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ABSTRACT
Job dissatisfaction among secretaries in organizations can significantly impact productivity, employee retention, and organizational success. This study aims to identify the key causes of job dissatisfaction among secretaries and explore potential remedies to address these issues. The research examines factors such as poor work environment, lack of career advancement opportunities, inadequate compensation, excessive workload, and insufficient recognition, all of which contribute to job dissatisfaction. A combination of qualitative and quantitative methods, including surveys and interviews with secretaries in various organizations, was employed to gather data. The findings reveal that inadequate recognition and lack of professional development are the most prominent causes of dissatisfaction. Additionally, the study emphasizes the importance of a positive organizational culture, effective communication, and leadership in mitigating these issues. Remedies proposed include implementing recognition programs, offering career development opportunities, improving compensation packages, and fostering a supportive work environment. By addressing these concerns, organizations can improve job satisfaction among secretaries, leading to better employee’s morale, enhanced productivity, and reduced turnover rates. This research highlights the importance of understanding and addressing job dissatisfaction for maintaining a motivated and efficient workforce.
Keywords: Job dissatisfaction, Secretaries, Organizational culture, Employees morale, Remedies.
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CHAPTER ONE
INTRODUCTION

1.1 Background of the Study
Job dissatisfaction is a critical issue that affects the overall performance and well-being of employees within an organization. Among various job roles, secretaries, who are responsible for administrative and clerical tasks, often experience high levels of dissatisfaction. These employees play a vital role in ensuring the smooth functioning of an organization, yet their job satisfaction has been a subject of concern for many businesses and human resource managers. Job dissatisfaction among secretaries can have serious consequences, including high turnover rates, low productivity, decreased morale, and a negative organizational culture (Spector, 1997).
The causes of job dissatisfaction among secretaries are multifaceted. They include insufficient recognition, low wages, lack of career advancement, unmanageable workload, and poor work-life balance (Greenhaus et al., 2003). Additionally, many secretaries report feeling undervalued and underappreciated for their efforts, which leads to a decline in motivation and overall job satisfaction (Herzberg, 1959). Furthermore, the traditional perception of secretaries as support staff rather than key contributors to organizational success can lead to a lack of professional growth opportunities and diminished job satisfaction (Robinson, 2004).
Furthermore, many secretaries face a challenging work environment characterized by long hours, high job demands, and emotional labor, which can significantly reduce job satisfaction (Grandey, 2000). These stressors, combined with the expectation of multitasking, often result in burnout and reduced job performance. Organizational factors such as poor communication, lack of leadership support, and an unbalanced work-life environment contribute to the exacerbation of these issues (Jex, 2002).
In many organizations, secretaries are tasked with managing administrative duties that often require complex decision-making, time management, and communication skills. Despite this, they may be treated as peripheral members of the organization, causing a lack of acknowledgment for their contributions. This scenario fosters feelings of invisibility and discouragement, leading to low morale and disengagement.
Moreover, work-related stressors in secretarial positions, such as long working hours, high job demands, and emotional labor, significantly reduce job satisfaction (Grandey, 2000). Many secretaries are expected to juggle multiple tasks simultaneously, inclu ding managing complex schedules, coordinating meetings, and maintaining records. This multitasking often results in burnout, particularly when coupled with unrealistic expectations and lack of adequate support from management. Chronic stress and burnout can further exacerbate feelings of frustration, leading to decreased job performance, absenteeism, and ultimately, turnover (Jex, 2002).
1.2 Statement of the Problem
Job dissatisfaction among secretaries remains a significant challenge within organizations, affecting not only their individual well-being but also the overall efficiency and productivity of the workplace. Despite the pivotal role secretaries play in maintaining the smooth operation of organizations, they often experience a high level of dissatisfaction. The primary concern is that many secretaries feel undervalued and underappreciated, which results from factors such as low wages, lack of career advancement opportunities, insufficient recognition, excessive workloads, and a poor work-life balance (Greenhaus et al., 2003; Herzberg, 1959). As a result, these negative experiences lead to decreased morale, reduced productivity, and high turnover rates, ultimately undermining organizational effectiveness.
Previous studies have pointed to various causes contributing to job dissatisfaction among secretaries. These include the traditional perception of secretaries as support staff rather than integral contributors to organizational success (Robinson, 2004), which limits opportunities for growth, recognition, and career development. Additionally, the emotional labor and stress associated with managing high workloads and unmanageable demands are other crucial factors (Grandey, 2000; Jex, 2002). The combination of these issues not only leads to decreased job satisfaction but also to burnout, disengagement, and an inability to fully realize the potential of secretarial staff.
A significant cause of job dissatisfaction is the perception of secretarial work as a subordinate or unskilled position within an organization. Secretaries often feel overlooked and underappreciated despite the high level of organizational and interpersonal skills their roles require (Herzberg, 1959). This perception leads to a lack of career advancement opportunities, causing many secretaries to experience stagnation in their professional development (Robinson, 2004). The absence of clear paths for promotion within their roles can lead to frustration and a decline in motivation, ultimately affecting their job satisfaction.
1.3 Objectives of the Study
The primary objective of this study is to explore the causes of job dissatisfaction among secretaries in organizations and to propose effective remedies to address these challenges. The specific objectives of the study are as follows:
1. to identify the key causes of job dissatisfaction among secretaries
2. to examine the impact of job dissatisfaction on organizational performance
3. to investigate the emotional and psychological effects of job dissatisfaction on secretaries
4. to evaluate the effectiveness of current remedies for job dissatisfaction among secretaries
5. to propose effective remedies to improve job satisfaction and organizational outcomes

1.4 Research Questions
 This study aims to explore the causes and remedies of job dissatisfaction among secretaries in organizations. These research questions will guide the study in uncovering the causes and remedies of job dissatisfaction among secretaries in organization and will provide a foundation for proposing practical solutions to improve job satisfaction and organizational outcomes, specifically the following research questions will guide the investigation:
1. What are the main causes of job dissatisfaction among secretaries in organizations?
2. What is the extent of job dissatisfaction among secretaries and its impact on organizational job performance?

3. What emotional and psychological effects does job dissatisfaction have on secretaries?

4. What strategies and remedies are currently being used to address job dissatisfaction among secretaries?
5. To what extent is effective remedies improving job dissatisfaction and organizational outcomes

