organization. Effective onboarding processes help clarify these expectations by providing new employees with detailed job descriptions, performance goals, and structured orientation sessions (Bauer, 2010). By outlining the tasks, responsibilities, and desired outcomes, the onboarding process reduces confusion and empowers new employees to focus on their work with clarity. When new hires understand their role and how their contributions impact the company’s objectives, they can better prioritize their tasks and feel more confident in their abilities.
Cultural integration is another significant challenge that new employees face. Every organization has a unique culture, including its values, communication styles, and internal dynamics. Understanding how to navigate these elements can be daunting for new employees, especially when they are unfamiliar with the norms and expectations of the organization. Onboarding programs that emphasize cultural immersion can help alleviate this challenge by introducing new hires to the company’s mission, vision, and values. Activities such as team-building events, company presentations, and informal meet-and-greets with colleagues foster a sense of belonging and help new hires better understand how to interact with their team and the broader organization (Klein & Polin, 2012). Social integration is often an overlooked aspect of onboarding, but it plays a key role in employee engagement and retention. New hires who feel included in the company culture are more likely to be satisfied with their jobs and remain committed to the organization in the long term.
In addition to cultural integration, many new employees face social isolation, especially during the initial stages of their employment. New hires may feel disconnected from their colleagues and may not yet have established strong professional relationships. This sense of isolation can lead to disengagement and can even impact performance. Onboarding programs that prioritize social integration help mitigate these feelings by encouraging communication and collaboration among employees. Introducing new hires to their team members, assigning mentors or buddies, and organizing team-building activities all contribute to creating a welcoming environment (Saks & Gruman, 2014). These activities help new employees build relationships, gain social support, and feel like they are part of a cohesive team. When new hires feel supported socially, they are more likely to engage with their work, contribute to team success, and stay with the company long term.
Another common challenge faced by new employees is the pressure to perform well, especially when they are still learning the intricacies of their new role. The expectation to quickly become proficient and deliver results can be stressful for new hires, particularly if they feel unprepared or lack sufficient training. An effective onboarding process can alleviate performance pressures by offering training programs that focus on the necessary tools, systems, and processes. Providing new employees with a clear understanding of how to use company software, how to interact with other departments, and how to manage time effectively can reduce anxiety and improve productivity. Additionally, incorporating feedback sessions and regular check-ins into the onboarding process gives new employees the opportunity to ask questions, clarify expectations, and receive constructive guidance (Bauer & Erdogan, 2016). Knowing that they have ongoing support during the early stages of their employment can significantly reduce stress and help new hires feel more confident in their performance.
Workplace anxiety and stress are common during the transition into a new job, especially when employees are unfamiliar with company systems and procedures. New employees often encounter difficulties when navigating complex workflows, learning new software, or adjusting to the speed and demands of the workplace. Onboarding processes that are well-organized and include comprehensive training sessions can address these issues by ensuring that employees have the knowledge and resources they need to succeed. Providing clear instructions on how to use the tools and technologies specific to the company, as well as offering a point of contact for troubleshooting, ensures that employees are not overwhelmed by operational difficulties. By giving new hires access to the right resources, organizations can prevent frustration and help employees focus on their core responsibilities (Wanberg, 2012).
2.2 Role Clarity and Role Ambiguity in New Employees
Role clarity and role ambiguity are fundamental concepts that influence the performance, satisfaction, and engagement of new employees within an organization. These concepts are critical to the success and smooth integration of new hires into their roles, as they directly impact how well employees understand their responsibilities and the scope of their job. When employees experience role clarity, they are clear about their responsibilities, tasks, and the expectations that the organization has for them. On the other hand, role ambiguity occurs when employees are uncertain about their duties or how their tasks fit into the broader goals of the organization. These two factors have profound implications for employee job satisfaction, motivation, and overall productivity (Tepper, 2000).
When new employees have role clarity, they know exactly what is expected of them and can approach their tasks with confidence and purpose. This clarity helps employees prioritize their work, allocate time effectively, and focus on the tasks that are most important. Clear expectations also create a sense of ownership and accountability, which leads to a higher level of job satisfaction. Employees who are clear about their roles are more likely to feel empowered to make decisions, take initiative, and contribute to the organization’s success (Hackman & Oldham, 1980). This reduces stress and frustration, as employees are not left wondering what they should be doing or how their work aligns with the organization’s objectives.
Role clarity also plays a significant role in improving team collaboration. When each team member understands their specific role and responsibilities, there is less chance of confusion or overlap. This minimizes the likelihood of conflicting priorities or duplicated efforts, which is especially important in a team-based environment. Clear roles ensure that everyone is working towards common goals without stepping on each other’s toes. As a result, collaboration becomes smoother, and teams are better positioned to work together effectively to achieve organizational objectives (Katz & Kahn, 1978).
In contrast, role ambiguity can create numerous challenges for new employees. When employees are uncertain about their roles, they may experience anxiety and confusion about how to approach their tasks. This uncertainty often leads to mistakes, delays, and missed opportunities. New employees may find themselves second-guessing their decisions or spending time trying to figure out what is expected of them, which can reduce their productivity. In such cases, role ambiguity can be emotionally draining, leading to stress and frustration. It can also result in disengagement, as employees may feel disconnected from the organization or unsure of how their work contributes to its success (Rizzo, House, & Lirtzman, 1970).
Role ambiguity can also have a direct impact on job performance. Without a clear understanding of their responsibilities, employees may struggle to meet deadlines or prioritize tasks effectively. This confusion can lead to poor decision-making, ineffective time management, and a lack of direction. Employees who do not understand the significance of their role in the larger organizational context may not see the value in their work, leading to a decline in motivation and commitment. Over time, the continued experience of role ambiguity can result in burnout, as employees feel overwhelmed by the lack of guidance and structure in their work environment (Kahn et al., 1964).
Role ambiguity often stems from poor communication, vague job descriptions, or inadequate training during the onboarding process. For instance, if the organization fails to clearly define the scope of the job or set clear expectations, employees may be left to figure things out on their own. This lack of clarity is particularly problematic for new hires, who are already adjusting to a new workplace culture and environment. Furthermore, role ambiguity can be exacerbated in organizations that are undergoing significant changes, such as restructuring or mergers. During these transitions, employees may find their roles shifting, and the lack of clarity about their new responsibilities can lead to confusion and reduced performance (Schneider, 1987).
Onboarding plays a crucial role in addressing role ambiguity and establishing role clarity. A well-structured onboarding program can help new employees understand their role within the organization and the expectations they need to meet. By providing new hires with detailed job descriptions, clear performance goals, and explanations of the organizational structure, companies can minimize role ambiguity and ensure that employees feel confident in their position. During the onboarding process, it is also important to establish open lines of communication between employees and their supervisors, so that any questions or uncertainties can be addressed promptly (Bauer & Erdogan, 2011). Regular check-ins and feedback sessions during the early stages of employment are essential to clarify expectations and reinforce the employee's understanding of their role.
