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ABSTRACT
This study examined the impact of leadership management styles on secretarial performance in selected organizations. The objective was to determine how various leadership approaches such as autocratic, democratic, transformational, and laissez-faire affect the productivity, job satisfaction, and efficiency of secretaries in both public and private institutions. Secretarial staff, as key administrative personnel, often rely heavily on leadership direction and support to perform their roles effectively. The study employed a descriptive survey research design, and data were gathered using structured questionnaires distributed to a representative sample of secretaries and supervisors. Findings from the analysis revealed that leadership style significantly influences secretarial performance. Democratic and transformational leadership styles were associated with increased motivation, confidence, and higher levels of task completion, while autocratic and laissez-faire styles were found to negatively affect secretarial output due to lack of engagement or overly rigid controls. The study concludes that leadership behavior directly affects how well secretaries function in their roles and recommends the adoption of more participative and transformational leadership styles in organizational settings to enhance secretarial effectiveness.

Keywords: Leadership styles, secretarial performance


CHAPTER ONE
INTRODUCTION
1.1	Background to the Study
Leadership and management styles are fundamental determinants of organizational effectiveness and employee performance across various sectors. In the modern workplace, especially within secretarial and administrative functions, the influence of leadership styles on secretarial performance has garnered increasing attention. Secretaries and administrative assistants serve as vital cogs in organizational machinery, facilitating communication, coordination, and operational efficiency. Their performance often reflects the leadership approach adopted by their supervisors or managers.
Leadership management styles can significantly impact motivation, job satisfaction, productivity, and professional growth among secretarial staff. Different styles ranging from autocratic to democratic, laissez-faire to transformational—affect how secretaries perceive their roles, interact with colleagues, and perform their duties. Understanding these dynamics is crucial for organizations aiming to optimize secretarial performance, enhance overall productivity, and foster a conducive work environment.
The concept of leadership has evolved over centuries, encompassing a broad spectrum of styles and theories. Historically, leadership was viewed primarily as a trait of individual personality; however, contemporary perspectives emphasize situational and behavioral aspects. Leadership styles such as autocratic, democratic, laissez-faire, transformational, transactional, and servant leadership have been extensively studied in relation to employee performance.
In the context of secretarial roles, leadership styles can influence various performance dimensions, including punctuality, accuracy, communication skills, initiative, and adaptability. For instance, a democratic leadership style that encourages participation and feedback may foster greater job satisfaction and innovation among secretaries. An autocratic style characterized by strict control and limited participation may lead to decreased motivation and performance.
Organizational culture and structure also interplay with leadership styles to shape secretarial performance. In organizations where managers adopt participative and empowering leadership styles, secretaries often demonstrate higher levels of engagement, commitment, and productivity. Rigid hierarchical structures with authoritarian leadership tend to stifle initiative among secretaries, affecting their performance adversely.
This study seeks to explore how varying leadership management styles influence the performance of secretaries in organizational settings.
1.2	Statement of the Problem
Despite the critical role secretaries play in organizational success, there is limited empirical evidence on how leadership management styles influence their performance, particularly within Nigerian organizations. Anecdotal reports suggest that leadership approaches vary significantly across organizations, resulting in inconsistent secretarial performance levels. Some managers adopt authoritarian styles that may hinder secretarial initiative, while others employ participative approaches that may foster motivation and efficiency.
This disparity raises questions about the actual impact of different leadership styles on secretarial performance. Without empirical data, organizations may be unaware of the most effective leadership approaches to optimize secretarial productivity. Consequently, secretaries may experience job dissatisfaction, low motivation, or underperformance, which ultimately affects organizational efficiency.
Therefore, this study seeks to investigate the impact of leadership management styles on secretarial performance, identifying which styles are most conducive to enhancing secretarial effectiveness and organizational goals.
1.3	Objectives of the Study
i. To examine the impact of leadership management styles on secretarial performance.
ii. To identify the predominant leadership management styles employed by managers of secretaries.
iii. To assess the level of secretarial performance in organizations with different leadership styles.
iv. To determine the relationship between leadership styles and secretarial job satisfaction.
v. To evaluate the influence of leadership management styles on secretarial motivation and initiative.
1.4	Research Questions
In line with the objectives, the study will seek to answer the following questions:
1. What is the impact of leadership management styles on secretarial performance?
2. What are the predominant leadership management styles employed by managers of secretaries?
3. To what extent is the level of secretarial performance in organizations with different leadership styles?
4. What is the relationship between leadership styles and secretarial job satisfaction?
5. How does the influence of leadership management styles on secretarial motivation and initiative?
1.5	Significance of the Study
This research holds significance for multiple stakeholders:
· Organizations: Insights from the study can help organizational leaders adopt leadership styles that motivate secretaries, enhance their performance, and improve overall organizational productivity.
· Secretaries: Understanding how leadership styles impact their performance can empower secretaries to seek supportive leadership environments, fostering professional development.
· Researchers: The study adds to the body of knowledge on leadership management and administrative performance, especially within the Nigerian context.
1.6	Delimitation
This research work attempt to examine the Impact of Leadership Management Styles on Secretarial Performance. No attempt would be made to go beyond this scope.
1.7	Limitations
Gathering of all needed data in most studies is usually met with a number of limitations and constraints. As a matter of fact, financial barrier is a big constraint during the exercise.  
However, despite all this constraint the researcher ensure that the effective completion and quality of the work is not affected.