1.5 Significance of the Study
The study on the causes and remedies of job dissatisfaction among secretaries holds significant value for both secretaries and organizational practice. As secretaries are key players in maintaining the organizational workflow, their job satisfaction is directly linked to overall organizational productivity, employee’s retention, and workplace morale. Therefore, understanding the root causes of job dissatisfaction among secretaries and proposing effective solutions is critical for enhancing not only their job satisfaction but also the broader organizational environment.
Organizations: organization’s will be able to benefit from the study by way of Improved Organizational Productivity and Efficiency through.
 Job dissatisfaction among secretaries can significantly impair their motivation, engagement, and performance, leading to decreased productivity and organizational inefficiencies (Parker et al., 2001). By identifying the causes of dissatisfaction and implementing remedies, organizations can create a more supportive and motivating environment that boosts the performance of secretarial staff. This, in turn, will result in improved organizational outcomes, including better workflow management, higher-quality work, and increased operational efficiency.
Secretaries: secretaries will benefit from the study through Improved Psychological and Emotional Well-being of Secretaries that led to Job dissatisfaction that are linked to various negative emotional and psychological outcomes, including stress, burnout, and depression (Grandey, 2000; Jex, 2002). Secretaries, often in emotionally demanding roles, face significant challenges that can affect their mental and emotional well-being. By identifying the emotional and psychological impacts of dissatisfaction and proposing remedies, this study can help organizations implement strategies that reduce stress, promote emotional health, and prevent burnout. This will enhance secretaries’ overall quality of life and contribute to a healthier work environment. That is; by focusing on this often-overlooked group, this study will contribute valuable insights to the academic literature on job satisfaction, work design, and secretaries’ motivation (Herzberg, 1959). The findings will expand the knowledge base on how specific work conditions, role perceptions, and organizational factors impact secretarial staff and will help fill gaps in the literature.
1.6 Delimitation of the Study
This study on the causes and remedies of job dissatisfaction among secretaries is delimited by several factors that shape the scope and focus of the research. First, the study is limited to secretaries working in corporate organizations and government sectors, excluding those employed in non-profit organizations, or small businesses. This focus allows for a more specific understanding of the work environment and conditions unique to corporate settings, where administrative roles are often highly structured and formalized. The researcher adopted case study approach to select two organizations as a case study through which data are collected. 
Additionally, the research will be confined to organizations located in Ilorin areas, where the corporate culture and workplace dynamics might differ from those in rural or remote settings. This delimitation ensures that the findings are relevant to the specific organizational environments typical of larger, more formal companies.
1.7 Limitation of the Study
While this study aims to provide valuable insights into the causes and remedies of job dissatisfaction among secretaries, several limitations must be acknowledged. One limitation among others is inadequate support from the respondents to give necessary information and their reluctance to fill the instrument on the subject matter for fear of being sanctioned by their employers, particularly in professional settings.  Also, there was few literatures on the topic.
The study is also limited as it focused exclusively on secretaries working in urban-based corporate organizations. As a result, the findings may not be generalizable to secretaries in non-urban or rural settings, where organizational structures and workplace dynamics could differ. Similarly, the study excludes secretaries in non-corporate sectors, which could present distinct challenges and experiences not addressed here.