Additionally, organizations can use mentoring or buddy systems to further support new employees. Having a mentor or experienced colleague to provide guidance and answer questions can significantly enhance role clarity. New employees often benefit from having someone to turn to for advice, especially when navigating new or complex tasks. Mentors can provide real-time feedback, help employees understand the company’s culture, and ensure that they feel comfortable in their role (Chao et al., 1992).
The effects of role ambiguity can be far-reaching. Employees who do not understand their role may experience emotional stress, which can lead to frustration and burnout. The lack of clarity about responsibilities can create a sense of insecurity, making employees feel as though they are not meeting expectations or fulfilling their potential. Over time, this can lead to disengagement, as employees who are unsure about their role may be less motivated to perform well or take on new challenges. This disengagement can ultimately result in lower productivity and lower employee retention rates, as employees may leave the organization in search of a more structured and supportive work environment (Jackson & Schuler, 1985).
Organizations that fail to address role ambiguity risk experiencing high turnover, as employees who do not feel clear about their responsibilities may become frustrated and seek employment elsewhere. The costs associated with high turnover—such as recruitment, training, and lost productivity—can be significant. On the other hand, organizations that prioritize role clarity and invest in effective onboarding processes are more likely to see higher levels of employee satisfaction, engagement, and retention. By providing clear expectations and continuous support, companies can foster a work environment where employees feel confident, motivated, and aligned with the organization's goals (Allen et al., 2010).
Role clarity not only benefits individual employees but also contributes to the overall success of the organization. When employees understand their roles and responsibilities, there is less room for confusion and overlap, leading to more efficient workflows and better team dynamics. Clear roles also improve communication within the organization, as team members know who is responsible for what and can easily share information and collaborate. This results in more effective decision-making, faster problem-solving, and higher quality outcomes. Furthermore, role clarity helps ensure that employees are aligned with the organization’s mission and values, which promotes a greater sense of purpose and commitment to the company's goals (Hackman & Oldham, 1980).
Role clarity is essential for the successful integration and performance of new employees. It provides a clear understanding of responsibilities, reduces uncertainty, and empowers employees to take initiative. In contrast, role ambiguity can create confusion, stress, and disengagement, which negatively impacts individual performance and organizational outcomes. Organizations that prioritize role clarity through clear communication, well-defined job descriptions, and effective onboarding processes are more likely to experience higher employee satisfaction, engagement, and retention. By addressing role ambiguity and promoting role clarity, companies can create a supportive work environment where new employees feel confident, motivated, and prepared to contribute to the organization’s success (Kahn et al., 1964).
2.3 Workload and Job Stress
Workload and job stress are two interconnected factors that significantly impact the performance, well-being, and satisfaction of new employees within an organization. The relationship between workload and job stress is complex, as high workload levels can contribute to heightened stress, while excessive stress can, in turn, negatively affect an employee's ability to manage their workload effectively. For new employees, these factors can be particularly challenging as they are still in the process of adjusting to their roles, the organizational culture, and the expectations placed upon them.
Workload refers to the amount of work assigned to an employee, which can include tasks, projects, deadlines, and the overall volume of work they are responsible for. A reasonable and balanced workload is essential for ensuring that employees can perform their duties efficiently without feeling overwhelmed. For new employees, a well-managed workload is particularly important as it allows them to acclimate to their new role without excessive pressure. A workload that is too light, however, may lead to boredom, disengagement, and lack of motivation, while an overly heavy workload can result in burnout, mistakes, and a decline in overall performance (Maslach & Leiter, 2016).
For new employees, managing a reasonable workload is critical during their onboarding phase. A balanced workload provides them with an opportunity to learn the necessary skills, understand organizational processes, and integrate into the team without feeling overwhelmed. A significant challenge in this context is that organizations often have high expectations for new employees, especially if the employee is hired for a specialized or high-responsibility position. When employees are given a heavy workload too soon, they may feel pressure to perform at the same level as more experienced colleagues, leading to feelings of inadequacy, frustration, and anxiety. This can result in decreased confidence and motivation, making it harder for the new employee to succeed in their role (Bakker & Demerouti, 2007).
Job stress, which arises when an individual perceives that the demands of their job exceed their ability to cope with those demands, is often a direct result of excessive workload. High levels of stress can manifest in both physical and emotional symptoms, including fatigue, anxiety, irritability, sleep disturbances, and difficulty concentrating. For new employees, job stress is particularly concerning because they are already adjusting to a new environment, learning new tasks, and figuring out how to navigate the workplace culture. High job stress during this transition period can slow down their ability to learn and integrate into the team. Stress may also cause them to make more mistakes, miss deadlines, or struggle to maintain a positive relationship with coworkers and supervisors (Lazarus & Folkman, 1984).
Excessive job stress, if left unaddressed, can lead to burnout, a state of physical, emotional, and mental exhaustion caused by prolonged stress. Burnout is especially problematic for new employees as it can cause them to disengage from their work and may even lead them to leave the organization. Burnout is often linked to excessive workload, long hours, lack of control over work, and insufficient support from managers and colleagues. For new employees, it is essential that their workload is manageable and that they receive adequate training and support to avoid the negative effects of burnout (Maslach & Jackson, 1981).
Moreover, new employees who experience high levels of job stress are more likely to experience negative psychological outcomes, such as decreased job satisfaction and lower levels of motivation. Job stress can also impact their performance, as it can make it difficult to focus on tasks, manage time effectively, and maintain high-quality work. New employees under stress may also find it more challenging to engage in positive relationships with their coworkers, which can hinder team collaboration and negatively affect workplace dynamics. In addition, chronic stress can have long-term effects on both physical and mental health, leading to issues such as chronic illness, depression, and anxiety disorders (Cohen & Williamson, 1991).
2.4 Communication Challenges and Barriers
Effective communication is crucial for the success and smooth integration of new employees into an organization. However, new employees often face various communication challenges and barriers that can hinder their ability to adjust to their roles, understand expectations, and build relationships within their teams. These communication challenges can manifest in different forms, including unclear instructions, lack of feedback, interpersonal conflicts, and cultural misunderstandings. Addressing these barriers is essential to ensure that new employees are equipped to succeed and feel supported in their transition.
One of the most common communication barriers faced by new employees is a lack of clarity regarding job expectations and instructions. When organizations fail to communicate job roles and responsibilities effectively, new employees may struggle to understand what is expected of them, leading to confusion, frustration, and stress. According to Johnson and Chang (2017), unclear communication about job tasks and performance expectations can cause new employees to feel uncertain about how to prioritize their work, which can result in mistakes, missed deadlines, and ultimately, decreased job performance. A well-structured onboarding program that provides clear, concise, and consistent communication can help mitigate this challenge and ensure that new employees are adequately prepared for their roles.
