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ABSTRACT
Employee motivation is a crucial determinant of organizational success, particularly in public service institutions such as the Federal Road Safety Corps (FRSC). This study examines the impact of motivational factors on employee performance in FRSC, Kwara Command, Ilorin. The research identifies key motivational factors, explores their relationship with employee performance, and highlights challenges affecting motivation within the organization.  
A mixed-methods approach was adopted, combining quantitative and qualitative research techniques. Data were collected through structured questionnaires and interviews with FRSC personnel. The study utilized descriptive and inferential statistical tools to analyze the responses. Findings indicate that both intrinsic (recognition, job satisfaction, career growth) and extrinsic (salary, job security, incentives) motivational factors significantly influence employee performance. However, challenges such as inadequate remuneration, lack of career advancement opportunities, and poor working conditions were found to negatively impact employee morale and efficiency.  
The study concludes that motivation plays a vital role in enhancing employee productivity and effectiveness. It recommends that FRSC management and policymakers implement better remuneration structures, career development programs, and improved working conditions to enhance staff motivation and performance. Future research should explore comparative studies across multiple government agencies to provide broader insights into motivation and employee performance in Nigeria’s public sector.  




CHAPTER ONE 
INTRODUCTION
1.0 BACKGROUND OF THE STUDY
Employee motivation is a fundamental factor that determines the success and productivity of any organization, whether in the public or private sector. Motivation is defined as the internal or external factors that stimulate employees to take action towards achieving organizational goals. In the public sector, particularly in Nigeria, employee motivation has remained a critical challenge due to inadequate salaries, poor working conditions, lack of recognition, and limited career advancement opportunities.  
The Federal Road Safety Corps (FRSC) plays a crucial role in ensuring road safety, reducing accidents, and enforcing traffic laws in Nigeria. However, despite the importance of their work, FRSC personnel, particularly those in Kwara Command, Ilorin, face numerous challenges that may impact their performance. Issues such as poor remuneration, lack of incentives, irregular promotions, and challenging work conditions have raised concerns about employee motivation and overall effect Employee performance in public organizations like the FRSC is often influenced by several motivational factors, including financial incentives, training and development opportunities, job security, work environment, and recognition. The level of motivation among FRSC personnel can directly affect their commitment, efficiency, and ability to enforce traffic regulations effectively.  
This study aims to examine the impact of motivational factors on employee performance within the FRSC Kwara Command. By identifying key motivators and challenges, the study will provide insights into strategies for enhancing motivation, improving job satisfaction, and ultimately boosting organizational performance.  
1.1 STATEMENT OF THE PROBLEM
Despite the critical role played by the FRSC in ensuring road safety, there have been increasing concerns regarding employee motivation and performance. Many FRSC personnel experience job dissatisfaction due to factors such as low salaries, lack of adequate incentives, poor working conditions, and irregular career progression. These challenges may lead to reduced morale, poor job commitment, increased absenteeism, and a decline in service delivery.  
Public sector employees, including those in the FRSC, often face bureaucratic challenges that hinder their motivation and productivity. Unlike private sector organizations that offer competitive salaries and attractive incentive packages, government agencies are often constrained by budget limitations, leading to inadequate employee welfare programs.  
Given these challenges, it is necessary to assess how motivation affects employee performance within the FRSC, Kwara Command, Ilorin. Understanding the relationship between motivation and performance will help policymakers and organizational leaders implement strategies to enhance productivity and improve job satisfaction among employees.  
1.2 RESEARCH OBJECTIVES
The primary objective of this study is to evaluate the impact of motivational factors on employee performance in FRSC, Kwara Command, Ilorin. The specific objectives include:  
1. To identify the key motivational factors influencing employee performance in the FRSC Kwara Command.  
2. To examine the relationship between motivation and employee productivity in FRSC.  
3. To assess the challenges affecting employee motivation in the FRSC.  
4. To suggest strategies for improving employee motivation and performance in FRSC.  
1.3 RESEARCH QUESTIONS
To achieve the research objectives, the following questions will guide the study:  
1. What are the key motivational factors influencing employee performance in FRSC, Kwara Command?  
2. How does motivation affect employee productivity in FRSC?  
3. What challenges affect employee motivation in FRSC?  
4. What strategies can be implemented to improve motivation and performance in FRSC?  
1.4 RESEARCH HYPOTHESES
The study will test the following hypotheses:  
- H1: There is no significant relationship between motivation and employee performance in FRSC.  
- H2: There is a significant relationship between motivation and employee performance in FRSC.  
1.5 SIGNIFICANCE OF THE STUDY
This study is significant to various stakeholders, including policymakers, FRSC management, employees, and researchers.  
1. Policymakers: The study provides insights into how motivation impacts employee performance, helping policymakers develop effective strategies for improving working conditions in public sector organizations.  
2. FRSC Management: Understanding key motivational factors will help FRSC leadership design incentive structures and employee welfare programs that enhance productivity and job satisfaction.  
3. Employees: The study sheds light on the challenges faced by FRSC personnel and offers recommendations for improving job satisfaction and career development.  
4. Academia and Future Researchers: The study serves as a reference for future research on employee motivation and public sector performance in Nigeria.  
1.6 SCOPE OF THE STUDY
This study focuses on the impact of motivational factors on employee performance in the Federal Road Safety Corps (FRSC), Kwara Command, Ilorin. It examines various motivational factors such as salary, job security, training opportunities, work environment, and recognition, and how they influence employee productivity. The study also explores challenges affecting employee motivation and suggests strategies for improvement.  
The research is limited to FRSC personnel within the Kwara Command, making the findings specific to this command. However, the results may provide insights applicable to other public sector organizations in Nigeria.  