CHAPTER TWO
LITERATURE REVIEW
This literature review explores the main causes of job dissatisfaction among secretaries, including low pay, lack of recognition, heavy workload, poor work-life balance, and emotional labor. It also examines the influence of leadership and workplace culture. By highlighting key studies, the review identifies both challenges and potential solutions to help organizations enhance secretaries' job satisfaction. The review would be conducted as follows:
2.1 Introduction to Job Dissatisfaction						
2.2 The Role of Secretaries in an Organization					
2.3 Causes of Job Dissatisfaction Among Secretaries				
2.4 Emotional Labor and Job Dissatisfaction						
2.5 Organizational Factors Contributing to Job Dissatisfaction
2.1 Introduction to Job Dissatisfaction 
Job dissatisfaction is a critical issue in organizational psychology and human resource management. It affects employee’s motivation, job performance, and overall organizational effectiveness. Understanding job dissatisfaction is crucial because it can lead to decreased productivity, increased absenteeism, high turnover, and negative impacts on organizational culture (Spector, 1997). This section introduces the concept of job dissatisfaction and its relevance to secretarial positions, highlighting the factors that contribute to dissatisfaction in work environments.
Job dissatisfaction can be defined as the negative emotional state arising from one’s job, often influenced by factors like role ambiguity, unmet expectations, or lack of autonomy (Herzberg, 1959). It is essential to understand these elements as they affect the efficiency of secretaries, who are integral to maintaining smooth office operations.
Job dissatisfaction is a psychological and emotional response to one’s work environment and conditions. It refers to the negative feelings, attitudes, and perceptions that arise when an employee’s perceives that their job fails to meet their expectations, needs, or values. Job dissatisfaction is often characterized by feelings of frustration, stress, disengagement, and low morale, which can significantly influence an employee's motivation, performance, and well-being. In the context of secretarial positions, job dissatisfaction can have serious consequences for the smooth functioning of an organization. Secretaries play a key role in ensuring that operations run smoothly, and their ability to perform effectively hinges on their job satisfaction and engagement.
The importance of understanding job dissatisfaction lies in its far-reaching implications for both individual employees and the organization as a whole. Job dissatisfaction is associated with various negative outcomes, including decreased productivity, higher absenteeism, greater turnover rates, and lower organizational commitment (Spector, 1997). As secretaries often hold pivotal administrative roles, their dissatisfaction can lead to operational disruptions, reduced morale among colleagues, and overall inefficiency in the office environment.
Several factors contribute to job dissatisfaction, many of which are particularly relevant to secretarial roles. These include:
Role ambiguity refers to a lack of clarity about job responsibilities, expectations, or boundaries. Secretaries, especially in larger organizations, may face situations where they are uncertain about their specific duties or how to prioritize conflicting tasks. This confusion can create frustration and anxiety, leading to dissatisfaction. According to Rizzo, House, and Lirtzman (1970), role ambiguity is a key predictor of job dissatisfaction, as it undermines an employee’s sense of control and effectiveness. Secretaries may find themselves juggling multiple tasks without clear guidance on how to allocate their time or when to ask for help, which leads to stress and dissatisfaction.
Employees may experience job dissatisfaction when their expectations about the job do not align with the reality of the role. For secretaries, unmet expectations could stem from various factors, such as a mismatch between anticipated job responsibilities and actual tasks, unclear career advancement opportunities, or a lack of professional recognition. As Herzberg (1959) pointed out that, dissatisfaction arises when employees perceive that their job fails to fulfill their personal or professional needs. When secretaries feel that their contributions go unnoticed or their work environment is not conducive to growth, it can lead to decreased motivation and morale.
Autonomy in the workplace refers to the level of control and discretion an employee has over their tasks, decisions, and work schedule. Secretaries who face micromanagement or who have little control over their daily responsibilities are more likely to experience dissatisfaction. As noted by Hackman and Oldham (1976), employees who are granted autonomy are more likely to feel a sense of ownership over their work and, consequently, experience higher job satisfaction. Lack of autonomy can stifle creativity and reduce an employee’s engagement with their role. For secretaries, having limited decision-making authority or not being involved in strategic discussions may lead to feelings of underappreciation and dissatisfaction.
Understanding the elements that contribute to job dissatisfaction is essential for maintaining a productive and effective workforce, particularly for roles that are integral to organizational functioning, such as secretarial positions. Secretaries are often responsible for managing office logistics, coordinating meetings, and maintaining communication, and these tasks require both organizational skills and mental focus. Job dissatisfaction in this context can have a direct impact on their performance, the quality of their work, and the efficiency of the office environment.
Job dissatisfaction in secretarial roles can severely undermine organizational performance. As individuals responsible for managing multiple tasks, secretaries need to be highly organized and motivated to fulfill their duties effectively. A dissatisfied secretary may become disengaged, which can affect their ability to prioritize tasks, meet deadlines, or maintain effective communication with team members. Moreover, dissatisfaction can lead to errors, omissions, or delays in work processes, creating a ripple effect that can affect other departments or teams in the organization.
One of the most significant consequences of job dissatisfaction is higher turnover. Research consistently showed that employees who are dissatisfied with their jobs are more likely to leave the organization in search of better opportunities (Mobley, 1977). Secretaries who experience dissatisfaction may seek positions elsewhere, leading to high turnover rates, increased recruitment costs, and the loss of valuable organizational knowledge. Furthermore, job dissatisfaction is closely linked to absenteeism, as employees who are unhappy with their roles may take more sick days or mental health days in an effort to avoid work.
Job dissatisfaction can have long-term consequences for employee well-being. In a study by Koeske and Koeske (1993), employees who reported high levels of job dissatisfaction also showed higher levels of stress and burnout. This is particularly concerning in secretarial roles, where high expectations and constant demands can lead to emotional exhaustion and decreased job performance. In the absence of proper support, recognition, and opportunities for growth, secretaries may become increasingly disengaged, which further impacts their motivation and overall effectiveness in their roles.
2.2 The Role of Secretaries in an Organization 
Secretaries are crucial to the operation of any organization, as they handle administrative tasks, coordinate communication, manage schedules, and support managers and executives. Despite their importance, secretarial roles often lack recognition and are sometimes undervalued within the organizational hierarchy.
 Secretaries are responsible for a variety of tasks that may include correspondence management, meeting arrangements, customer interactions, document preparation, and logistical support. Their role often involves multitasking and emotional labor (Grandey, 2000), which can contribute to job dissatisfaction when the workload is excessive or poorly managed.
Secretaries play a crucial role in supporting the smooth operation of offices by performing a wide array of tasks that ensure organizational efficiency. The key responsibilities and duties of secretaries typically include managing correspondence, coordinating meetings, interacting with customers, preparing documents, and providing logistical support. These responsibilities are essential for the daily functioning of many organizations, and the effectiveness of secretaries directly impacts overall productivity. However, the nature of their work often requires juggling multiple tasks at once, which can result in stress, emotional labor, and potential job dissatisfaction.
One of the primary duties of a secretary is managing both internal and external correspondence. This includes handling emails, letters, and phone calls, ensuring that communication flows smoothly across all levels of the organization. Secretaries must prioritize messages, forward communications to the appropriate department, and respond on behalf of their supervisors when necessary. This task can be demanding, particularly in fast-paced environments, and may result in job dissatisfaction when the volume of correspondence is high or when there is a lack of organizational support to manage this workload (Kerns, 2011). Inadequate communication tools or inefficient processes for managing messages can further exacerbate stress and dissatisfaction.
Secretaries are often responsible for organizing meetings, including scheduling, preparing agendas, sending out invitations, and arranging necessary materials or equipment. These tasks require attention to detail and the ability to manage complex schedules, often with tight deadlines. For secretaries, the responsibility of coordinating high-level meetings or large-scale events can become overwhelming, especially when multiple conflicting appointments or unexpected changes occur. The pressure to keep everything running smoothly and the stress of meeting deadlines can contribute to dissatisfaction when the workload becomes excessive or poorly organized (Hochschild & Machung, 2012).
Secretaries frequently interact with clients, customers, and other stakeholders, often serving as the first point of contact for an organization. They may manage reception duties, answer questions, provide information, and ensure that customers' needs are addressed. While these interactions are an important part of the role, they can also be emotionally taxing, especially when dealing with difficult or demanding customers. This aspect of emotional labor, as defined by Grandey (2000), refers to the requirement to manage and regulate emotions in the workplace to maintain a positive and professional demeanor, even in challenging situations. The emotional demands of customer service, combined with high expectations, can lead to emotional exhaustion, which contributes to job dissatisfaction if not properly managed or supported by the organization.
Another essential duty of a secretary is the preparation of various documents, including reports, presentations, contracts, and meeting minutes. This requires high levels of accuracy and attention to detail, as well as proficiency with office software and technology. The pressure to produce high-quality work quickly, along with the responsibility of ensuring that documents are error-free, can create significant stress for secretaries. In cases where secretaries do not have the time or resources to ensure the quality of their work, or when they receive little recognition for their efforts, it can lead to job dissatisfaction. Studies have found that administrative employees, including secretaries, often experience dissatisfaction due to unrealistic expectations for document production and lack of recognition (Spector, 1997).
Secretaries often provide logistical support for daily office operations, including organizing travel arrangements, managing office supplies, and coordinating office maintenance. These tasks may seem mundane but are essential for ensuring smooth and efficient office operations. However, managing these logistical duties can sometimes feel overwhelming, especially when secretaries are given additional responsibilities outside of their core tasks. The cumulative workload, along with the expectation of handling everything independently, can result in burnout and job dissatisfaction if employees feel they are not adequately supported or if their workload exceeds reasonable expectations (Maslach & Jackson, 1981).
A key feature of secretarial work is the need for multitasking. Secretaries are often required to juggle multiple responsibilities at once, managing competing priorities and time-sensitive tasks. While multitasking can be a valuable skill, it can also lead to cognitive overload and stress, especially when the workload is heavy or when tasks require significant focus and precision. Secretaries may also be expected to switch between different types of work, from administrative tasks to interpersonal interactions, creating challenges in terms of task management and emotional regulation (Grandey, 2000). This constant switching between tasks can lead to dissatisfaction if secretaries feel they do not have enough time to devote to any one responsibility or if their role lacks clear boundaries.
Emotional labor is another crucial aspect of secretarial work. Secretaries are frequently required to maintain a calm and professional demeanor, even in the face of challenging or stressful situations. This emotional regulation can take a toll on an individual’s well-being, especially when emotional demands are high and resources for coping are insufficient. Grandey (2000) noted that emotional labor can lead to burnout and job dissatisfaction, particularly when employees feel they are expected to suppress or manage emotions without adequate support. For secretaries, the emotional demands of dealing with both internal and external stakeholders, while also managing the operational demands of the role, can result in job dissatisfaction if emotional exhaustion occurs.
2.3 Causes of Job Dissatisfaction Among Secretaries
 The causes of job dissatisfaction among secretaries are multifaceted, ranging from inadequate compensation to poor work-life balance and lack of recognition. Understanding these causes is crucial for developing effective interventions.