New employees often face the challenge of information overload, particularly during the onboarding phase. They are bombarded with a large amount of information about company policies, procedures, software tools, and team dynamics. While it is important for new employees to have access to comprehensive information, too much information in a short period can overwhelm them and make it difficult to retain essential details. According to Kluge and Blomqvist (2020), information overload can lead to cognitive overload, reducing employees’ ability to process and act on new information effectively. This can hinder their ability to perform their tasks and integrate into the team successfully. To address this, organizations should prioritize key information, break it down into manageable chunks, and provide it gradually over time.
New employees often face communication challenges due to the lack of feedback and guidance from their supervisors or colleagues. Constructive feedback is essential for employee development, especially during the early stages of employment. Without regular feedback, new employees may feel unsure about their performance, which can contribute to stress and disengagement (Harris & McGrath, 2022). Furthermore, new hires who are not given sufficient guidance may struggle to navigate the organizational culture, build relationships with colleagues, and understand how to meet performance expectations. Managers who provide clear, timely, and constructive feedback can help reduce uncertainty and support the successful integration of new employees into the organization (Harter, Schmidt, & Hayes, 2002).
Effective interpersonal communication is vital for building relationships and establishing a sense of belonging within a team. However, new employees often encounter difficulties in this area due to interpersonal communication barriers such as misinterpretation of tone, cultural differences, or lack of trust. These barriers can lead to misunderstandings, conflicts, or feelings of isolation. For instance, new employees from different cultural backgrounds may have different communication styles, which can create challenges in terms of understanding and adapting to the norms of their new workplace. A study by Geurts and Sonnentag (2006) found that interpersonal communication barriers in multicultural teams could lead to increased stress and a decrease in team performance. Organizations can address these challenges by fostering an inclusive environment where open communication, cultural sensitivity, and active listening are encouraged.
In today’s digital workplace, technology plays a central role in communication. However, new employees may experience difficulties due to technological barriers, such as unfamiliarity with communication tools, lack of training on software systems, or technical issues. Inadequate access to the right technological resources can hinder effective communication, leading to delays, confusion, and frustration. For example, new employees who are not well-versed in using the company’s collaboration tools, such as email, video conferencing, or project management software, may feel disconnected from their teams. To mitigate technological barriers, organizations should ensure that new employees receive comprehensive training on the tools and platforms they will use and provide ongoing support to address any technical issues that may arise.
The organizational hierarchy and power distance within a company can also create communication challenges for new employees. In organizations with a rigid hierarchical structure, new employees may feel intimidated by senior management and may hesitate to ask questions or seek clarification on tasks (Taris, 2006). A significant power distance between managers and subordinates can create a barrier to open communication, as new employees may be reluctant to voice concerns or share feedback. This lack of open communication can prevent new employees from fully understanding their role or addressing potential challenges they face in their work. Encouraging a more open and collaborative communication culture, where employees feel comfortable engaging with supervisors regardless of rank, can help reduce this barrier and promote a more inclusive environment for new employees.
2.5 Work-Life Balance Challenges
Work-life balance is a significant challenge that new employees often face when adjusting to a new role in an organization. As they navigate their new responsibilities, new employees may struggle to find equilibrium between their professional obligations and personal life, leading to stress, burnout, and dissatisfaction. This section explores the work-life balance challenges faced by new employees and examines the impact of these challenges on their overall well-being and productivity in the workplace.
One of the most common challenges related to work-life balance for new employees is the overwhelming adjustment period that comes with starting a new job. New employees often face an increased workload and high expectations as they strive to prove themselves in their new role. During this phase, they may feel compelled to dedicate long hours to their work to demonstrate their commitment, resulting in a poor work-life balance. According to a study by Greenhaus and Allen (2011), individuals who experience work-life conflict are more likely to experience job dissatisfaction, burnout, and a decline in overall well-being. For new employees, the pressure to succeed in a new role can exacerbate the feeling of being "always on," which impacts their ability to disengage from work and recharge during their personal time.
The lack of clear boundaries between work and personal life can also contribute to work-life imbalance. New employees may struggle to set boundaries between their professional and personal responsibilities, especially if they are working remotely or have flexible hours. The absence of physical separation between work and home life can blur the lines, making it difficult to "switch off" after work hours. A study by Tavares (2017) found that employees who work remotely or have flexible work arrangements often experience difficulties in drawing boundaries between their work and personal lives, which increases the risk of burnout and work-related stress. This is particularly true for new employees who are still adjusting to the organization’s culture and may feel that they need to be constantly available to prove their worth.
Additionally, the pressure to meet performance expectations in a new role can lead to feelings of guilt when taking time off or engaging in personal activities. New employees may worry that taking time for self-care or family commitments will reflect poorly on their dedication to their work, leading them to overextend themselves in the workplace. According to Kossek et al. (2012), employees who perceive that their work demands exceed their ability to balance personal and family responsibilities are more likely to experience stress and burnout. New employees, in particular, may feel this pressure more acutely as they strive to meet the expectations set by their supervisors or colleagues, often at the expense of their personal lives.
Furthermore, the lack of sufficient support from supervisors or colleagues in balancing work and personal life can make it difficult for new employees to manage their time effectively. Without clear guidance on how to manage competing priorities or the flexibility to adjust their schedules when personal matters arise, new employees may struggle to maintain a healthy work-life balance. A supportive work environment, where managers encourage employees to take breaks, use their vacation time, and prioritize self-care, can significantly reduce work-life conflict. According to a study by Hammer et al. (2011), workplace support from supervisors and colleagues is a critical factor in promoting work-life balance and reducing stress among employees.
In some cases, new employees may also face challenges related to the organization's policies or practices, which may not adequately support work-life balance. For example, some organizations may have rigid work schedules, limited paid time off, or a culture that discourages taking time away from work. In these environments, new employees may feel pressured to forgo their personal time to meet the demands of their job, leading to poor work-life balance. Additionally, organizations with a high level of work pressure or a "culture of overwork" may make it difficult for new employees to feel comfortable setting boundaries. A study by Perlow (2012) found that employees in such organizations often experience chronic stress and burnout due to the expectation of long working hours and the lack of work-life balance initiatives.
For new employees who are in leadership roles or those hired for highly demanding positions, work-life balance challenges can be even more pronounced. These employees may feel the need to constantly work overtime or be available for urgent tasks, especially if they are responsible for overseeing projects or managing teams. The added responsibility of leadership can increase the pressure to succeed, often leading to poor work-life balance. According to a study by Ahuja et al. (2007), employees in managerial roles report higher levels of stress and greater difficulty in balancing work and personal life due to the increased demands of their job.



