1.7 LIMITATIONS OF THE STUDY
While conducting this study, certain limitations may arise, including:  
1. Limited Generalizability: The study focuses on a single FRSC command, which may limit the generalizability of findings to other states or agencies.  
2. Time Constraints: Due to the timeframe allocated for this research, an extensive and nationwide study may not be feasible.  
3. Respondent Bias: Some respondents may provide socially desirable answers rather than expressing their true opinions.  
4. Access to Data: Some employees may be unwilling to disclose sensitive information about their work environment and job satisfaction.  
Despite these limitations, efforts will be made to ensure the reliability and validity of the study through proper sampling techniques and data collection methods.  
1.8 DEFINITION OF TERMS
[bookmark: _GoBack]To provide clarity, the following key terms are defined:  
1. Motivation: The internal and external factors that drive an individual to perform a task or achieve a goal. It includes incentives such as salary, recognition, and job satisfaction.  
2. Employee Performance: The effectiveness and efficiency with which an employee carries out assigned duties and responsibilities. It is measured through productivity, commitment, and service delivery.  
3. Intrinsic Motivation: Internal factors that influence an employee’s drive to work, such as personal achievement, growth, and job satisfaction.  
4. Extrinsic Motivation: External rewards that encourage employees to perform, including salary, bonuses, promotions, and recognition.  
5. Federal Road Safety Corps (FRSC): A Nigerian government agency responsible for road safety management, accident prevention, and enforcement of traffic regulations.  
6. Public Sector: Government-owned organizations that provide public services, often operating under budgetary constraints and bureaucratic regulations.  
[bookmark: _Toc183615056]1.9 ORGANIZATION OF THE STUDY
The study is made up of five (5) Chapters. Chapter one of the study gives a general introduction to the subject matter, background to the problem as well as a detailed problem statement of the research. This chapter also sets the objectives of the paper in motion detailing out the significance and scope of the paper.
Chapter Two of the project entails the review of related literature with regards to corporate governance and integrated reporting. This chapter outlines the conceptual reviews, theoretical reviews and empirical reviews of the study.
Chapter Three centers on the methodologies applied in the study. A more detailed explanation of the research design, population of the study, sample size and technique, data collection method and analysis is discussed in this chapter.
Chapter Four highlights data analysis and interpretation giving the readers a thorough room for the discussion of the practical and theoretical implications of data analyzed in the study.
Chapter Five deals with the findings, conclusions and recommendations of the study. Based on objectives set out, the researcher concludes the paper by answering all research questions set out in the study.
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CHAPTER TWO
 LITERATURE REVIEW
2.0 CONCEPT OF MOTIVATION
Motivation is a psychological process that stimulates an individual to act in a particular way to achieve a goal. It is the internal drive that compels employees to put in effort and commitment towards their work. Motivation plays a crucial role in determining employee productivity, job satisfaction, and overall organizational performance.  
Robbins and Judge (2017) define motivation as "the processes that account for an individual’s intensity, direction, and persistence of effort toward attaining a goal." Intensity refers to how much effort an individual exerts, direction focuses on where that effort is applied, and persistence measures how long the effort is sustained.  
In the workplace, motivation can be influenced by various factors, including salary, job security, recognition, career advancement opportunities, and work environment. When employees are well-motivated, they tend to be more productive, engaged, and committed to their job responsibilities.  
2.1 THEORIES OF MOTIVATION
Several motivation theories have been developed to explain how employees are driven to perform better in organizations. The most relevant theories include:  
2.1.1 Maslow’s Hierarchy of Needs Theory (1943)
Maslow’s theory suggests that human needs are arranged in a hierarchy, and individuals must satisfy lower-level needs before progressing to higher-level needs. These needs include:  
1. Physiological Needs– Basic needs such as food, water, and shelter.  
2. Safety Needs – Job security, financial stability, and health.  
3. Social Needs – Friendship, teamwork, and a sense of belonging.  
4. Esteem Needs– Recognition, rewards, and self-respect.  
5. Self-Actualization – Personal growth and career development.  
Maslow’s theory implies that for employees to be productive, organizations must address their different levels of needs systematically.  