CHAPTER TWO
LITERATURE REVIEW
This chapter reviews existing literature relevant to the influence of leadership management styles on secretarial performance. It explores key concepts such as leadership theories, types of leadership styles, secretarial roles and performance metrics, and previous empirical findings. The review aims to establish a theoretical framework for understanding how different leadership approaches impact secretarial effectiveness within organizational settings.
2.1	Concept of Leadership
2.2	Theories of Leadership
2.3	Leadership Styles
2.4	Concept of Secretarial Performance
2.5	Leadership Styles and Organizational Performance
2.6	Impact of Leadership Styles on Secretarial Performance
2.7	Secretarial Roles and Performance
2.8	Empirical Review of Related Studies
2.1	Concept of Leadership
Leadership is one of the most widely discussed and researched topics in organizational behavior, educational administration, and business management. It is a concept that plays a vital role in influencing group performance, organizational success, and individual development. Over the years, various scholars have attempted to define and explain the nature and significance of leadership from multiple perspectives, reflecting its complexity and multidimensional nature.
Leadership is broadly defined as the process of influencing and directing individuals or groups toward achieving organizational goals. Northouse (2016) describes leadership as a process whereby an individual influences a group to achieve a common goal. Effective leadership is crucial in motivating employees, guiding organizational change, and enhancing productivity.
According to Northouse (2016), leadership is “a process whereby an individual influences a group of individuals to achieve a common goal.” This definition captures the essence of leadership as a relational and goal-oriented process. It emphasizes that leadership is not merely a position or title, but rather a dynamic interaction between the leader and the followers, with the purpose of accomplishing shared objectives. Similarly, Koontz and O'Donnell (2013) defined leadership as “the process of influencing people so that they will strive willingly and enthusiastically towards the achievement of group goals.” This definition highlights the motivational aspect of leadership, where leaders are expected to inspire and energize others to act voluntarily and with commitment.
Several scholars have defined leadership from different perspectives. According to Northouse (2018), leadership is a process whereby an individual influences a group of people to achieve a common objective. This view highlights that leadership is not a one-time action but a continuous process of engagement and influence. Similarly, Yukl (2013) describes leadership as the ability to influence others to understand and agree about what needs to be done and how to do it, and the process of facilitating individual and collective efforts to accomplish shared goals.
In the organizational context, leadership goes beyond mere authority or positional power. Effective leadership requires interpersonal skills, emotional intelligence, communication ability, and vision. Leaders must possess the capacity to motivate their team members, manage change, resolve conflicts, and guide their followers toward achieving objectives even in the face of uncertainty or resistance.
Leadership can be formal or informal. Formal leadership is embedded in organizational structure, where a person is officially designated to lead, such as a manager or director. Informal leadership, on the other hand, occurs when an individual influences others without holding an official leadership title. Both forms are crucial, as informal leaders can often shape workplace culture and influence team dynamics just as much as those in formal roles.
The attributes of a good leader often include integrity, transparency, accountability, vision, empathy, decisiveness, and the ability to inspire others. These qualities are particularly important in administrative environments where roles such as secretaries depend on clear communication, trust, support, and motivation from their superiors.