CHAPTER THREE
METHODOLOGY
This chapter outlines the research methodology used in this study to investigate the challenges facing new employees in an organization. The section will cover the instruments used for data collection, the study population, sampling techniques, the process of data distribution and collection, as well as issues related to the reliability and validity of the data. Finally, the chapter will conclude with the method used for data analysis.
3.1 Instrument Used 								
3.2 Population of the Study 							
3.3 Sample and Sampling Techniques 					
3.4 Distribution and Collection of Data 					
3.5 Reliability 									
3.6 Validity 									
3.7 Method of Data Analysis 	
3.1 Instrument Used
The primary instrument used for data collection in this study was a structured questionnaire. The questionnaire was developed to gather quantitative data regarding the challenges faced by new employees in an organization. The questionnaire was designed to capture various aspects of the new employee experience, including the difficulties encountered during onboarding, communication barriers, managerial support, role clarity, and work-life balance.
The questionnaire focused on the challenges faced by new employees in the workplace. It consisted of Likert-scale questions with options ranging from “Strongly Agree” to “Strongly Disagree” in order to measure the intensity of the respondents' perceptions regarding various challenges. The questionnaire was given to two lecturers in the department of office technology and management
The questionnaire was pre-tested on a small sample of employees within the organization to ensure clarity, relevance, and ease of understanding. Based on feedback from the pilot testing, the final version of the questionnaire was refined.
3.2 Population of the Study
The population of the study consisted of new employees who had joined the organization within the last 12 months. The study targeted new employees across various departments to gather a comprehensive understanding of their experiences. In selecting the population, the focus was on employees who had recently undergone the onboarding process and had had sufficient time to acclimate to the work environment but were still within the early stages of their tenure. This time frame was chosen to ensure that the respondents were able to reflect on their experiences and challenges during the first phase of their employment.
The target population was employees from different levels of the organization, including entry-level staff, middle management, and supervisory positions. The goal was to capture the challenges faced by new employees across a variety of roles and responsibilities.
3.3 Sample and Sampling Techniques
For this study, a simple random sampling technique was used to select participants from the target population. This sampling method was chosen to ensure that every new employee within the defined period had an equal chance of being selected, thus minimizing bias and improving the generalizability of the results.
The sample size was calculated using the Yamane (1967) formula for determining sample size in a population. Based on a population size of 500 new employees, the sample size was determined to be 223 respondents, which was considered adequate for obtaining reliable and valid results. This sample size provides sufficient representation from the target population and allows for the collection of meaningful data while maintaining manageable data processing requirements.
Respondents were selected randomly from a list of new employees provided by the Human Resources department. This approach ensured that the sample was representative of the diverse departments within the organization, and the results could reflect a range of experiences.
3.4 Distribution and Collection of Data
Data were collected using self-administered questionnaire designed by the researcher inline with the topic. The self-administered questionnaires were distributed physically along with the help of research assistants in the workplace, with instructions on how to complete and return them. The questionnaires were distributed during regular working hours to ensure maximum participation. A total of two weeks was allocated for data collection, and regular reminders were sent to ensure a high response rate. Participants were assured that their responses would be anonymous, and the data would be used solely for research purposes. Confidentiality was emphasized to encourage honest and open responses.
The data collection was supervised by the researcher and the research assistants, any issues or queries raised by the respondents were addressed promptly. A total of 200 qustionnaire was distributed and 100 completed questionnaires were returned, representing a 50% response rate, which is considered very high for survey-based studies.