Salary and compensation are fundamental elements of job satisfaction, as they directly influence an employee’s sense of value and appreciation within an organization. For secretaries, the issue of low wages and inadequate benefits can significantly impact their overall job satisfaction. When secretaries perceive that their compensation does not reflect the skills, responsibilities, and effort required for their role, they are more likely to feel undervalued and dissatisfied with their jobs. This perception can lead to emotional distress, disengagement, and higher turnover rates, which can ultimately harm the organization’s efficiency and productivity.
One of the most significant factors contributing to job dissatisfaction among secretaries is the issue of low wages. In many organizations, secretarial roles are often compensated at lower levels compared to other positions, despite the substantial responsibility and complexity of the work involved. Secretaries are typically tasked with a variety of duties, including managing communications, scheduling appointments, preparing documents, and coordinating meetings, all of which require a diverse skill set and the ability to multitask. When secretaries are paid less than other employees with similar levels of responsibility or skill, it can create feelings of inequity and frustration. According to Greenhaus et al. (2003), salary plays a critical role in shaping employees' attitudes toward their jobs, and inadequate compensation is one of the primary sources of job dissatisfaction.
In some cases, the discrepancy between the effort required for the role and the compensation provided can lead to a sense of exploitation. Secretaries may feel that they are putting in significant effort to support the smooth running of the organization, but are not being adequately rewarded for their contributions. This can lead to feelings of resentment, burnout, and disengagement, which can ultimately affect the quality of work produced and the overall work environment (Kerns, 2011). Over time, this dissatisfaction can manifest in lower levels of motivation, poor job performance, and a lack of commitment to the organization (Spector, 1997).
In addition to low wages, inadequate benefits can further exacerbate job dissatisfaction among secretaries. Benefits such as health insurance, retirement plans, paid time off, and bonuses are important factors that influence employees' overall job satisfaction and sense of security. When these benefits are limited or unavailable, secretaries may feel unsupported and undervalued, particularly when compared to employees in other roles who may receive more comprehensive benefits packages.
The lack of sufficient benefits can also contribute to stress and anxiety, particularly in terms of financial security. Secretaries may worry about their ability to access quality healthcare, save for retirement, or take time off when needed. This uncertainty can increase job dissatisfaction and decrease their overall sense of well-being. Research by Spector (1997) found that employees who feel that they are not receiving adequate benefits are more likely to experience job dissatisfaction, which can lead to higher absenteeism and turnover rates.
The issue of low wages and inadequate benefits is further complicated by the perception of inequity between secretaries and other employees within the organization. In many cases, secretaries may observe that employees in more senior or technical roles, such as managers or specialists, receive higher wages and better benefits despite having similar levels of responsibility in terms of their contribution to the organization. This can create a sense of inequality and unfairness, which can significantly impact job satisfaction.
According to Adams’ Equity Theory (1965), employees evaluate their compensation by comparing it to the inputs and outcomes of others. If they perceive that their compensation is lower than that of their peers who contribute similarly, they may feel that the organization is not treating them fairly. This perception of inequity can result in frustration, decreased motivation, and, ultimately, job dissatisfaction. Secretaries may feel that their work is undervalued, leading them to seek employment elsewhere in organizations that offer more competitive compensation and benefits packages.
The issue of low wages and inadequate benefits has significant implications not only for the job satisfaction of secretaries but also for the overall performance and success of the organization. When employees feel that they are not compensated fairly, it can lead to disengagement, lower morale, and higher turnover rates. This can create additional costs for the organization, as it may need to invest in recruiting and training new employees to replace those who leave due to dissatisfaction with compensation (Greenhaus et al., 2003). High turnover also disrupts the continuity of operations and can negatively impact the overall organizational culture, leading to a less productive and less cohesive work environment.
Moreover, when secretaries feel that their compensation is inadequate, it can also affect their sense of commitment to the organization. Employees who are satisfied with their pay and benefits are more likely to exhibit higher levels of commitment, which in turn can improve job performance, customer service, and organizational loyalty. On the other hand, dissatisfaction with compensation can lead to disengagement, where employees only perform the minimum required tasks and do not go above and beyond to contribute to the organization’s success (Kerns, 2011).
Secretaries often carry out a wide range of tasks that are essential for the smooth functioning of organizations, such as managing communications, organizing schedules, coordinating meetings, and providing administrative support to senior leaders. However, despite the critical nature of their roles, secretaries are often not sufficiently recognized or appreciated for their contributions. This lack of recognition can lead to feelings of undervaluation, which significantly impacts their job satisfaction. Herzberg's (1959) Two-Factor Theory, which distinguishes between motivators and hygiene factors, can be used to understand how the absence of recognition contributes to job dissatisfaction among secretaries.
Recognition, whether through verbal acknowledgment, rewards, or opportunities for career advancement, is a key motivator that fosters job satisfaction. When secretaries feel that their efforts are not acknowledged or appreciated, it can diminish their sense of accomplishment and self-worth. Herzberg (1959) identified recognition as a motivator—one of the factors that promote job satisfaction and contribute to a sense of achievement and fulfillment. The absence of recognition, on the other hand, can lead to dissatisfaction, as employees may feel their hard work and contributions are not being valued by the organization or their colleagues.
The impact of a lack of recognition is particularly significant for secretaries because their roles often involve supporting others rather than taking the spotlight. Secretaries may play a behind-the-scenes role in ensuring the smooth operation of offices, but this can make their contributions less visible and less likely to be acknowledged. Research indicated that when employees feel that their contributions are ignored or taken for granted, it can lead to disengagement, diminished motivation, and lower job satisfaction (Robinson & Judge, 2007). In fact, the lack of recognition may cause secretaries to feel like mere cogs in the machine, rather than valued members of the team.
The emotional impact of a lack of recognition can be profound, affecting not just job satisfaction, but also overall well-being. When secretaries feel undervalued, it can lead to feelings of frustration, resentment, and a diminished sense of pride in their work. This can result in a decline in emotional and psychological well-being, which may manifest in stress, burnout, and even absenteeism. According to Maslach and Jackson (1981), when employees experience prolonged emotional exhaustion due to lack of recognition, it can lead to burnout, which negatively impacts both the individual and the organization.
The absence of appreciation can also create a sense of isolation. Secretaries often work closely with a range of individuals, including managers, executives, and other administrative staff, but may not always receive acknowledgment for their contributions. This lack of social recognition can lead to a feeling of being excluded or overlooked. Social recognition is vital for maintaining motivation, and when secretaries do not receive it, they may experience feelings of disconnection from their colleagues and the organization as a whole (Spector, 1997). This sense of isolation can further contribute to job dissatisfaction and may increase turnover rates, as secretaries seek a work environment where their efforts are better appreciated.
The lack of recognition for secretaries' contributions does not only affect their personal job satisfaction but can also have negative consequences for the organization. When employees do not feel appreciated, their engagement with the work declines, which can affect their performance, productivity, and overall morale. Secretaries who feel underappreciated may become less committed to their roles, leading to reduced effort in carrying out their responsibilities. This disengagement can also impact the quality of the administrative work they produce, which in turn can affect the efficiency and success of the entire organization.
Moreover, the failure to recognize the contributions of secretaries can lead to higher turnover rates. When employees feel undervalued and unappreciated, they are more likely to seek employment elsewhere, where their contributions may be better recognized and rewarded. High turnover can lead to significant organizational costs in terms of recruitment and training new staff, as well as the potential loss of experienced, skilled employees (Spector, 1997). Organizations that fail to acknowledge the importance of secretarial roles may face a reduction in their operational effectiveness and face difficulties in maintaining a stable, motivated workforce.
In contrast, providing recognition for secretaries' efforts can significantly enhance their job satisfaction and motivation. Recognition serves as an important signal that the organization values its employees, which contributes to a positive work environment. Acknowledging the hard work of secretaries, whether through formal awards, informal praise, or opportunities for career advancement, can lead to a greater sense of fulfillment and encourage employees to continue contributing to the organization's success (Herzberg, 1959). Recognized employees are more likely to take pride in their work, maintain high performance levels, and exhibit greater organizational commitment (Deci & Ryan, 2000).
In addition to formal recognition, fostering a culture of appreciation within the organization can contribute to an atmosphere of mutual respect. For instance, managers can take the time to personally thank secretaries for their efforts or celebrate their achievements during meetings or team events. Simple gestures of appreciation can go a long way in boosting morale and job satisfaction. Studies have shown that employees who feel their work is valued are more likely to feel satisfied with their jobs and remain committed to their organization (Robinson & Judge, 2007).
Excessive workload and work-related stress are significant contributors to job dissatisfaction, particularly for secretaries who are often tasked with managing multiple responsibilities simultaneously. High workload demands, along with the pressure to perform under tight deadlines, can lead to stress, burnout, and decreased job satisfaction. Secretaries are expected to handle diverse tasks such as managing schedules, organizing meetings, answering phone calls, and dealing with administrative tasks, all of which require strong organizational skills and the ability to multitask effectively. When the workload becomes excessive, it can strain employees physically and emotionally, affecting both their well-being and performance.
Research has shown that high workload and work pressure are major stressors that can lead to job dissatisfaction across various occupational settings. Jex (2002) highlights that excessive workload is one of the most common sources of stress, leading to adverse outcomes like anxiety, fatigue, and burnout. For secretaries, the constant juggling of tasks without sufficient support or resources often exacerbates feelings of overwhelm, leading to lower job satisfaction. When secretaries are overburdened with tasks, they may struggle to meet deadlines or maintain the quality of their work, further contributing to dissatisfaction.
A key aspect of workload-related stress for secretaries is the need to balance competing demands. Secretaries are often expected to be highly efficient and organized while simultaneously dealing with interruptions, unexpected requests, and last-minute changes. This constant switching between tasks, or "task switching," is not only mentally exhausting but also reduces efficiency over time (Sanbonmatsu et al., 2009). For instance, a secretary may be in the middle of scheduling a meeting, only to be interrupted with an urgent phone call or a request to draft an important document. These interruptions can disrupt workflow and increase stress levels, making the role feel unmanageable.
Moreover, the lack of adequate support in high-pressure situations can exacerbate the negative effects of a heavy workload. Secretaries often face pressure from multiple sources within the organization, including senior management, colleagues, and clients. When they do not have sufficient support from colleagues or managers, it can lead to feelings of isolation and frustration. The absence of resources, such as administrative help or modern technological tools, can further increase the stress of managing multiple tasks effectively. As a result, secretaries may experience burnout, a condition characterized by emotional exhaustion, reduced performance, and a diminished sense of accomplishment (Maslach & Leiter, 2008).
Increased workload can also negatively affect work-life balance, which is crucial for maintaining job satisfaction and well-being. Secretaries who work long hours or are frequently required to bring work home may experience difficulties in balancing their personal and professional lives. Work-life imbalance has been linked to job dissatisfaction, reduced job commitment, and poor mental health outcomes (Greenhaus & Allen, 2011). For secretaries, the inability to switch off from work can lead to emotional exhaustion and a reduced sense of fulfillment in their role.