Leadership is also dynamic it changes according to organizational needs, environmental factors, and the composition of teams. A style or method that works well in one setting might not be effective in another. This dynamism has led to the emergence of various leadership theories and styles, such as autocratic, democratic, transformational, transactional, and laissez-faire leadership, each with its advantages and limitations.
In the secretarial profession, leadership plays a pivotal role in shaping the work atmosphere and overall productivity. A secretary’s ability to perform effectively is closely tied to the kind of leadership present in the organization. Leaders who provide guidance, constructive feedback, and recognition tend to boost the morale, confidence, and productivity of their secretarial staff. On the contrary, poor leadership often leads to confusion, demotivation, and inefficiency.
Leadership in organizations manifests through various styles and behaviors, which directly or indirectly affect employee performance and organizational outcomes. As such, leadership is not only about authority but also about interpersonal influence, communication, and motivation.
Peter Drucker, a renowned management expert, viewed leadership as a function of vision and performance enhancement. He stated that leadership involves “lifting a person's vision to higher sights and raising their performance to a higher standard.” This interpretation positions leadership as a tool for personal and organizational transformation. Maxwell (2005) further simplified the concept by stating that “leadership is influence – nothing more, nothing less.” Maxwell’s view underscores the core power of leadership – the ability to influence others regardless of formal authority.
Several key elements consistently appear in the literature on leadership. These include influence, vision, motivation, communication, decision-making, and integrity. Influence is the most dominant characteristic, as leadership fundamentally involves affecting others’ attitudes, behaviors, or actions (Robbins & Judge, 2019). Vision is another crucial component, as effective leaders must have a clear idea of where they are going and the ability to communicate that vision to others. Motivation is also important; leaders must have the skills to encourage and support team members, especially in challenging times. Furthermore, leadership is built on trust and ethical conduct, making integrity and transparency essential leadership traits (Yukl, 2013).
The types and styles of leadership have been widely categorized by scholars. Lewin, Lippitt, and White (1939) first identified three main leadership styles: autocratic, democratic, and laissez-faire. In autocratic leadership, decision-making is centralized in the leader, and there is minimal input from subordinates. This style may lead to quick decision-making but can also suppress creativity and lower morale. In contrast, democratic leadership involves group participation in decision-making, encourages open communication, and often results in higher employee satisfaction and engagement. Laissez-faire leadership, on the other hand, allows group members to make decisions with little or no guidance from the leader, which can be effective in highly skilled and motivated teams but may lead to confusion and lack of direction if misused.
Goleman (2010) introduced the concept of emotional intelligence in leadership, emphasizing the ability of leaders to understand and manage their own emotions as well as those of others. Emotionally intelligent leaders are often more empathetic, socially skilled, and better at conflict resolution, all of which are vital for leading diverse teams.
According to Robbins and Coulter (2018), effective leadership is strongly correlated with employee productivity, job satisfaction, and organizational commitment. In educational institutions, leadership is crucial for shaping curriculum, motivating staff and students, and managing change. In the public sector, ethical leadership promotes accountability, transparency, and public trust.
2.2	Leadership Theories
Leadership theories provide a framework for understanding the behaviors, traits, and dynamics involved in effective leadership, while leadership styles describe the patterns of behavior leaders exhibit in their interactions with followers.
· Trait Theory
Trait theory was one of the earliest approaches to studying leadership. It posits that leaders are born, not made, and that certain inherent qualities distinguish leaders from non-leaders. These traits include intelligence, confidence, integrity, sociability, and determination (Northouse, 2016). Researchers such as Stogdill (1948) and Mann (1959) contributed to this theory by identifying personality traits common among effective leaders. However, the theory has been criticized for its failure to account for situational factors and the inability to consistently identify a universal set of traits.
· Behavioral Theory
In response to the limitations of trait theory, behavioral theorists focused on what leaders do rather than what they are. The theory suggests that leadership can be learned through training and experience. Two significant behavioral studies emerged: the Ohio State Studies and the University of Michigan Studies. The Ohio State researchers identified two main types of leader behaviors: initiating structure (task-oriented) and consideration (people-oriented) (Robbins & Judge, 2019). Similarly, the University of Michigan researchers classified leaders as employee-centered or production-centered. The behavioral theory emphasized the importance of balancing task completion with employee satisfaction.
· Transformational and Transactional Leadership Theory
Bass (1985) developed the theory of transformational leadership, which emphasizes the leader’s ability to inspire and motivate followers to achieve exceptional outcomes by transforming their values and aspirations. Transformational leaders display characteristics such as idealized influence, inspirational motivation, intellectual stimulation, and individualized consideration. On the other hand, transactional leadership is based on structured tasks, rewards, and punishments. It focuses on maintaining the status quo and ensuring compliance with established goals.
· Situational Leadership Theory
Developed by Hersey and Blanchard (1969), the situational leadership theory suggests that leaders should adapt their style based on the maturity level or readiness of their followers. The model identifies four leadership styles: telling, selling, participating, and delegating. Each style is appropriate for different levels of follower competence and commitment.
2.3	Leadership Styles
Leadership styles describe the typical approach leaders use in guiding, motivating, and interacting with followers. Understanding different styles helps organizations select or develop leaders suited for specific situations.
i. Autocratic Leadership Style
Autocratic leaders make decisions independently, with little or no input from others. They maintain strict control over processes and expect obedience from subordinates. While this style can result in quick decision-making, it often reduces creativity and leads to dissatisfaction among team members. This style is most effective in crisis situations or when dealing with inexperienced workers who require close supervision.
ii. Democratic Leadership Style
Also known as participative leadership, this style encourages collaboration and shared decision-making. Democratic leaders value team members’ input and foster a sense of ownership and commitment. Research suggests that this style improves morale, increases productivity, and fosters innovation. However, it may slow down decision-making, especially in urgent situations.
iii. Laissez-Faire Leadership Style
Laissez-faire leaders take a hands-off approach, allowing subordinates to make decisions and operate with minimal supervision. While it can work well with highly skilled and self-motivated teams, it may lead to ambiguity, low accountability, and poor performance in less structured environments.
iv. Transformational Leadership Style
Transformational leaders are visionary, inspirational, and focused on positive change. They engage followers by aligning individual goals with organizational objectives, often leading to higher employee satisfaction and exceptional performance. This style is particularly effective in dynamic environments requiring innovation and adaptability.
v. Transactional Leadership Style
Transactional leaders focus on maintaining order and structure through a system of rewards and penalties. They clarify roles, set expectations, and monitor progress. This style is effective in achieving short-term goals and ensuring compliance but may lack the inspiration needed for long-term growth.
vi. Charismatic Leadership Style
Charismatic leaders rely on personal charm, confidence, and persuasive communication to influence followers. They often generate strong loyalty and commitment. However, this style may lead to over-reliance on the leader and may not be sustainable without strong organizational systems.
2.4	Concept of Secretarial Performance 
Secretarial performance refers to the efficiency, effectiveness, and overall quality with which a secretary carries out administrative and clerical responsibilities in an organization. The role of the secretary has evolved beyond traditional typing and filing tasks to encompass broader functions such as information management, communication facilitation, office coordination, and support for managerial duties. As such, performance in this role is now measured not only by speed and accuracy but also by professionalism, problem-solving ability, adaptability, and technological proficiency.
Secretarial performance is multidimensional and can be evaluated through various indicators, including task completion rate, attention to detail, ability to meet deadlines, communication effectiveness, and the capacity to work independently or as part of a team. The modern secretary must also demonstrate a high degree of confidentiality, time management skills, and the ability to handle office technologies such as word processors, spreadsheets, email systems, and database management software. As observed by Akintola (2018), performance in the secretarial profession is closely linked to an individual's competence in both hard and soft skills.
Several factors influence secretarial performance, including workplace environment, available tools and resources, level of training, and, significantly, leadership style. When secretaries work under supportive and inspiring leaders, their morale is often higher, and they tend to be more engaged, productive, and committed to their duties. In contrast, under rigid or unsupportive leadership, secretaries may feel undervalued, which can lead to job dissatisfaction and reduced output (Olalekan, 2020).