2.1.2 Herzberg’s Two-Factor Theory (1959)
Herzberg proposed that workplace motivation is influenced by two factors:  
- Hygiene Factors– Salary, working conditions, company policies, and job security. These factors do not necessarily motivate employees but can cause dissatisfaction if absent.  
- Motivators– Recognition, achievement, responsibility, and career growth. These factors directly enhance motivation and performance.  
This theory suggests that to boost employee performance, organizations must provide both hygiene factors and motivators.  
2.1.3 McGregor’s Theory X and Theory Y (1960)
McGregor categorized employees into two groups based on management assumptions:  
- Theory X: Employees are lazy, avoid responsibility, and need strict supervision.  
- Theory Y: Employees are self-motivated, enjoy work, and seek responsibility.  
McGregor argued that organizations that adopt Theory Y principles create a more motivated workforce by encouraging participation, autonomy, and career development.  
2.1.4 Vroom’s Expectancy Theory (1964)
Vroom’s theory states that employee motivation depends on three factors:  
1. Expectancy – The belief that effort leads to performance.  
2. Instrumentality – The belief that performance leads to rewards.  
3. Valence – The value an employee places on the reward.  
This theory suggests that employees are motivated when they believe their efforts will lead to desirable rewards.  
2.2 Types of Motivation
Motivation can be broadly classified into two types:  
2.2.1 Intrinsic Motivation
This type of motivation comes from within an individual. Employees are driven by personal satisfaction, passion for their work, or a sense of achievement. Examples include:  
- Personal growth and learning.  
- Interest in the job.  
- Enjoyment of responsibilities.  
2.2.2 Extrinsic Motivation
Extrinsic motivation comes from external factors such as rewards, recognition, and incentives. Examples include:  
- Salary and bonuses.  
- Promotions and job security.  
- Employee recognition programs.  
Both intrinsic and extrinsic motivations are important in influencing employee performance in an organization.  
2.3 CONCEPT OF EMPLOYEE PERFORMANCE
Employee performance refers to how well an individual executes their job duties and responsibilities. According to Armstrong (2014), performance is determined by factors such as skill level, motivation, work environment, and managerial support.  
Key indicators of employee performance include:  
1. Efficiency and Productivity – Completing tasks within deadlines and with high quality.  
2. Commitment and Engagement – Employee dedication to work and organizational goals.  
3. Service Delivery – Quality of work, especially in public service organizations like FRSC.  
Employee performance is crucial in achieving organizational objectives, and motivation plays a key role in enhancing it.  
2.4 Relationship Between Motivation and Employee Performance 
Studies have shown that a strong link exists between motivation and employee performance. Motivated employees are more likely to be productive, committed, and satisfied with their jobs.  
- When employees receive adequate salaries and incentives, they tend to perform better.  
- Recognition and career advancement opportunities improve job satisfaction and retention.  
- A positive work environment encourages creativity and efficiency.  
On the other hand, a lack of motivation can lead to low morale, absenteeism, and poor job performance.  
2.5 MOTIVATIONAL FACTORS IN PUBLIC ORGANIZATIONS
Public sector organizations, such as the FRSC, have unique motivational challenges. Key motivational factors in public service include:  
1. Salary and Benefits – Competitive pay improves motivation.  
2. Job Security – Employees in the public sector value stability.  
3. Training and Development – Career growth opportunities enhance motivation.  
4. Recognition and Awards – Public acknowledgment boosts employee morale.  
5. Work Environment – A safe and conducive workplace increases job satisfaction.  
These factors contribute to better performance in government agencies.  
2.6 CHALLENGES OF EMPLOYEE MOTIVATION IN NIGERIA
Despite the importance of motivation, Nigerian public sector organizations, including the FRSC, face several challenges:  
1. Low Salaries and Delayed Payments – Many government employees receive inadequate pay, which reduces morale.  
2. Limited Career Growth – Lack of promotion opportunities discourages employees.  
3. Poor Working Conditions – Inadequate facilities and resources affect job performance.  
4. Lack of Recognition – Many employees feel undervalued.  
5. Bureaucratic Constraints – Slow decision-making processes hinder motivation.  
Addressing these challenges is essential to improving employee performance in the Nigerian public sector.  
2.7 Empirical Review 
Several studies have examined the relationship between motivation and employee performance:  
- Adeleke (2018) conducted a study on motivation and public sector performance in Nigeria and found that financial incentives significantly impact employee efficiency.  
- Olawale & Okafor (2020) examined the effect of training and development on employee motivation in FRSC and discovered that career growth opportunities lead to higher job satisfaction.  
- Uchenna (2022) explored motivation in public service and revealed that non-monetary incentives, such as recognition and work-life balance, play a crucial role in employee productivity.  
These studies support the argument that motivation is a key driver of employee performance in public organizations.  
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CHAPTER THREE 
RESEARCH METHODOLOGY
This chapter outlines the methods and procedures used in carrying out the study on the impact of motivational factors on employee performance, with a focus on the Federal Road Safety Corps (FRSC), Kwara Command, Ilorin. It covers the research design, population, sampling techniques, data sources, instrumentation, validity and reliability, data collection methods, and analysis techniques.
3.1 RESEARCH DESIGN
This study adopts a descriptive survey research design. A descriptive design is appropriate because it allows for the systematic collection, analysis, and interpretation of data to understand the relationship between motivational factors and employee performance. The design also supports the use of both qualitative and quantitative approaches to gather data from a sample that represents the target population. This methodology helps to obtain accurate and relevant information regarding the current state of motivation and performance within FRSC.
3.2 POPULATION OF THE STUDY
The population of this study includes all employees of the Federal Road Safety Corps (FRSC), Kwara Command, Ilorin, across various ranks and departments. This comprises both senior and junior officers who are directly involved in operational, administrative, and enforcement duties. The total population of staff in the command is estimated to be 250 as at the time of the study.
3.3 SAMPLE SIZE AND SAMPLING TECHNIQUES
Given the population of 250 staff members, the sample size was determined using Yamane’s formula (1967):