The effects of excessive workload are not limited to immediate emotional responses; over time, chronic stress and burnout can result in long-term health problems. Stress has been linked to physical ailments such as headaches, cardiovascular issues, and weakened immune systems (Kabat-Zinn, 2003). For secretaries, these physical and emotional health challenges can further contribute to feelings of dissatisfaction and disengagement from their roles, as well as increased absenteeism.
One of the primary ways to address excessive workload and work pressure is through organizational intervention. Providing secretaries with sufficient resources, including additional administrative support, can reduce stress and improve job satisfaction. Moreover, clear communication of expectations and responsibilities can help prevent role ambiguity, a common source of stress. According to Spector (1997), role ambiguity—uncertainty about job expectations—can heighten stress levels and lead to dissatisfaction. Therefore, ensuring that secretaries have a clear understanding of their duties and the scope of their responsibilities can help alleviate some of the pressure they experience.
Another critical aspect is the introduction of time management strategies and tools. Equipping secretaries with effective time management techniques and modern technology—such as scheduling software or collaborative tools—can help streamline tasks, reduce the complexity of work, and alleviate stress. Additionally, organizations should promote a healthy work-life balance by offering flexible work schedules or encouraging employees to take regular breaks. Encouraging secretaries to disconnect from work when necessary can help mitigate the effects of burnout and promote long-term well-being.
Poor career development opportunities are a significant factor contributing to job dissatisfaction among secretaries. Secretarial roles are often perceived as low-skill or low-status positions, which can result in limited opportunities for professional growth and career advancement. This perception of stagnation can lead to feelings of frustration, low motivation, and disengagement. Secretaries who feel that there is no clear path for career progression within the organization are more likely to experience job dissatisfaction, as their work lacks the sense of personal development and fulfillment that comes with advancing one's career.
Research by Parker et al. (2001) highlights the importance of career development in job satisfaction, noting that employees who see a lack of opportunities for growth are more likely to experience frustration and a lack of motivation. This is particularly true for secretaries, whose roles are often viewed as supporting or administrative in nature rather than as positions that offer opportunities for leadership or specialized expertise. When secretaries feel that their skills and potential are not being fully utilized or developed, they may question the value of their work, leading to diminished job satisfaction and a greater likelihood of turnover.
One of the key issues contributing to the perception of stagnation in secretarial roles is the limited availability of opportunities for advancement within organizations. Many secretaries may start in entry-level positions and may not see a clear pathway for promotion to higher roles. While there may be potential to move into higher administrative positions, such as office managers or executive assistants, these roles are often limited and highly competitive. The lack of transparent career progression can lead to frustration, as secretaries feel trapped in roles with little chance of upward mobility. This frustration can result in a decline in motivation and performance, as employees may disengage from their work if they do not see a clear return on their effort (Eisenberger et al., 2001).
Additionally, secretarial roles are often defined by routine administrative tasks, such as scheduling, correspondence management, and document preparation, which may not provide opportunities for developing new skills or gaining valuable experience in other areas of the organization. This lack of variety in job responsibilities can contribute to feelings of stagnation, especially if the work becomes repetitive and monotonous. Without opportunities for skill enhancement, professional development, or the chance to take on more challenging tasks, secretaries may feel that their career trajectory has plateaued, which can negatively affect their job satisfaction (Greenhaus et al., 2003).
The lack of career development opportunities can also result in feelings of being undervalued. Secretaries, who often play a crucial role in supporting other staff members and maintaining smooth operations, may feel that their contributions are not being recognized in terms of professional growth or advancement. This lack of recognition can undermine their sense of worth within the organization, leading to disengagement and dissatisfaction. Herzberg's (1959) Two-Factor Theory emphasizes the importance of recognition as a motivator, and the absence of career advancement opportunities may exacerbate feelings of underappreciation, further contributing to dissatisfaction.
2.4 Emotional Labor and Job Dissatisfaction 
Emotional labor refers to the process of managing and regulating one's emotions to meet the expectations of a job, particularly in customer-facing or service roles. Secretaries, who frequently interact with clients, executives, and other employees, often engage in emotional labor as part of their day-to-day responsibilities. They are expected to maintain a positive, calm, and professional demeanor, regardless of their internal emotional state. This can include managing stressful situations, dealing with demanding personalities, or offering assistance in high-pressure environments. The emotional toll of these interactions, especially when coupled with high job expectations, can lead to emotional exhaustion, burnout, and job dissatisfaction (Grandey, 2000).
Grandey (2000) explains that emotional labor involves two key components: surface acting and deep acting. Surface acting occurs when employee’s fake emotions that do not align with their true feelings to meet job requirements, while deep acting involves genuinely trying to feel the emotions expected of them. For secretaries, this emotional regulation can be particularly taxing. They may have to suppress frustration, anxiety, or fatigue to present a positive image, which can create internal conflict and strain. Over time, these emotional demands can lead to feelings of emotional exhaustion, which is a core element of burnout (Maslach & Jackson, 1981).
In addition to the personal emotional toll, the constant requirement to manage emotions can negatively impact job satisfaction. Secretaries who engage in high levels of emotional labor without sufficient support or recognition may feel undervalued or underappreciated, contributing to dissatisfaction (Spector, 1997). Without outlets for emotional expression or support systems in place, secretaries can become disengaged and develop a sense of cynicism toward their work, further diminishing job satisfaction.
Moreover, emotional labor can contribute to decreased productivity and performance. Research by Hochschild (1983) highlighted that the emotional demands of a job, if not managed effectively, can lead to a reduction in cognitive resources, making it more difficult for employees to perform tasks efficiently. In secretarial roles, where multitasking and attention to detail are critical, the emotional toll of managing interactions can detract from the ability to focus on core administrative duties, reducing overall effectiveness.
To address these challenges, organizations should provide secretaries with the necessary tools and support to manage emotional labor effectively. This includes offering training on emotional intelligence, stress management techniques, and creating a supportive work environment where emotional well-being is prioritized. Additionally, ensuring that secretaries have adequate breaks, flexible work arrangements, and recognition for their emotional efforts can help mitigate the negative effects of emotional labor on job satisfaction and overall well-being.
Burnout is a significant issue for employees in emotionally demanding roles, including secretaries who frequently engage in emotional labor. Emotional labor, as discussed earlier, requires employees to manage and regulate their emotions to meet the expectations of their job. When emotional labor is prolonged and not properly managed, it can result in burnout, a state characterized by emotional exhaustion, depersonalization, and a reduced sense of personal accomplishment (Maslach & Jackson, 1981).
Emotional exhaustion is the central component of burnout, and it refers to the feeling of being emotionally drained due to the continuous demand for emotional regulation. Secretaries, who often juggle various tasks and are required to maintain a professional and calm demeanor despite facing difficult situations, can quickly become emotionally depleted. The constant need to suppress negative emotions and "put on a mask" to appear competent and supportive can lead to significant fatigue (Grandey, 2000). This exhaustion can result in difficulty in focusing on tasks, increased irritability, and an overall sense of being overwhelmed by the demands of the job.
Depersonalization is the second component of burnout and involves the development of a negative, detached attitude toward the people involved in the job, including clients, colleagues, and supervisors. For secretaries, this can manifest as emotional distance or cynicism when dealing with others. When secretaries experience constant emotional strain, they may start to feel detached from their work and the people they interact with, viewing them as sources of stress rather than individuals who are valued or supported. This depersonalization can lead to reduced empathy and negatively impact the quality of interactions with clients or colleagues, which in turn affects job performance and job satisfaction (Maslach & Jackson, 1981).
The third dimension of burnout is a reduced sense of personal accomplishment, which refers to feelings of ineffectiveness and a lack of fulfillment in one's work. Secretaries may feel that their efforts are not adequately recognized or valued, particularly when they are tasked with performing routine, repetitive duties that are not seen as contributing to the organization's broader goals. In secretarial roles, the lack of clear career development opportunities or recognition for their work can contribute to feelings of inadequacy and disillusionment. As they continue to work in these conditions without receiving the acknowledgment they deserve, secretaries may begin to feel that their work is pointless, diminishing their sense of achievement and further reinforcing job dissatisfaction (Greenhaus et al., 2003).
The consequences of burnout extend beyond job dissatisfaction and can significantly affect a secretary's overall well-being. Research has shown that burnout is linked to a variety of physical and psychological health problems, including depression, anxiety, sleep disturbances, and cardiovascular issues (Maslach & Leiter, 2008). When secretaries are emotionally exhausted and disengaged from their roles, their physical and mental health can deteriorate, leading to increased absenteeism, lower engagement, and diminished performance.
2.5 Organizational Factors Contributing to Job Dissatisfaction
 The work environment, organizational culture, and leadership style play a significant role in determining job satisfaction levels among secretaries.
The leadership and management style within an organization significantly impact job satisfaction, especially for employees in roles like secretaries who work closely with senior management. A lack of leadership support or ineffective management practices can lead to increased dissatisfaction, as secretaries often rely on clear direction, positive reinforcement, and a sense of inclusion in decision-making processes.
Secretaries are key players in supporting the organizational structure by managing communications, scheduling, and administrative tasks. However, when they work in environments where leadership is distant, uncommunicative, or unsupportive, their sense of value and job satisfaction can diminish. Research indicated that a lack of support from supervisors or managers can lead to a decrease in employees morale and productivity (Jex, 2002). Secretaries may feel isolated or undervalued, especially if their contributions are not acknowledged or their concerns are ignored. Without proper leadership, secretaries might also face difficulty in navigating complex work environments or handling workplace conflicts, which can add to their job dissatisfaction.
Effective communication between management and employees is essential for maintaining high levels of job satisfaction. When communication is poor, it can lead to misunderstandings, confusion about expectations, and feelings of being left out of important decisions. Secretaries, who often serve as intermediaries between senior management and other staff, are particularly affected by communication breakdowns. When they are not informed about organizational changes or management priorities, they may feel disconnected from the leadership and unsure of their role within the company. As a result, this lack of clarity can contribute to frustration, stress, and ultimately, dissatisfaction with the job (Spector, 1997).
Trust between employees and management is foundational to job satisfaction and organizational effectiveness. If secretaries feel that their leaders do not trust their abilities or fail to provide adequate feedback on their performance, it can result in feelings of insecurity and a reduced sense of accomplishment. Lack of feedback, in particular, can be disheartening for secretaries, as they may not know how their work is perceived or whether they are meeting expectations. Feedback is essential not only for professional growth but also for motivation. Without regular, constructive feedback, secretaries may feel that their work is undervalued or that their potential for advancement is limited (Greenhaus et al., 2003).
When leadership is proactive, supportive, and fosters a positive working environment, secretaries are more likely to feel engaged, motivated, and satisfied with their roles. Positive leadership involves providing clear direction, offering regular feedback, and showing appreciation for employees' efforts. Leadership styles that emphasize collaboration, trust, and respect are particularly beneficial in enhancing job satisfaction (Northouse, 2016). Conversely, ineffective leadership characterized by micromanagement, neglect, or a lack of engagement can lead to demotivation and increased dissatisfaction among secretaries.