Effective secretarial performance is critical to the smooth running of organizational operations. Secretaries serve as the backbone of administrative systems, ensuring that documentation, scheduling, communication, and coordination tasks are handled seamlessly. Therefore, their performance directly contributes to organizational efficiency and overall service delivery.
2.5	Leadership Styles and Organizational Performance
Leadership is universally acknowledged as a critical factor in shaping organizational performance. The leadership style adopted by a manager or administrator significantly affects employee motivation, job satisfaction, productivity, and ultimately, the overall success of the organization. In today’s dynamic and competitive environment, organizations require leaders who can not only provide strategic direction but also align employee efforts toward the achievement of organizational goals. The relationship between leadership styles and organizational performance has thus attracted widespread scholarly attention across various sectors including education, business, healthcare, and the public service.
Leadership style refers to a leader’s characteristic way of directing, motivating, guiding, and managing people. Robbins and Judge (2019) explain leadership style as the behavior pattern exhibited by a leader when interacting with followers. These styles influence how decisions are made, how communication flows, and how organizational objectives are pursued. The most widely discussed leadership styles include autocratic, democratic, laissez-faire, transformational, and transactional leadership.
Autocratic Leadership and Performance
The autocratic leadership style involves centralized decision-making, where the leader exerts complete control over decisions and expects strict compliance from subordinates. While this style can be effective in situations that require rapid decision-making or when dealing with inexperienced staff, it is generally associated with low employee morale and limited creativity (Yukl, 2013). Studies by Iqbal et al. (2015) reveal that autocratic leadership, when overused, may suppress innovation and discourage initiative, leading to reduced organizational performance, especially in knowledge-based industries.
Democratic Leadership and Performance
Democratic or participative leadership style involves the inclusion of team members in decision-making processes. This style fosters a sense of ownership, enhances job satisfaction, and improves commitment to organizational goals. Research by Bhatti et al. (2012) found a positive correlation between democratic leadership and employee productivity. The participative approach improves communication and teamwork, which are essential components of high-performing organizations. Moreover, Northouse (2016) notes that democratic leadership creates an environment of mutual respect and trust, which contributes to sustainable performance and innovation.
Laissez-Faire Leadership and Performance
The laissez-faire leadership style is characterized by a hands-off approach, where leaders provide minimal supervision and delegate decision-making to subordinates. This style may be suitable in environments where employees are highly experienced and self-motivated. However, it can result in ambiguity, low accountability, and inconsistent performance if not managed properly. Skogstad et al. (2017) assert that laissez-faire leadership is often linked to role ambiguity and job dissatisfaction, which negatively impacts organizational effectiveness.
Transformational Leadership and Performance
Transformational leadership is widely acknowledged as one of the most effective styles in enhancing organizational performance. Transformational leaders inspire and motivate their followers to exceed expectations by creating a shared vision, challenging norms, and encouraging personal and professional growth. According to Bass and Riggio (2016), transformational leadership is positively associated with higher employee engagement, creativity, and organizational citizenship behaviors, all of which contribute to improved performance. Empirical studies, such as those by Avolio et al. (2014), have demonstrated that organizations led by transformational leaders exhibit superior performance, greater adaptability, and stronger employee alignment with strategic objectives.
Transactional Leadership and Performance
Transactional leadership, on the other hand, is based on a system of rewards and penalties. Leaders using this style emphasize structured tasks, clear objectives, and performance monitoring. While transactional leadership may not be as visionary as transformational leadership, it is effective in ensuring order, discipline, and accountability. Bryman (1992) argued that transactional leadership contributes to short-term performance improvements, especially in stable environments where standard operating procedures are important. However, in rapidly changing settings, it may fail to inspire innovation and long-term development.
2.6	Impact of Leadership Styles on Secretarial Performance
Leadership style is a significant determinant of employee behavior, motivation, and productivity in any organizational setting. In the context of administrative support roles such as those performed by secretaries, the influence of leadership can be particularly profound. The leadership style adopted by managers or supervisors not only shapes the organizational climate but also influences how secretaries perceive their roles, respond to tasks, and contribute to achieving organizational objectives.
Secretaries are critical to the smooth functioning of any institution, serving as the communication link between management and stakeholders, managing information flow, organizing schedules, and handling correspondence. When these professionals work under effective and supportive leadership, they are more likely to demonstrate high levels of performance, innovation, and job commitment. For instance, democratic or participative leadership styles—where secretaries are encouraged to contribute to decision-making—tend to result in increased motivation, greater job satisfaction, and improved performance outcomes. This is because such environments validate the contributions of secretaries and promote a sense of inclusion and responsibility (Adebayo, 2019).
According to Northouse (2016), effective leadership is not a one-size-fits-all approach; rather, it must adapt to the needs of subordinates and the nature of the task. This is particularly true for secretarial work, which requires a mix of autonomy, precision, and responsive support. Therefore, the choice of leadership style can determine the level of confidence, engagement, and productivity of secretaries
Leadership styles are widely acknowledged as a significant factor influencing employee performance, workplace motivation, and overall organizational productivity. In the context of the secretarial profession, leadership styles determine not only how secretaries execute their duties but also their level of job satisfaction, creativity, communication, and professional growth. The manner in which leaders relate with secretarial staff can either enhance or hinder their performance. As secretaries are critical to the smooth running of administrative operations, understanding how leadership styles affect their output is essential for optimizing organizational effectiveness.
Democratic or participative leadership emphasizes collaboration and shared decision-making. Secretaries operating under democratic leaders tend to exhibit higher motivation, job satisfaction, and initiative. Oluwaleye (2018) asserts that democratic leadership promotes mutual respect and encourages secretaries to contribute ideas, solve problems, and take ownership of their roles. This empowerment leads to improved efficiency, better communication, and enhanced professionalism. In such environments, secretaries are more likely to go beyond their routine duties and align themselves with organizational objectives.
Autocratic leadership styles, where decisions are centralized and instructions are imposed without consultation, may result in lower job satisfaction and restricted performance. Secretaries in such environments often feel unrecognized, demotivated, and disconnected from broader organizational goals. They are likely to perform duties mechanically rather than with creativity or initiative. According to Okoro (2020), excessive control and lack of autonomy can stifle the professional development of secretarial staff, especially in roles requiring problem-solving and adaptability.
Autocratic leaders make decisions unilaterally and expect obedience without input from subordinates. In secretarial practice, this style may lead to efficiency in routine or time-sensitive tasks; however, it often results in reduced morale and limited creativity. 
Transformational leadership, which emphasizes vision, inspiration, and personal development, has also been found to positively influence secretarial performance. Leaders who engage secretaries in setting goals, provide constructive feedback, and support career growth initiatives tend to build trust and commitment among their subordinates. In such cases, secretaries often exceed performance expectations and display leadership qualities themselves (Egwunyenga, 2021).
Transactional leadership is based on structured roles, defined expectations, and a system of rewards and punishments. While it may not be as empowering as transformational leadership, it is effective in ensuring that secretaries meet performance standards and deadlines
Laissez-faire leadership, characterized by a hands-off approach, often results in unclear expectations and lack of direction. Secretaries under this kind of leadership may struggle with role ambiguity and may not perform optimally due to the absence of feedback or supervision. This can lead to inefficiencies and miscommunication within the organization.
The laissez-faire style allows subordinates considerable freedom in making decisions. While this style can benefit highly skilled and self-motivated secretaries, it may lead to confusion or underperformance in others. 
Transformational Leadership and Secretarial Performance
Transformational leadership focuses on inspiring and motivating employees to exceed expectations through vision, trust, and support. Secretaries under transformational leaders often feel valued, empowered, and driven to perform at higher levels. 