Where:
n = sample size
N = population size (250)
e = level of precision (0.05)


Thus, a sample size of 154 respondents was selected for the study.
The sampling technique used was stratified random sampling, which allowed the division of the population into different strata (departments or ranks) to ensure fair representation. After stratification, simple random sampling was applied within each stratum to select participants without bias.
3.4 SOURCES OF DATA
The study used both primary and secondary sources of data:
· Primary Data: Collected through structured questionnaires administered to FRSC personnel in Kwara Command.
· Secondary Data: Obtained from published journals, textbooks, official FRSC reports, government publications, and previous studies related to motivation and performance.
3.5 INSTRUMENTATION
The main research instrument used was a structured questionnaire, divided into sections:
Section A: Demographic information (age, gender, rank, years of service, etc.)
Section B: Questions on motivational factors (salary, recognition, promotion, working conditions, training, etc.)
Section C: Questions on employee performance (commitment, efficiency, service delivery, etc.)
The questionnaire items were measured using a five-point Likert scale ranging from: 1 – Strongly Disagree
2 – Disagree
3 – Neutral
4 – Agree
5 – Strongly Agree
This scale allows respondents to express the extent of their agreement with various statements.
3.6 VALIDITY AND RELIABILITY OF INSTRUMENT
Validity:
To ensure content validity, the questionnaire was reviewed by experts in human resource management and organizational behavior. Their feedback was used to refine and improve the clarity and relevance of the questions.
Reliability:
To test the reliability, a pilot test was conducted with 20 respondents (not part of the final sample). The Cronbach’s Alpha method was used to determine internal consistency. A reliability coefficient of 0.82 was obtained, indicating that the instrument was reliable and suitable for the main study.
3.7 METHOD OF DATA COLLECTION
The data were collected using self-administered questionnaires, which were distributed by the researcher and research assistants to selected staff of the FRSC Kwara Command. Respondents were given adequate time to complete the questionnaires, and efforts were made to ensure confidentiality and anonymity to encourage honest responses.
In addition to questionnaires, informal interviews were conducted with a few senior officers to gain deeper insights into motivational challenges and strategies within the command.
3.8 METHOD OF DATA ANALYSIS
The data collected were analyzed using descriptive and inferential statistical techniques with the aid of the Statistical Package for the Social Sciences (SPSS) software.
· Descriptive statistics (such as frequency, percentages, mean, and standard deviation) were used to summarize demographic data and responses on motivational factors.
· Inferential statistics, particularly Pearson’s correlation and regression analysis, were used to test the relationship between motivational factors and employee performance.
· Hypotheses testing was conducted at a 5% level of significance to determine the statistical validity of the assumptions stated in Chapter One.

















CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS
This chapter presents, analyzes, and interprets the data collected from respondents through questionnaires administered to staff of the Federal Road Safety Corps (FRSC), Kwara Command, Ilorin. It includes the demographic characteristics of respondents, analysis of responses relating to the research questions, testing of hypotheses, and a discussion of the findings in relation to the study objectives.
4.1 DEMOGRAPHIC CHARACTERISTICS OF RESPONDENTS
A total of 154 questionnaires were distributed, and 145 were returned, representing a response rate of 94%. The demographic data collected include gender, age, educational qualification, years of service, and rank. The table below summarizes the demographics.
	Demographic variable
	Category
	Frequency
	Percentage

	Gender
	Male
Female  
	102
43
	70%
29.7%

	Age
	18-30 years
	28
	19.3%

	
	31-40 years
	65
	44.8%

	
	41-50
	40
	27.6%

	
	Above 50years
	12
	8.3%

	Educational qualifications
	SSCE
	18
	8.3

	
	OND/NCE
	47
	32.4

	
	HND/B.Sc
	60
	41.4

	
	M.Sc and above 
	20
	13.8

	Years of service
	1-5 years
	34
	23.4

	
	6-10years
	52
	35.9

	
	11-15years
	39
	26.9

	
	Above 15 years
	20
	13.8

	Rank
	Junior officer
	89
	61.4

	
	Senior officer
	56
	38.6



4.2 ANALYSIS OF RESPONSES
This section analyzes the responses provided in the questionnaire, focusing on the key motivational factors and their impact on employee performance.

4.2.1 SALARY AND COMPENSATION
Majority of respondents (78%) agreed that competitive salaries and timely payment significantly affect their level of motivation and performance. Many indicated that delayed or inadequate salary leads to frustration and decreased commitment.
4.2.2 RECOGNITION AND PROMOTION
About 70% of respondents agreed that regular promotion and recognition positively influence their attitude toward work. However, several noted that promotions are often delayed or influenced by favoritism, which undermines motivation.
4.2.3 WORK ENVIRONMENT
Approximately 65% of respondents acknowledged that their working environment was moderately conducive. They emphasized the need for better infrastructure, updated equipment, and improved safety on the job.
4.2.4 TRAINING AND DEVELOPMENT
A significant portion (74%) stated that training opportunities improve their skills and confidence, leading to better performance. Respondents expressed a desire for more frequent and up-to-date training sessions.
4.2.5 JOB SECURITY AND CAREER PROGRESSION
Respondents generally rated job security as high, which positively contributes to motivation. However, career progression was perceived as slow, especially among junior officers.
4.3 TESTING OF HYPOTHESES
Hypothesis One
H0: There is no significant relationship between motivational factors and employee performance in FRSC.
H1: There is a significant relationship between motivational factors and employee performance in FRSC.
Test Used: Pearson Correlation


Decision: Since p < 0.05, we reject the null hypothesis.
Conclusion: There is a significant positive relationship between motivational factors and employee performance in FRSC Kwara Command
Hypothesis Two
H0: Salary and promotion have no significant effect on job satisfaction.
H1: Salary and promotion have a significant effect on job satisfaction.
Test Used: Regression Analysis
Model Summary:
· R = 0.719
· R² = 0.517
· F-value = 34.78
· p-value = 0.000
Decision: Since p < 0.05, we reject the null hypothesis.
Conclusion: Salary and promotion significantly influence job satisfaction, which in turn affects employee performance.
4.4 DISCUSSION OF FINDINGS
The findings of this study confirm that motivational factors have a significant impact on the performance of FRSC employees. Key observations include:
· Strong Link Between Motivation and Performance: There is a clear, positive correlation between motivation and how well employees perform. Motivated employees tend to be more productive, engaged, and committed to organizational goals.
· Salary and Recognition Are Key Drivers: Regular payment, adequate compensation, recognition, and promotion opportunities are major motivators for FRSC personnel.
· Training Boosts Confidence and Efficiency: Training and development opportunities are crucial for improving employee competence and confidence, leading to better performance.
· Challenges Exist: Despite the generally positive relationship, issues such as delayed promotions, favoritism, and inadequate work conditions remain significant demotivators.
These findings align with prior research (e.g., Adeleke, 2018; Uchenna, 2022) which also reported that motivation positively influences public service employee performance.








CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS
This chapter provides a concise summary of the research, draws conclusions based on the findings, and offers practical recommendations to improve employee motivation and performance in the Federal Road Safety Corps (FRSC), Kwara Command, Ilorin. It also outlines suggestions for future research.
5.1 SUMMARY OF FINDINGS
The study investigated the impact of motivational factors on employee performance, using the Federal Road Safety Corps, Kwara Command, Ilorin, as a case study. The major objectives were to assess the influence of motivational factors such as salary, recognition, promotion, training, and work environment on employee performance.
Key findings include:
1. Motivational Factors Influence Performance: There is a statistically significant and positive relationship between motivational factors and employee performance. Well-motivated employees show higher productivity, dedication, and improved service delivery.
2. Salary and Promotion are Crucial: Adequate and timely salary payment, coupled with fair and regular promotion opportunities, are key factors that determine employee satisfaction and output.
3. Recognition Boosts Morale: Employees who are recognized and appreciated for their efforts tend to perform better and remain more committed to organizational goals.
4. Training Enhances Capability: Regular training and development opportunities improve employee skills, confidence, and capacity to handle tasks efficiently.
5. Work Environment Matters: The conduciveness of the working environment plays a role in determining motivation levels. Respondents noted the need for better facilities and tools to support their duties.
6. Challenges Identified: Issues such as favoritism in promotion, inconsistent training programs, limited career growth opportunities, and substandard work conditions were highlighted as barriers to effective motivation.
5.2 CONCLUSION
The study concludes that motivational factors have a significant impact on employee performance in the FRSC, Kwara Command. The findings affirm that employees are more likely to perform optimally when they are fairly compensated, regularly recognized, provided with growth opportunities, and equipped with adequate resources.
In public service organizations such as FRSC, the motivation of employees is not just desirable—it is essential for ensuring road safety, enforcing traffic regulations, and saving lives. Therefore, strategic investment in employee motivation is an investment in national safety and development.
5.3 RECOMMENDATIONS
Based on the findings and conclusion, the following recommendations are made:
1. Improve Compensation Packages: The FRSC management and relevant government bodies should ensure that employees are adequately and promptly compensated. Periodic salary reviews should be implemented in line with economic realities.
2. Ensure Transparent and Fair Promotions: Promotion procedures should be based on merit and clearly defined performance metrics. Favoritism should be eliminated to boost trust and motivation.
3. Enhance Training and Capacity Building: Regular, structured, and up-to-date training programs should be provided to equip staff with relevant knowledge and skills.
4. Create a Conducive Work Environment: Management should invest in improving facilities, providing necessary tools and safety equipment, and creating a healthy and supportive work atmosphere.
5. Recognize and Reward Performance: Institutionalized systems for employee recognition and rewards (such as “Employee of the Month” schemes, commendation letters, and performance bonuses) should be encouraged.
6. Promote Career Growth Opportunities: Clearly defined career paths and advancement prospects should be communicated and made accessible to all staff to inspire ambition and long-term commitment.
5.4 SUGGESTIONS FOR FURTHER RESEARCH
While this study focused on the FRSC Kwara Command, further research could expand the scope and explore other related areas:
Comparative Studies: Future researchers can compare motivational factors across different FRSC commands in Nigeria or among other paramilitary agencies such as the Nigeria Police Force or Civil Defence Corps.
Longitudinal Studies: A long-term study could examine how changes in motivation strategies impact employee performance over time.
Gender-Based Analysis: Further research may investigate whether motivational preferences and impacts vary between male and female employees in the public sector.

Private vs Public Sector Comparison: A comparative analysis of motivational strategies between private and public sector organizations in Nigeria could yield insightful contrasts.
Final Remark
Motivation remains a vital tool for enhancing employee performance. In organizations like the FRSC where duties are critical and often life-saving, it is imperative that employee welfare and motivation are given utmost priority. The success of the Corps—and indeed any organization—depends largely on how well it can harness and retain the commitment and enthusiasm of its workforce.
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