CHAPTER THREE
METHODOLOGY

This chapter outlined the research methodology employed in the study of the causes and remedies of job dissatisfaction among secretaries in an organization. The chapter discussed the underlisted sub titles:
3.1 instrument used
3.2 population
3.3sample 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 main instrument used for data collection in this study was a structured questionnaire, designed by the researcher to gather data on the causes and remedies of job dissatisfaction among secretaries in an organization. The questionnaire consisted of four Likert rating scale of strongly agree 1, agree 2, disagree 3, and strongly disagree 4, respectively. A series of Likert-scale questions will enable the researcher to assess various factors contributing to job dissatisfaction (e.g., salary, recognition, workload, career development, work-life balance) and potential remedies (e.g., improved compensation, career growth opportunities, management support). The structured questionnaire was designed to quantify the responses of the participants and provide clear insights into the factors contributing to job dissatisfaction among secretaries.
3.2 Population of the Study
The population for this study comprised secretaries employed in corporate organizations in urban areas e.g Ilorin township. The study focused on individuals who hold secretarial positions, as they are the primary respondents whose job dissatisfaction levels are being assessed. The population includes both male and female secretaries, with varying levels of work experience and job tenure. The total population size was estimated to be approximately 97 secretaries working in medium to large-sized organizations.
The selection of corporate organizations ensures a focus on environments where administrative roles, including secretarial positions, are vital to the day-to-day operations. Secretaries in such organizations are often exposed to a variety of work-related stressors and challenges, making them ideal subjects for examining job dissatisfaction.
3.3 Sample and Sampling Techniques
A stratified random sampling technique was employed to select participants from the population. Stratification was based on factors such as the size of the organization, and experience level. The sample was designed to reflect the diversity of the population, ensuring that responses from secretaries in different organizational contexts were represented. From the target population of 97 secretaries, a sample size of 50 secretaries was chosen to participate in the survey. The sample was further divided into strata based on job tenure (less than 2 years, 2–5 years, and more than 5 years of experience), allowing the study to explore whether job dissatisfaction varies with experience. This approach ensures that the study's findings are generalizable across different organizational contexts.
3.4 Distribution and Collection of Data
The data distribution and collection of questionnaires was done personally by the researcher and through administrative assistants in the organizations to the participants.  through paper formats, included with the instrument was a cover letter explaining the purpose of the study and instructions for completing the survey. 
To ensure a high response rate, follow-up calls were made through administrative assistants in the organizations to encourage participation. The data collection period lasted for 2 weeks, during which a total of 50 completed questionnaires were returned.
3.5 Reliability
Reliability refers to the consistency of the instrument used for data collection. To ensure the reliability of the questionnaire, a pilot study was conducted with a small group of 10 secretaries who were not part of the main sample. The feedback from this pilot study helped to refined the wording of certain questions and eliminate many ambiguities and improved the quality of the questionnaire.
To assess the internal consistency of the survey items, the Cronbach's alpha coefficient was calculated for the questionnaire. A value of 0.80 or above was considered acceptable, indicated that the items in the questionnaire were reliable in measuring job dissatisfaction and remedies. The Cronbach's alpha for the questionnaire was found to be 0.85, which indicated a high level of internal consistency.