3.5 Reliability
Reliability refers to the consistency and stability of the data collected. To ensure the reliability of the research instrument, a pilot study was conducted on a small sample of employees before the actual data collection. The aim of the pilot test was to identify any ambiguities or issues with the wording of the questionnaire and to ensure that the respondents interpreted the questions in the way they were intended. Based on the feedback received from the pilot study, minor adjustments were made to improve the clarity, quality and flow of the questionnaire. This suggests that the questionnaire produced consistent results across different respondents, making the data reliable for analysis.
3.6 Validity
Validity refers to the extent to which the research instrument measures what it is intended to measure. To ensure the validity of the questionnaire, several measures were taken:
 The questionnaire was developed based on an extensive review of existing literature on the challenges faced by new employees. This ensured that the questions were relevant to the study's objectives and would capture the key challenges new employees face. The questionnaire was reviewed by experts in organizational behavior and human resource management as well as two senior lectureres in the department of office technology and management to ensure that it covered all important aspects of the employee experience.
3.7 Method of Data Analysis
Data analysis in this study was performed using Descriptive Statistics. This was used to provide a clear overview of their responses to each of the survey questions. Frequencies and percentages, were calculated for each question to assess the distribution of responses for the Likert-scale questions, helping to identify patterns and trends of responses in the data.
The results of the data analysis were presented in tables to illustrate the key findings. The analysis helped to identify significant challenges faced by new employees in the organization and to draw conclusions about the factors contributing to these challenges.