2.7	Secretarial Roles and Performance
Secretarial roles encompass a wide range of administrative and managerial support services. According to Mumuni (2012), a secretary is “a skilled office worker who possesses both theoretical knowledge and practical skills in office procedures and management, capable of handling correspondence, managing schedules, and operating modern office technologies.” Traditionally, secretaries were confined to taking dictations, typing, and handling telephone calls. However, with the advancement of technology and changes in organizational structures, secretaries are now responsible for more complex and technical duties.
As stated by Oladimeji (2015), the modern secretary is expected to perform tasks such as:
· Managing digital communication (emails, virtual meetings)
· Filing and retrieving electronic and physical documents
· Preparing reports and handling confidential data
· Using specialized software for word processing, spreadsheets, and databases
· Interacting with clients and other stakeholders
· Supporting project management and scheduling
These responsibilities highlight the need for secretaries to possess not only clerical skills but also competencies in communication, ICT, interpersonal relations, time management, and decision-making.

Secretarial Performance in Organizations
Secretarial performance refers to the ability of secretaries to carry out their assigned duties effectively, efficiently, and with a high level of professionalism. Performance is typically evaluated based on accuracy, speed, organizational skills, initiative, punctuality, and ability to handle confidential information. According to Ezoem (2010), the performance of a secretary has a direct impact on the operational flow of an office. Poor performance in secretarial duties can disrupt communication, cause scheduling conflicts, and lead to administrative inefficiencies.
Research by Ebele and Ugoji (2016) emphasizes that high-performing secretaries contribute significantly to management success by providing accurate documentation, maintaining effective communication channels, and ensuring the smooth operation of day-to-day activities. They act as a bridge between top management and other organizational units, thereby influencing internal coordination and external corporate image.
Factors Influencing Secretarial Performance
Several factors affect the performance of secretaries in an organization. These include:
1. Training and Professional Development: According to Nwaokwa and Okoli (2014), access to regular in-service training and skills development enhances secretarial competence and productivity. Professional development ensures that secretaries are up-to-date with emerging office technologies and trends.
2. Technological Tools and Resources: The use of modern office equipment such as computers, printers, scanners, and specialized software increases the efficiency and accuracy of secretarial duties. As noted by Adedoyin (2013), lack of access to updated technology can significantly reduce performance and create workflow bottlenecks.
3. Work Environment: A well-structured, supportive, and ergonomically designed office environment contributes positively to secretarial performance. Issues such as noise, poor lighting, or inadequate equipment can hinder focus and productivity (Akintola, 2012).
4. Leadership and Supervision: Leadership style in an organization also influences secretarial performance. Democratic and transformational leadership styles have been linked to increased motivation and job satisfaction among secretaries (Oluwaleye, 2018).
5. Motivation and Job Satisfaction: Adequate remuneration, recognition, promotion opportunities, and a sense of belonging can enhance the morale and output of secretaries. When secretaries feel valued, they tend to take greater initiative and demonstrate stronger commitment to organizational goals.
2.8	Empirical Review of Related Studies
Empirical studies provide valuable insights into the practical implications of leadership styles on the performance of secretaries across various organizational settings. These studies form the basis for understanding how theoretical leadership frameworks translate into real-world outcomes in the administrative and secretarial profession. This section critically examines relevant past research conducted in the area of leadership styles and secretarial performance.
A study by Adebayo (2019) investigated the effect of leadership styles on administrative staff performance in selected Nigerian tertiary institutions. The study used a descriptive survey design and sampled 150 secretaries across three federal universities. The findings revealed that democratic leadership styles positively influenced job satisfaction, commitment, and efficiency among secretaries. Autocratic leadership, while beneficial in crisis situations, was found to suppress innovation and reduce motivation among administrative staff. The study concluded that participatory leadership fosters better communication, greater trust, and improved secretarial output.
Egwunyenga (2021) conducted a study on the impact of transformational leadership on secretarial effectiveness in government parastatals in Delta State, Nigeria. The study employed both qualitative and quantitative approaches, using interviews and structured questionnaires to gather data from 100 secretaries and 30 administrative heads. The results demonstrated that transformational leadership—characterized by vision-sharing, mentorship, and motivation—led to increased productivity, higher morale, and greater adaptability among secretaries. It was also noted that secretaries under transformational leaders were more likely to take initiative and contribute strategically to organizational planning.
In another empirical study, Okoro (2020) explored the influence of autocratic and laissez-faire leadership styles on secretarial roles in private organizations. The research, which utilized a correlational research design, found a significant negative correlation between laissez-faire leadership and secretarial performance. The absence of clear direction, supervision, and feedback was associated with poor task execution and frequent communication breakdowns. Conversely, although autocratic leadership ensured discipline and routine task compliance, it led to stress and low job satisfaction among secretaries.
Nwachukwu and Eze (2022) focused on how leadership style affects time management and communication among secretaries in public offices. The study adopted a mixed-method approach involving 120 secretaries and 30 supervisors across ministries in southeastern Nigeria. The researchers found that supervisors who practiced democratic leadership recorded better time management and smoother communication processes. Secretaries in such settings were empowered to manage their schedules more independently and demonstrated better prioritization and planning skills.





CHAPTER THREE
METHODOLOGY
	This chapter aims at discussing methods and procedures used in data collection. 
3.1	Instrument Used  
3.2	Population of the Study
3.3	Sampling 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 instrument used for the collection of data for this study was questionnaire. The questionnaire was designed to enable the researcher make useful findings on “The Impact of Leadership Management Styles on Secretarial Performance”. The items in the questionnaire are placed on four points rating scale of “SA-Strongly Agreed 4, A-Agreed 3, D-Disagreed 2 and SD-Strongly disagreed 1" respectively.
3.2	Population of the Study
	The population of this study comprised of Kwara State Civil Service Commission, Ilorin and Kwara State Polytechnic Ilorin. There is total number of forty secretaries.

3.3	Sampling and Sampling Techniques 
	The researcher used all the total population as sample since the total number of population is sizeable to manage for the study.
3.4	Distribution and Collection of Data
	The questionnaire designed was distributed by hand personally by the researcher. A total number of twenty (20) questionnaires were distributed at Kwara State Civil Service Commission, Ilorin while twenty (20) copies of of the questionnaire were distributed to the secretaries at Kwara State Polytechnic Ilorin; the entire forty (40) questionnaires was duly completed. The questionnaire was returned and collected by the researcher.
3.5	Reliability
	The researcher first tested the instrument in order to be sure that the instrument evoked the desired responses from the respondents. The instrument used for the research work is reliable as the question method reveal information from the case study.
3.6	Validity
	Question is the instrument for gathering information in the research work, after highlighting the various questions relating to the research question raised in the instrument, the instrument was given to two lecturers at Office Technology and Management to read after which suggestion was made.

3.7	Method of Data analysis
	For the analysis of data, the researcher decided that percentage method should be used. The data collected were tabulated and itemized according to the questionnaire items. In analysis the research question, the researcher adopted the simple percentage.

















CHAPTER FOUR
DATA ANALYSIS
4.1	Introduction 
	This chapter deals with statistical analysis of data collected through questionnaires. It also deals with the interpretation and analysis of data.
4.2	Results 
Table 4.1:	Leadership style practiced in the organization motivates secretaries to perform better.
	Options
	Number of Respondents
	Percentages %

	Strongly Agree
	20
	50

	Agree
	20
	50

	Disagree
	00
	0.00

	Strongly Disagree
	00
	0.00

	Total
	40
	100


Sources: Researcher’s fieldwork, 2025
	Table 4.1 above showed that, 20(50%) of the respondents strongly agreed that leadership style practiced in the organization motivates secretaries to perform better, 20(50%) respondents agreed with the statement, while none of the respondents responded to disagreed and strongly disagreed respectively.	 
	This implied that leadership style practiced in the organization motivates secretaries to perform better.
	Table 4.2:	Leadership styles encourage open communication positively to improve and impact secretaries job satisfaction
	Options
	Number of Respondents
	Percentages %

	Strongly Agree
	20
	50

	Agree
	10
	25

	Disagree
	03
	7

	Strongly Disagree
	07
	18

	Total
	40
	100


Sources: Researcher’s fieldwork, 2025
	Table 4.2 above indicated that, 20(50%) of the respondents strongly agreed, 10(25%) agreed, while 3(7%) of the respondents disagreed with the statement that leadership styles encourage open communication positively to improve and impact secretaries job satisfaction and 7(18%) respondents strongly disagreed. 
	Therefore, one can say that leadership styles encourage open communication positively to improve and impact secretaries job satisfaction.




	Table 4.3:	Laissez-faire management provides secretaries with the autonomy to perform duties effectively
	Options
	Number of Respondents
	Percentages %

	Strongly Agree
	30
	75

	Agree
	04
	10

	Disagree
	06
	15

	Strongly Disagree
	00
	0.00

	Total
	40
	100


Sources: Researcher’s fieldwork, 2025
	Table 4.3 above revealed that, 30(75%) of the respondents strongly agreed that laissez-faire management provides secretaries with the autonomy to perform duties effectively, 4(10%) agreed, while 6(15%) respondents disagreed and there was no respondents for strongly disagreed.
	It is obvious to conclude that laissez-faire management provides secretaries with the autonomy to perform duties effectively.