3.6 Validity
Validity refers to the degree to which an instrument measures what it is intended to measure. To ensure the validity of the questionnaire, experts in the fields of organizational behavior and human resource management was consulted. These experts reviewed the questionnaire to ensure that it accurately captured the relevant factors related to job dissatisfaction among secretaries.
3.7 Method of Data Analysis
The data collected through the questionnaires were analyzed using Descriptive statistics to summarize the responses of the respondents and provide an overview of the causes of job dissatisfaction among secretaries. Measures such as frequencies, and percentages, were used to analyze the survey data.

CHAPTER FOUR
DATA ANALYSIS
4.1 Introduction
This chapter presents survey results on the causes and remedies of job dissatisfaction among secretaries. Data are shown in tables with frequency and percentage distributions, covering factors like job autonomy, leadership support, recognition, and training. The findings highlight key causes of dissatisfaction and suggest possible solutions to improve job satisfaction.
4.2 Results
Table 4.1: Job Dissatisfaction is Caused by Insufficient Recognition
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	10
	20

	Agree
	15
	30

	Disagree
	12
	24

	Strongly Disagree
	13
	26

	Total
	50
	100


Source: Researcher’s fieldwork 2025

Table 4.1 showed that 10 (20%) respondents strongly agreed and 15 (30%) respondents agreed that insufficient recognition leads to job dissatisfaction, while 12 (24%) respondents disagreed, and 13 (26%) respondents strongly disagreed with the statement.
Table 4.2: Low Salary Contribute to Job Dissatisfaction
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	18
	36

	Agree
	12
	24

	Disagree
	8
	16

	Strongly Disagree
	12
	24

	Total
	50
	100


Source: Researcher’s fieldwork 2025

Table 4.2 showed that 18 (36%) respondents strongly agreed and 12 (24%) respondents agreed that low salary contributes to job dissatisfaction, while 8 (16%) respondents disagreed, and 12 (24%) respondents strongly disagreed with the statement respectively.



Table 4.3: Job Dissatisfaction is Caused by Unmanageable Workload
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	12
	24

	Agree
	14
	28

	Disagree
	13
	26

	Strongly Disagree
	11
	22

	Total
	50
	100


Source: Researcher’s fieldwork 2025

Table 4.3 showed that 12 (24%) respondents strongly agreed and 14 (28%) respondents agreed that an unmanageable workload causes job dissatisfaction, while 13 (26%) respondents disagreed, and 11 (22%) respondents strongly disagreed with the statement.



Table 4.4: Lack of Career Advancement Contribute to Job Dissatisfaction
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	14
	28

	Agree
	16
	32

	Disagree
	10
	20

	Strongly Disagree
	10
	20

	Total
	50
	100


Source: Researcher’s fieldwork 2025
Table 4.4 showed that 14 (28%) respondents strongly agreed and 16 (32%) respondents agreed that lack of career advancement contributes to job dissatisfaction, while 10 (20%) respondents disagreed, and 10 (20%) respondents strongly disagreed with the statement.



Table 4.5: Poor Work-Life Balance Contribute to Job Dissatisfaction
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	13
	26

	Agree
	12
	24

	Disagree
	15
	30

	Strongly Disagree
	10
	20

	Total
	50
	100


Source: Researcher’s fieldwork 2025

Table 4.5 showed that 13 (26%) respondents strongly agreed and 12 (24%) respondents agreed that poor work-life balance contributes to job dissatisfaction, while 15 (30%) respondents disagreed, and 10 (20%) respondents strongly disagreed with the statement.



Table 4.6: Emotional Labor Contribute to Job Dissatisfaction
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	15
	30

	Agree
	20
	40

	Disagree
	10
	20

	Strongly Disagree
	5
	10

	Total
	50
	100


Source: Researcher’s fieldwork 2025

Table 4.6 showed that 15 (30%) respondents strongly agreed and 20 (40%) respondents agreed that emotional labor contributes to job dissatisfaction, while 10 (20%) respondents disagreed, and 5 (10%) respondents strongly disagreed with the statement.



Table 4.7: Workload Affect Job Satisfaction
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	17
	34

	Agree
	18
	36

	Disagree
	10
	20

	Strongly Disagree
	5
	10

	Total
	50
	100


Source: Researcher’s fieldwork 2025

Table 4.7 showed that 17 (34%) respondents strongly agreed and 18 (36%) respondents agreed that workload affects job satisfaction, while 10 (20%) respondents disagreed, and 5 (10%) respondents strongly disagreed with the statement.



Table 4.8: Salary is an Important Factor in Improving Job Satisfaction
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	20
	40

	Agree
	18
	36

	Disagree
	7
	14

	Strongly Disagree
	5
	10

	Total
	50
	100


Source: Researcher’s fieldwork 2025

Table 4.8 showed that 20 (40%) respondents strongly agreed and 18 (36%) respondents agreed that salary is an important factor in improving job satisfaction, while 7 (14%) respondents disagreed, and 5 (10%) respondents strongly disagreed with the statement.



Table 4.9: Management Support is a Remedy for Job Dissatisfaction
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	18
	36

	Agree
	15
	30

	Disagree
	12
	24

	Strongly Disagree
	5
	10

	Total
	50
	100


Source: Researcher’s fieldwork 2025

Table 4.9 showed that 18 (36%) respondents strongly agreed and 15 (30%) respondents agreed that management support is a remedy for job dissatisfaction, while 12 (24%) respondents disagreed, and 5 (10%) respondents strongly disagreed with the statement.



Table 4.10: Career Growth Opportunity Affect Job Satisfaction
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	16
	32

	Agree
	18
	36

	Disagree
	12
	24

	Strongly Disagree
	4
	8

	Total
	50
	100


Source: Researcher’s fieldwork 2025

Table 4.10 showed that 16 (32%) respondents strongly agreed and 18 (36%) respondents agreed that career growth opportunities affect job satisfaction, while 12 (24%) respondents disagreed, and 4 (8%) respondents strongly disagreed with the statement.



Table 4.11: Organizational Culture Influence Job Satisfaction
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	14
	28

	Agree
	20
	40

	Disagree
	12
	24

	Strongly Disagree
	4
	8

	Total
	50
	100


Source: Researcher’s fieldwork 2025

Table 4.11 showed that 14 (28%) respondents strongly agreed and 20 (40%) respondents agreed that organizational culture influences job satisfaction, while 12 (24%) respondents disagreed, and 4 (8%) respondents strongly disagreed with the statement.



Table 4.12: Recognition Programs are Effective in Enhancing Job Satisfaction
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	15
	30

	Agree
	18
	36

	Disagree
	10
	20

	Strongly Disagree
	7
	14

	Total
	50
	100



Source: Researcher’s fieldwork 2025

Table 4.12 showed that 15 (30%) respondents strongly agreed and 18 (36%) respondents agreed that recognition programs are effective in enhancing job satisfaction, while 10 (20%) respondents disagreed, and 7 (14%) respondents strongly disagreed with the statement.



Table 4.13: Job Autonomy Affect Job Satisfaction
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	18
	36

	Agree
	15
	30

	Disagree
	10
	20

	Strongly Disagree
	7
	14

	Total
	50
	100


Source: Researcher’s fieldwork 2025

Table 4.13 showed that 18 (36%) respondents strongly agreed and 15 (30%) respondents agreed that job autonomy affects job satisfaction, while 10 (20%) respondents disagreed, and 7 (14%) respondents strongly disagreed with the statement.