CHAPTER FOUR 
DATA ANALYSIS
4.1 Introduction
This chapter analyzes data on the challenges faced by new employees, using tables with frequency and percentage distributions. Each table is followed by a brief interpretation, highlighting key findings and trends from the survey responses.
4.2 Results
Table 4.1: Newly employed employees experience workload pressure in their job
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	25
	25

	Agree
	40
	40

	Disagree
	20
	20

	Strongly Disagree
	15
	15

	Total
	100
	100


Source: Researcher’s Fieldwork, 2025
Table 4.1 indicated that 25 (25%) respondents strongly agreed and 40 (40%) respondents agreed that they frequently experience workload pressure on their job. However, 20 (20%) respondents disagreed, and 15 (15%) respondents strongly disagreed with the statement


Table 4.2: Newly employed employees are confident in using the organization's software and technology
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	15
	15

	Agree
	50
	50

	Disagree
	25
	25

	Strongly Disagree
	10
	10

	Total
	100
	100


Source: Researcher’s Fieldwork, 2025
Table 4.2 showed that 15 (15%) respondents strongly agreed and 50 (50%) respondents agreed that they are confident in using the organization's software and technology. On the other hand, 25 (25%) respondentsdisagreed, and 10 (10%) respondents strongly disagreed











Table 4.3: Newly employed employees experience job-related stress
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	30
	30

	Agree
	35
	35

	Disagree
	25
	25

	Strongly Disagree
	10
	10

	Total
	100
	100


Source: Researcher’s Fieldwork, 2025
Table 4.3 showed that 30 (30%) respondents strongly agreed and 35 (35%) respondents agreed that they frequently experience job-related stress. A smaller group of 25 (25%) disagreed, and 10 (10%) strongly disagreed with the statement respectively.













Table 4.4: Communication between newly employed employees and supervisors is clear
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	20
	20

	Agree
	45
	45

	Disagree
	20
	20

	Strongly Disagree
	15
	15

	Total
	100
	100


Source: Researcher’s Fieldwork, 2025
Table 4.4 showed that 20 (20%) respondents strongly agreed, and 45 (45%) respondents agreed that communication with their supervisors is clear. However, 20 (20%) respondents disagreed, and 15 (15%) strongly disagreed with the statement. 








Table 4.5: Newly employed employees face challenges related to office equipment and resources
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	10
	10

	Agree
	25
	25

	Disagree
	45
	45

	Strongly Disagree
	20
	20

	Total
	100
	100


Source: Researcher’s Fieldwork, 2025
 Table 4.5 showed that 10 (10%) respondents strongly agreed, and 25 (25%) respondentsagreed that they faced challenges related to office equipment and resources. However, 45 (45%) respondents disagreed, and 20 (20%) strongly disagreed with the statement respectively.












Table 4.6: Training provided to newly employed employees is effective in performing roles
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	30
	30

	Agree
	50
	50

	Disagree
	15
	15

	Strongly Disagree
	5
	5

	Total
	100
	100


Source: Researcher’s Fieldwork, 2025
Table 4.6 showed that 30 (30%) respondents strongly agreed and 50 (50%) respondents agreed that the training provided is effective. A total of 15 (15%) respondents disagreed, and only 5 (5%) strongly disagreed. 








Table 4.7: Newly employed employees are satisfied with the work-life balance in their current role
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	20
	20

	Agree
	30
	30

	Disagree
	35
	35

	Strongly Disagree
	15
	15

	Total
	100
	100


Source: Researcher’s Fieldwork, 2025
 Table 4.7 indicated that 20 (20%) respondents strongly agreed and 30 (30%) respondents agreed respectively   that they are satisfied with their work-life balance. However, 35 (35%) respondents disagreed, and 15 (15%) respondents strongly disagreed








Table 4.8: Newly employed employees are confident in handling confidential information
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	25
	25

	Agree
	50
	50

	Disagree
	15
	15

	Strongly Disagree
	10
	10

	Total
	100
	100


Source: Researcher’s Fieldwork, 2025
Table 4.8 revealed that 25 (25%) respondents strongly agreed and 50 (50%) respondents agreed that they are confident in handling confidential information. Only 15 (15%) respondentsdisagreed, and 10 (10%) respondents strongly disagreed. 







Table 4.9: Newly employed employees feel supported by their peers in the organization
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	15
	15

	Agree
	35
	35

	Disagree
	30
	30

	Strongly Disagree
	20
	20

	Total
	100
	100


Source: Researcher’s Fieldwork, 2025
Table 4.9 indicated that 15 (15%) respondents strongly agreed and 35 (35%) respondents agreed that they were supported by their peers. However, 30 (30%) respondents disagreed, and 20 (20%) respondents strongly disagreed.