	Table 4.4:	It is a matter of necessity that a boss should enrich the job of his/her secretaries
	Options
	Number of Respondents
	Percentages %

	Strongly Agree
	15
	38

	Agree
	10
	25

	Disagree
	08
	20

	Strongly Disagree
	07
	17

	Total
	40
	100


Sources: Researcher’s fieldwork, 2025
	Table 4.4 above showed that, 15(38%) of the respondents strongly agreed that it is a matter of necessity that a boss should enrich the job of his/her secretaries, 10(25%) of the respondents agreed with the statement, while 8(20%) respondents disagreed and 7(17%) respondents strongly disagreed.
	Therefore, it is safe to conclude that it a matter of necessity that a boss should enrich the job of his/her secretaries.






	Table 4.5:	Secretaries with delegated authorities from their Managers are always effective and efficiency
	Options
	Number of Respondents
	Percentages %

	Strongly Agree
	30
	75

	Agree
	10
	25

	Disagree
	00
	0.00

	Strongly Disagree
	00
	0.00

	Total
	40
	100


Sources: Researcher’s fieldwork, 2025
	Table 4.5 above indicated that, 30(75%) of the respondents strongly agreed, 10(25%) respondents agreed that secretaries with delegated authorities from their managers are always effective and efficiency, while none of the respondents responded to disagreed and strongly disagreed respectively.
	This implies that secretaries with delegated authorities from their managers are always effective and efficiency.






	Table 4.6:	Secretaries with delegated authorities are profitable to the overall corporate goals of the Organization.
	Options
	Number of Respondents
	Percentages %

	Strongly Agree
	25
	63

	Agree
	15
	37

	Disagree
	00
	0.00

	Strongly Disagree
	00
	0.00

	Total
	40
	100


Sources: Researcher’s fieldwork, 2025
	Table 4.6 above revealed that, 25(63%) of the respondents are strongly agreed, 15 (37%) of the respondents agreed with the notion that secretaries with delegated authorities are profitable to the overall corporation goals of the organization, while there was no respondents for disagreed and strongly disagreed respectively.
	It is safe to conclude that secretaries with delegated authorities are profitable to the overall corporation goals of the organization.





	Table 4.7:	The basic qualification for all Secretaries is enough to all better performance of the job.
	Options
	Number of Respondents
	Percentages  %

	Strongly Agree
	20
	50

	Agree
	08
	20

	Disagree
	0
	00

	Strongly  disagree 
	12
	30

	Total
	40
	100


Sources: Researcher’s fieldwork, 2025
	Table 4.7 above showed that, 20 (50%) of the respondents strongly agreed, 8(20%) of the respondents agreed with the statement that the basic qualification for all secretaries is enough to all better performance of the job while 12 (30%) respondents strongly disagreed and there was no respondents for disagreed.
	This implies that the basic qualification for all secretaries is enough to all better performance of the job.





	Table 4.8:	Rotation of job for a secretary makes him/her versatile.
	Options
	Number of Respondents
	Percentages  %

	Strongly Agree
	22
	55

	Agree
	08
	20

	Disagree
	10
	25

	Strongly  disagree 
	00
	0.00

	Total
	40
	100


Sources: Researcher’s fieldwork, 2025
	Table 4.8 above indicated, 22 (55%) of the respondents strongly agreed, 8(20%) agreed with the statement, while 10 (25%) respondents disagreed with the notion that rotation of job for a secretary makes him/her versatile and there was no respondents for strongly disagreed with the notion. 
	It is obvious to say that rotation of job for a secretary makes him/her versatile.







	Table 4.9:	Adequate motivation of secretaries less persuasion correction from the boss
	Options
	Number of Respondents
	Percentages  %

	Strongly Agree
	08
	20

	Agree
	22
	55

	Disagree
	04
	10

	Strongly  disagree 
	06
	15

	Total
	40
	100


Sources: Researcher’s fieldwork, 2025
	Table 4.9 above revealed that, 8 (20%) of the respondents are strongly agreed, 22(55%) of the respondents agreed with the statement that adequate motivation of secretaries less persuasion correction from the boss, while 4 (10%) disagreed and 6(15%) of the respondents strongly disagreed.
	Therefore, one can conclude that adequate motivation of secretaries less persuasion correction from the boss.





	Table 4.10:	Efficient motivation of secretaries leads to job satisfaction.
	Options
	Number of Respondents
	Percentages %

	Strongly Agree
	30
	75

	Agree
	10
	25

	Disagree
	00
	0.00

	Strongly  disagree 
	00
	0.00

	Total
	40
	100


Sources: Researcher’s fieldwork, 2025
	Table 4.10 above indicated that, 30 (75%) of the respondents strongly agreed, 10 (25%) of the respondents agreed with the statement that efficient motivation of secretaries leads to job satisfaction.
	It is safe to conclude that efficient motivation of secretaries lead to job satisfaction.







	Table 4.11:	Promotion alone as motivational tool is adequate for improving the productivity of secretaries on their job.
	Options
	Number of Respondents
	Percentages %

	Strongly Agree
	15
	40

	Agree
	10
	25

	Disagree
	08
	20

	Strongly  disagree 
	07
	15

	Total
	40
	100


Sources: Researcher’s fieldwork, 2025
	Table 4.11 above showed that, 15 (40%) of the respondents strongly agreed with the statement that promotion alone as motivational tool is adequate for improving the productivity of secretaries on their job, 10 (25%) of the respondents agreed while 8(20%) respondents disagreed and 7(15%) respondents strongly disagreed with the notion.
	Therefore, one can conclude that promotion alone as motivational tool is adequate for improving the productivity of secretaries on their job.




	Table 4.12:	A secretary believe in performing effectively without any perceived benefits
	Options
	Number of Respondents
	Percentages %

	Strongly Agree
	25
	63

	Agree
	06
	15

	Disagree
	06
	15

	Strongly  disagree 
	03
	7

	Total
	40
	100


Sources: Researcher’s fieldwork, 2025
	Table 4.12 above indicated that, 25 (63%) of the respondents strongly agreed, 6(15%) of the respondents agreed with the notion that a secretary believe in performing effectively without any perceived benefits, while 6(15%) respondents disagreed and 3(7%) of the respondents strongly disagreed with the statement.
	This implies that a secretary believe in performing effectively without any perceived benefits.