Table 4.14: Leadership Support Improve Job Satisfaction
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	20
	40

	Agree
	18
	36

	Disagree
	7
	14

	Strongly Disagree
	5
	10

	Total
	50
	100


Source: Researcher’s fieldwork 2025

Table 4.14 showed that 20 (40%) respondents strongly agreed and 18 (36%) respondents agreed that leadership support improves job satisfaction, while 7 (14%) respondents disagreed, and 5 (10%) respondents strongly disagreed with the statement.



Table 4.15: Supervisor-Employees Relationship is Important for Job Satisfaction
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	20
	40

	Agree
	18
	36

	Disagree
	7
	14

	Strongly Disagree
	5
	10

	Total
	50
	100


Source: Researcher’s fieldwork 2025

Table 4.15 showed that 20 (40%) respondents strongly agreed and 18 (36%) respondents agreed that the supervisor-employees relationship is crucial for job satisfaction, while 7 (14%) respondents disagreed, and 5 (10%) respondents strongly disagreed with the statement.



Table 4.16: Clear Job Roles and Expectations Affect Job Satisfaction
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	15
	30

	Agree
	20
	40

	Disagree
	10
	20

	Strongly Disagree
	5
	10

	Total
	50
	100


Source: Researcher’s fieldwork 2025

Table 4.16 showed that 15 (30%) respondents strongly agreed and 20 (40%) respondents agreed that clear job roles and expectations affect job satisfaction, while 10 (20%) respondents disagreed, and 5 (10%) respondents strongly disagreed with the statement.







Table 4.17: Flexible Working Hours Contribute to Job Satisfaction
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	10
	20

	Agree
	18
	36

	Disagree
	15
	30

	Strongly Disagree
	7
	14

	Total
	50
	100


Source: Researcher’s fieldwork 2025

Table 4.17 showed that 10 (20%) respondents strongly agreed and 18 (36%) respondents agreed that flexible working hours contribute to job satisfaction, while 15 (30%) respondents disagreed, and 7 (14%) respondents strongly disagreed with the statement.



Table 4.18: Training and Development Programs are Effective Remedies for Job Dissatisfaction
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	12
	24

	Agree
	20
	40

	Disagree
	12
	24

	Strongly Disagree
	6
	12

	Total
	50
	100


Source: Researcher’s fieldwork 2025

Table 4.18 showed that 12 (24%) respondents strongly agreed and 20 (40%) respondents agreed that training and development programs are effective remedies for job dissatisfaction, while 12 (24%) respondents disagreed, and 6 (12%) respondents strongly disagreed with the statement.




Table 4.19: Organizational Support and Resources Affect Job Satisfaction
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	18
	36

	Agree
	14
	28

	Disagree
	12
	24

	Strongly Disagree
	6
	12

	Total
	50
	100


Source: Researcher’s fieldwork 2025

Table 4.19 showed that 18 (36%) respondents strongly agreed and 14 (28%) respondents agreed that organizational support and resources affect job satisfaction, while 12 (24%) respondents disagreed, and 6 (12%) respondents strongly disagreed with the statement.



Table 4.20: Job Security is a Key Factor in Job Satisfaction
	Options
	No. of Respondents
	Percentage (%)

	Strongly Agree
	22
	44

	Agree
	15
	30

	Disagree
	8
	16

	Strongly Disagree
	5
	10

	Total
	50
	100


Source: Researcher’s fieldwork 2025

Table 4.20 showed that 22 (44%) respondents strongly agreed and 15 (30%) respondents agreed that job security is a key factor in job satisfaction, while 8 (16%) respondents disagreed, and 5 (10%) respondents strongly disagreed with the statement.


CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1 Summary
This study investigates the causes and remedies of job dissatisfaction among secretaries in an organization. Secretaries are vital to the smooth functioning of any workplace, yet job dissatisfaction can adversely affect their performance and well-being. The research identifies key factors that contribute to job dissatisfaction and explores potential remedies for mitigating these issues. The primary factors contributing to dissatisfaction include insufficient recognition, low salary, unmanageable workload, lack of career advancement opportunities, poor work-life balance, emotional labor, and inadequate organizational support. The study also investigates the impact of salary, management support, career growth opportunities, job autonomy, and organizational culture on job satisfaction.
Through a survey conducted among 50 secretaries, various factors were identified as significant causes of job dissatisfaction. The findings suggested that emotional labor, unmanageable workloads, and low salary are among the most significant contributors to dissatisfaction. However, remedies such as effective recognition programs, management support, career growth opportunities, and clear job expectations emerged as important solutions to address these challenges. The study highlighted the need for organizations to implement strategies to improve job satisfaction and overall employees’ performance.
5.2 Conclusion
The study reveals that job dissatisfaction among secretaries is influenced by various factors, including low salary, unmanageable workload, lack of career advancement, and poor work-life balance. Emotional labor also plays a significant role in reducing job satisfaction. On the other hand, key remedies identified for enhancing job satisfaction include recognition programs, management support, career development opportunities, and clear job roles and expectations. The research emphasized that job satisfaction is not just about financial incentives but also involves creating a supportive and growth-oriented work environment.
Organizations should consider implementing comprehensive measures to improve the work environment for secretaries, fostering a culture of appreciation, providing opportunities for career development, and supporting work-life balance. By addressing the causes of job dissatisfaction, organizations can improve employee’s morale, reduce turnover rates, and enhance productivity.
5.3 Recommendations
1. Enhance Recognition and Reward Systems: Organizations should implement recognition programs that acknowledge the contributions of secretaries regularly. 
2. Review and Adjust Salary Structures: To address job dissatisfaction linked to low salary, organizations should consider conducting salary reviews to ensure that secretaries' compensation is competitive and aligned with industry standards. 
3. Manage Workload Effectively: Organizations should focus on managing workloads to ensure that secretaries are not overwhelmed with tasks that can lead to burnout and dissatisfaction. 
4. Offer Career Development Opportunities: Organizations should invest in training and development programs that help secretaries acquire new skills and progress in their careers. Mentoring programs or clear paths for promotion would also help retain talent and improve job satisfaction.
5. Improve Work-Life Balance: Organizations should implement policies that promote work-life balance, such as flexible working hours, the option for remote work, or better vacation policies. 
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QUESTIONNAIRE
1. Job dissatisfaction is caused by insufficient recognition. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
2. Low salary contributes to job dissatisfaction. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
3. Job dissatisfaction is caused by unmanageable workload. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
4. Lack of career advancement contributes to job dissatisfaction. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
5. Poor work-life balance contributes to job dissatisfaction. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
6. Emotional labor contributes to job dissatisfaction. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
7. Workload affects job satisfaction. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
8. Salary is an important factor in improving job satisfaction. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
9. Management support is a remedy for job dissatisfaction. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
10. Career growth opportunities affect job satisfaction. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
11. Organizational culture influences job satisfaction. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
12. Recognition programs are effective in enhancing job satisfaction. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
13. Job autonomy affects job satisfaction. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
14. Leadership support improves job satisfaction. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
15. Supervisor-employee relationship is important for job satisfaction. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
16. Clear job roles and expectations affect job satisfaction. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
17. Flexible working hours contribute to job satisfaction. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
18. Training and development programs are effective remedies for job dissatisfaction. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
19. Organizational support and resources affect job satisfaction. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )
20. Job security is a key factor in job satisfaction. (a) Strongly Agree ( ) (b) Agree ( ) (c) Disagree ( ) (d) Strongly Disagree ( )