 
Table 4.10: Newly employed employees are comfortable in adapting to changes in their work environment
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	20
	20

	Agree
	45
	45

	Disagree
	25
	25

	Strongly Disagree
	10
	10

	Total
	100
	100



Source: Researcher’s Fieldwork, 2025
Table 4.10 revealed that 20 (20%) respondents strongly agreed and 45 (45%) respondents agreed that they were comfortable adapting to changes in the work environment. However, 25 (25%) respondents disagreed, and 10 (10%) respondentsstrongly disagreed. 












Table 4.11: Newly employed employees encounter interpersonal conflicts in their work environment
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	20
	20

	Agree
	40
	40

	Disagree
	30
	30

	Strongly Disagree
	10
	10

	Total
	100
	100


Source: Researcher’s Fieldwork, 2025
Table 4.11 showed that 20 (20%) respondents strongly agreed and 40 (40%) respondents agreed that they frequently encounter interpersonal conflicts in their work environment. However, 30 (30%) respondents disagreed, and 10 (10%) respondentsstrongly disagreed with the statement.







Table 4.12: Newly employed employees understand their roles and responsibilities
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	35
	35

	Agree
	45
	45

	Disagree
	10
	10

	Strongly Disagree
	5
	5

	Total
	100
	100


Source: Researcher’s Fieldwork, 2025
Table 4.12 showed that 35 (35%) respondents strongly agreed and 45 (45%)respondents agreed that they have a clear understanding of their roles and responsibilities. Only 10 (10%)respondents disagreed, and 5 (5%)respondents strongly disagreed. 







Table 4.13: Newly employed employees receive constructive feedback from their supervisors
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	15
	15

	Agree
	40
	40

	Disagree
	35
	35

	Strongly Disagree
	10
	10

	Total
	100
	100


Source: Researcher’s Fieldwork, 2025
 Table 4.13 showed that 15 (15%) respondents strongly agreed, and 40 (40%) respondents agreed that they receive constructive feedback from their supervisors. However, 35 (35%)respondents disagreed, and 10 (10%)respondents strongly disagreed. 







Table 4.14: Newly employed employees are satisfied with their job security in the organization
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	20
	20

	Agree
	40
	40

	Disagree
	25
	25

	Strongly Disagree
	15
	15

	Total
	100
	100


Source: Researcher’s Fieldwork, 2025
Table 4.14 showed that 20 (20%) respondents strongly agreed, and 40 (40%) respondents agreed that they were satisfied with their job security. However, 25 (25%) respondents disagreed, and 15 (15%) respondents strongly disagreed with the statement respectively.












Table 4.15: Newly employed employees effectively manage multiple tasks simultaneously
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	30
	30

	Agree
	50
	50

	Disagree
	15
	15

	Strongly Disagree
	5
	5

	Total
	100
	100


Source: Researcher’s Fieldwork, 2025
Table 4.15 showed that 30 (30%) respondents strongly agreed and 50 (50%) respondents agreed that they are effective in managing multiple tasks simultaneously. Only 15 (15%) respondents disagreed, and 5 (5%) respondents strongly disagreed respectively












Table 4.16: Newly employed employees are comfortable with their level of authority in the organization
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	15
	15

	Agree
	35
	35

	Disagree
	30
	30

	Strongly Disagree
	20
	20

	Total
	100
	100


Source: Researcher’s Fieldwork, 2025
Table 4.16 indicated that 15 (15%) respondents strongly agreed and 35 (35%) respondents agreed that they are comfortable with their level of authority. However, 30 (30%)respondents disagreed, and 20 (20%)respondents strongly disagreed












Table 4.17: Newly employed employees face ethical dilemmas at work
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	5
	5

	Agree
	10
	10

	Disagree
	50
	50

	Strongly Disagree
	35
	35

	Total
	100
	100


Source: Researcher’s Fieldwork, 2025
Table 4.17 revealed that 5 (5%) respondents strongly agreed and 10 (10%) respondents agreed that they faced ethical dilemmas at work. However, 50 (50%) respondents disagreed, and 35 (35%) respondents strongly disagreed














Table 4.18: Newly employed employees are satisfied with the opportunities for career advancement in the organization
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	10
	10

	Agree
	25
	25

	Disagree
	40
	40

	Strongly Disagree
	25
	25

	Total
	100
	100


Source: Researcher’s Fieldwork, 2025
Table 4.18 showed that 10 (10%) respondents strongly agreed, and 25 (25%) respondents agreed that they are satisfied with career advancement opportunities. However, 40 (40%) respondents disagreed, and 25 (25%)respondents strongly disagreed







Table 4.19: Newly employed employees participate in team-building activities within the organization
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	5
	5

	Agree
	15
	15

	Disagree
	50
	50

	Strongly Disagree
	30
	30

	Total
	100
	100


Source: Researcher’s Fieldwork, 2025
Table 4.19 indicated that 5 (5%) respondents strongly agreed while 15 (15%) respondents agreed that they participate in team-building activities. However, 50 (50%) respondents disagreed, and 30 (30%) respondentsstrongly disagreed with the statement. 