	Table 4.13:	Management recognize the effective of motivation in boosting secretary’s moral
	Options
	Number of Respondents
	Percentages %

	Strongly Agree
	25
	63

	Agree
	10
	25

	Disagree
	05
	12

	Strongly  disagree 
	00
	0.00

	Total
	40
	100


Sources: Researcher’s fieldwork, 2025
	Table 4.13 above revealed that, 25 (63%) of the respondents strongly agreed with the statement that management recognize the effective of motivation in boosting secretary’s moral, 10 (25%) respondent agreed while 5(12%) respondents disagreed and there was no respondents for strongly disagreed.
	It is safe to conclude that management recognize the effective of motivation in boosting secretary’s moral.





Table 4.14:	There is training programme to boost the efficiency and effectiveness of the secretaries in your organization
	Options
	Number of Respondents
	Percentages %

	Strongly Agree
	10
	25

	Agree
	30
	75

	Disagree
	00
	0.00

	Strongly  disagree 
	00
	0.00

	Total
	40
	100


Sources: Researcher’s fieldwork, 2025
	Table 4.14 above showed that, 10 (25%) of the respondents strongly agreed, 30(75%) agreed with the statement that there is training programme to boost the efficiency and effectiveness of the secretaries in your organization, while none of the respondents responded to disagreed and strongly disagreed respectively.
	Therefore, one can conclude that there is training programme to boost the efficiency and effectiveness of the secretaries in your organization.





	Table 4.15:	The work environment of your organization motivate workers
	Options
	Number of Respondents
	Percentages %

	Strongly Agree
	30
	75

	Agree
	06
	15

	Disagree
	04
	10

	Strongly  disagree 
	00
	0.00

	Total
	40
	100


Sources: Researcher’s fieldwork, 2025
	Table 4.15 above indicated that, 30 (75%) of the respondent strongly agreed with the notion that the work environment of your organization motivate workers, 6(15%) respondents agreed, while 4 (10%) disagreed and there was no respondents for strongly disagreed.
	This implies that the work environment of your organization motivate workers.






	Table 4.16:	Addressing secretaries by being recognized, respected and valued title can greatly motivate them
	Options
	Number of Respondents
	Percentages %

	Strongly Agree
	28
	70

	Agree
	10
	25

	Disagree
	02
	5

	Strongly  disagree 
	00
	0.00

	Total
	40
	100


Sources: Researcher’s fieldwork, 2025
	Table 4.16 above revealed that, 28 (70%) of the respondents strongly agreed, 10(25%) respondents agreed with the statement that addressing secretaries by being recognized, respected and valued title can greatly motivate them, while 2 (5%) respondents disagreed with the statement and there was no respondents for strongly disagreed.
	Therefore, it is safe to conclude that addressing secretaries by being recognized respected and valued title can greatly motivate them.





Table 4.17:	The leadership approach in an organization influence the level of professional development and growth.
	Options
	Number of Respondents
	Percentages %

	Strongly Agree
	25
	63

	Agree
	12
	30

	Disagree
	03
	7

	Strongly  disagree 
	00
	0.00

	Total
	40
	100


Sources: Researcher’s fieldwork, 2025
	Table 4.17 above showed that, 25 (763%) of the respondents strongly agreed, 12(30%) of the respondents agreed with the statement, while 3 (7%) respondents disagreed with the statement that the leadership approach in an organization influence the level of professional development and growth and there was no respondents for strongly disagreed.
	One can conclude that the leadership approach in an organization influence the level of professional development and growth.



Table 4.18:	Effective leadership helps secretaries meet deadlines and handle pressure.
	Options
	Number of Respondents
	Percentages %

	Strongly agree
	20
	50

	Agree
	20
	50

	Disagree
	00
	0.00

	Strongly disagree
	00
	0.00

	Total
	40
	100


Sources: Researcher’s fieldwork, 2025
	Table 4.18 above indicated that, 20 (50%) of the respondents strongly agreed with the statement that Effective leadership helps secretaries meet deadlines and handle pressure, 20(50%) respondents agreed and none of the respondents disagreed and strongly disagreed respectively.
	It is safe to say that Effective leadership helps secretaries meet deadlines and handle pressure.




Table 4.19:	Leadership support influences how staff uses office technology and tools.
	Options
	Number of Respondents
	Percentages %

	Strongly agree
	20
	50

	Agree
	20
	50

	Disagree
	00
	0.00

	Strongly disagree
	00
	0.00

	Total
	40
	100


Sources: Researcher’s fieldwork, 2025
	Table, 4.19 above revealed that, 20(50%) of the respondents strongly agreed with the notion that Leadership support influences how staff uses office technology and tools, 20(50%) respondents agreed while none of the respondents responded to disagreed and strongly disagreed respectively.
	It is obvious to conclude that Leadership support influences how staff uses office technology and tools.





Table 4.20:	Good leadership help secretaries build confidence in their secretarial role.
	Options
	Number of Respondents
	Percentages %

	Strongly agree
	32
	80

	Agree
	04
	10

	Disagree
	04
	10

	Strongly disagree
	00
	0.00

	Total
	40
	100


Sources: Researcher’s fieldwork, 2025
	Table 4.20 above showed that, 32 (80%) of the respondents strongly agreed with the statement that Good leadership help secretaries build confidence in their secretarial role, 4(10%) respondents agreed while 4(10%) respondents disagreed with the statement and there was no respondents for strongly disagreed. 
	Therefore, it is clear to conclude that Good leadership help secretaries build confidence in their secretarial role.





CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
5.1	Summary
This study set out to examine how different leadership management styles affect the performance of secretarial staff in selected organizations. The research was driven by the need to understand whether the approach adopted by leaders be it democratic, autocratic, transformational, or laissez-faire has a direct influence on the productivity, motivation, and job satisfaction of secretaries. Through the administration of well-structured questionnaires to secretaries across public and private sectors, valuable insights were gathered and analyzed.
The findings revealed that leadership style plays a significant role in shaping the quality of work and professional behavior exhibited by secretaries. In many of the organizations studied, secretaries who worked under democratic and transformational leaders expressed a greater sense of involvement in organizational processes, which translated into improved job satisfaction and performance. These leadership styles encouraged communication, mutual respect, and recognition of secretarial contributions, which in turn boosted morale and professional commitment.
Conversely, where autocratic leadership was dominant, secretaries reported feeling restricted, undervalued, and often disengaged from the decision-making process. The lack of inclusion and rigid control led to decreased enthusiasm for their responsibilities. In a few cases, the presence of laissez-faire leadership where little or no guidance was provided left secretaries confused about their roles, leading to inefficiencies and delays in task completion.
The study demonstrated that effective leadership is not just about giving instructions or maintaining authority; rather, it is about fostering a supportive environment where secretaries feel empowered, valued, and motivated to contribute meaningfully to organizational success. The relationship between leadership style and secretarial performance is therefore undeniable, and organizations must pay close attention to how their leaders engage with their administrative staff.
5.2	Conclusion
Based on the findings, it can be concluded that the leadership style adopted by supervisors or managers has a direct and significant impact on the performance of secretarial staff. Democratic and transformational leadership styles emerged as the most effective in enhancing productivity, job satisfaction, and organizational commitment among secretaries.
In contrast, autocratic and laissez-faire leadership styles tend to suppress secretarial potential by limiting communication, creativity, and involvement in administrative processes.
Therefore, it is evident that leadership is not merely a position but a tool for empowering secretaries to contribute meaningfully to organizational goals. For secretaries to thrive, leadership must be participatory, communicative, and supportive.