Table 4.20: Newly employed employees are satisfied with the organization’s management of work-related stress
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	10
	10

	Agree
	20
	20

	Disagree
	40
	40

	Strongly Disagree
	30
	30

	Total
	100
	100


Source: Researcher’s Fieldwork, 2025
 Table 4.20 indicated that 10 (10%) respondents strongly agreed, 20 (20%)respondents agreed that they are satisfied with the organization's management of work-related stress. However, 40 (40%) respondents disagreed, and 30 (30%) respondents strongly disagreed



CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1 Summary
This project explores the challenges faced by newly employed secretaries in organizations. As key administrative professionals, secretaries often encounter a variety of obstacles during their initial period of employment. These challenges can significantly impact their productivity, job satisfaction, and overall effectiveness in the workplace. This study investigates various factors such as workload pressure, use of organizational software, interpersonal conflicts, work-life balance, communication issues, and training effectiveness. Data for this study was collected through a questionnaire distributed among newly employed secretaries across different organizations. The findings suggest that newly employed secretaries often faced difficulties in adapting to the fast-paced work environment, managing multiple tasks, using technology, dealing with stress, and receiving adequate support and training.
The results show that while many secretaries feel confident in their roles, a significant number still experience challenges in areas like time management, clarity in role responsibilities, and interpersonal relationships within the workplace. The study also highlights that the level of communication between secretaries and their supervisors, along with the support from peers, plays a critical role in addressing these challenges.
5.2 Conclusion
In conclusion, the challenges faced by newly employed secretaries are multifaceted, affecting both their professional performance and their personal well-being. The survey results highlight that although most secretaries are confident in handling their job responsibilities, they still encounter issues related to workload pressure, unclear communication, inadequate training, lack of career advancement opportunities, and difficulties with work-life balance. These obstacles can lead to stress, job dissatisfaction, and potentially high turnover rates.
Organizations need to understand these challenges and actively implement strategies to ease the transition for newly hired secretaries. Providing clearer communication, better training programs, supportive work environments, and ensuring work-life balance will improve job satisfaction and increase retention rates among secretarial staff. The results suggested that addressing these issues can lead to a more effective and efficient administrative support team, ultimately benefiting the overall productivity and success of the organization.
5.3 Recommendations
1.Improve Training and Onboarding Programs: Newly employed secretaries should receive comprehensive training that equips them with the necessary skills and knowledge to use organizational software, understand their role clearly, and manage their workload. Structured onboarding programs should be implemented to guide them through the organization’s policies, procedures, and technologies.
2.Enhance Communication Channels: Clear and open communication between newly employed secretaries and their supervisors is essential for avoiding misunderstandings and ensuring that job expectations are met. Organizations should implement regular check-ins, feedback sessions, and clarify roles and responsibilities to reduce ambiguity and improve job satisfaction.
3. Provide Supportive Peer Networks: To combat the lack of peer support, organizations should encourage teamwork and mentorship programs. Assigning experienced secretaries as mentors to newcomers can help ease their integration into the workplace, reduce feelings of isolation, and build a collaborative work environment.
4.Promote Work-Life Balance: Organizations should implement policies and practices that allow secretaries to balance their professional and personal lives. This could include flexible working hours, remote work options, and providing adequate time off for rest and recovery, which will contribute to reducing job-related stress.
5 Offer Career Development and Advancement Opportunities: Many newly employed secretaries report dissatisfaction with career advancement opportunities. Organizations should create clear pathways for career growth, such as internal promotions, skill development programs, and leadership training. Providing these opportunities will help retain staff and ensure job satisfaction.
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QUESTIONNAIRE
1. Newly employed employees experience workload pressure in their job.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree( )
2. Newly employed employees are confident in using the organization's software and technology.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
3. Newly employed employees experience job-related stress.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
4. Communication between newly employed employees and supervisors is clear.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
5. Newly employed employees face challenges related to office equipment and resources.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
6. Training provided to newly employed employees is effective in performing roles.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
7. Newly employed employees are satisfied with the work-life balance in their current role.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
8. Newly employed employees are confident in handling confidential information.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
9. Newly employed employees feel supported by their peers in the organization.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
10. Newly employed employees are comfortable in adapting to changes in their work environment.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
11. Newly employed employees encounter interpersonal conflicts in their work environment.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
12. Newly employed employees understand their roles and responsibilities.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
13. Newly employed employees receive constructive feedback from their supervisors.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
14. Newly employed employees are satisfied with their job security in the organization.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
15. Newly employed employees effectively manage multiple tasks simultaneously.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
16. Newly employed employees are comfortable with their level of authority in the organization.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
17. Newly employed employees face ethical dilemmas at work.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
18. Newly employed employees are satisfied with the opportunities for career advancement in the organization.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
19. Newly employed employees participate in team-building activities within the organization.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
20. Newly employed employees are satisfied with the organization’s management of work-related stress.
(a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
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