5.3	Recommendations
Based on the findings and conclusions drawn from this study, the following recommendations are made:
1. Organizations should encourage participatory leadership practices. Managers should involve secretaries in decision-making processes to enhance commitment and responsibility.
2. Training programs should be organized for leaders and managers. These programs should focus on developing transformational leadership skills, emotional intelligence, and effective communication.
3. Autocratic leadership should be minimized. While some level of control is necessary, overly rigid systems hinder innovation and reduce secretarial job satisfaction.
4. Clear expectations and direction must be maintained. While autonomy is important, leaders must still provide structured guidance to avoid role ambiguity among secretaries.
5. Recognition and reward systems should be improved. Managers should recognize and reward secretarial contributions, which would boost morale and performance.
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APPENDIX I
KWARA STATE POLYTECHNIC ILORIN
INSTITUTE OF INFORMATION AND COMMUNICATION TECHNOLOGY
DEPARTMENT OF OFFICE TECHNOLOGY AND MANAGEMENT
Dear respondent,
I am a student in the Department of Office Technology and Management, Institute of Information and Communication Technology, Kwara State Polytechnic, Ilorin. I am at present conducting a research and writing a project on “IMPACT OF LEADERSHIP MANAGEMENT STYLES ON SECRETARIAL PERFORMANCE”.
The exercise is important in partial fulfillment of the requirements for the award of Higher National Diploma in Office Technology and Management of the institution.
Rest assured that the researcher ethics of anonymity and confidentially will be strictly adhered to.
Yours faithfully

SULYMAN, ABDULWAHEED OLAMIDE
HND/23/OTM/FT/0103







APPENDIX II
KWARA STATE POLYTECHNIC, ILORIN
INSTITUTE OF INFORMATION AND COMMUNICATION TECHNOLOGY
DEPARTMENT OF OFFICE TECHNOLOGY AND MANAGEMENT
Dear Sir/Madam
RESEARCH QUESTIONNAIRE
This questionnaire is designed to solicit information from you on “IMPACT OF LEADERSHIP MANAGEMENT STYLES ON SECRETARIAL PERFORMANCE”.
Kindly complete the questions below. Please you are assured that information supplied will be treated with utmost confidentiality.


Yours faithfully

SULYMAN, ABDULWAHEED OLAMIDE
HND/23/OTM/FT/0103




QUESTIONNAIRES

1. Leadership style practiced in the organization motivates secretaries to perform better.
(a) Strongly agree (   )			(b) Agree (   )	
(c) Disagree (   )			(d) Strongly disagree (   )
2. Leadership styles encourage open communication positively to improve and impact secretaries job satisfaction.
(a) Strongly agree (   )			(b) Agree (   )	
(c) Disagree (   )			(d) Strongly disagree (   )
3. A secretary’s productivity is not directly proportional to the enrichment of the job.
(a) Strongly agree (   )			(b) Agree (   )	
(c) Disagree (   )			(d) Strongly disagree (   )
4. It is a matter of necessity that the job should enrich the job of his/her secretary.
(a) Strongly agree (   )			(b) Agree (   )	
(c) Disagree (   )			(d) Strongly disagree (   )
5. Secretaries with delegated authorities from their manager are always effective and efficient.
(a) Strongly agree (   )			(b) Agree (   )	
(c) Disagree (   )			(d) Strongly disagree (   )

6. Secretaries with delegated authorities profitable to the overall cooperation goals of the organization.
(a) Strongly agree (   )			(b) Agree (   )	
(c) Disagree (   )			(d) Strongly disagree (   )
7. The basic qualification for all secretaries is enough to enhance better performance on the job.
(a) Strongly agree (   )			(b) Agree (   )	
(c) Disagree (   )			(d) Strongly disagree (   )
8. Rotation of job for secretary makes him/her versatile.
(a) Strongly agree (   )			(b) Agree (   )	
(c) Disagree (   )			(d) Strongly disagree (   )
9. Adequate motivation of secretaries less persuasion or correction from the boss.
(a) Strongly agree (   )			(b) Agree (   )	
(c) Disagree (   )			(d) Strongly disagree (   )
10. Efficient motivation of secretaries leads to job satisfaction.
(a) Strongly agree (   )			(b) Agree (   )	
(c) Disagree (   )			(d) Strongly disagree (   )
11. Promotion alone as motivation tool, is adequate for improving the productivity of secretaries on their job.
(a) Strongly agree (   )			(b) Agree (   )	
(c) Disagree (   )			(d) Strongly disagree (   )
12. A secretary believe in performing effectively without any perceived benefits.
(a) Strongly agree (   )			(b) Agree (   )	
(c) Disagree (   )			(d) Strongly disagree (   )
13. Management recognizes the effect of motivation in boosting secretaries moral.
(a) Strongly agree (   )			(b) Agree (   )	
(c) Disagree (   )			(d) Strongly disagree (   )
14. There is training programme to boost the efficient and effectiveness of the secretaries in your organization.
(a) Strongly agree (   )			(b) Agree (   )	
(c) Disagree (   )			(d) Strongly disagree (   )
15. The work environment of your organization motivate worker.
(a) Strongly agree (   )			(b) Agree (   )	
(c) Disagree (   )			(d) Strongly disagree (   )
16. Addressing secretaries by being recognized respected and value title can greatly motivate them.
(a) Strongly agree (   )			(b) Agree (   )	
(c) Disagree (   )			(d) Strongly disagree (   )
17. Motivated secretaries will promote the organizational set goals in the environment and the world at large.
(a) Strongly agree (   )			(b) Agree (   )	
(c) Disagree (   )			(d) Strongly disagree (   )
18. Motivating factors such as increment of salaries and promotion can be used to motivate secretaries in an organization.
(a) Strongly agree (   )			(b) Agree (   )	
(c) Disagree (   )			(d) Strongly disagree (   )
19. Good leadership help secretaries build confidence in their secretarial role.
(a) Strongly agree (   )			(b) Agree (   )	
(c) Disagree (   )			(d) Strongly disagree (   )
20. Leadership support influences how staff uses office technology and tools.
(a) Strongly agree (   )			(b) Agree (   )	
(c) Disagree (   )			(d) Strongly disagree (   )
