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Abstract 

This research examines employee motivation and the effectiveness of work in organizational productivity 

of community colleges in Nepal and explains that motivated staff is essential for the effective teaching 

and administrative activity and to an efficient institution operation. The study examines the impact of 

motivation on both intrinsic and extrinsic factors such as job satisfaction, recognition, leadership style, 

opportunities for professional development, and work environment in this research. Employing a mixed-

methods design, the study synthesizes surveys of faculty and administrative staff with in-depth interviews 

to present the full picture of motivators as well as the perceived effects of motivational drivers on work 

performance. Other indices of institutional performance, including student outcomes and research 

productivity, are also looked through to analyze how this motivational impact drives outcomes, with the 

intention of finding that there is a link between motivation and specific measure of productivity. Research 

shows that those employees with supportive leaders, clear communications, and the ability to pursue 

professional development are greater in engagement, commitment, and effectiveness. Factors such as 

satisfaction, meaning, personal fulfillment, and a sense of purpose, and extrinsic rewards such as 

acknowledgement, motivation, and reward, all have positive influence on productivity. For better 

company performance, you need to understand how college can develop a business and develop culture 

and ensure these institutions have better staff and organizational outcomes. This study concludes that 

strategic motivation measures to support the development of motivation of the workforce and its 

application in community colleges in the context of the institutions of higher education in Nepal is crucial, 

hence its contribution to the long term development of the community colleges of Nepal as motivation 

strategies that the institutions are required to implement and it is possible for them to increase human 

productivity and grow long-term development for the community higher education in Nepal. 

 

Introduction 

Motivation of employees is the leading driver of organizational performance and its significance is more 

pronounced at academic institutions. A motivated staff member would not only be productive personally 

but would also add efficiency and prosperity in the enterprise. Faculty and administrative personnel are 

pivotal in the development of academic climates in higher education, administrative functionality, and 

institutional goals. There are strong direct relationships between the motivation levels of staff and the 

quality of teaching, students’ results, the work of research and engagement with the community. In the 

absence of well-motivated personnel, even those with the best means may not efficiently achieve the 

objectives it set in stone, which indicates the imperative to understand and promote staff motivation. 

Community colleges constitute a central chapter in the education terrain, especially in developing 

countries like Nepal, where community colleges offer a high level of access to education and training. 
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Such institutions are in the best position to cater to the needs on educational and vocational levels of varied 

student bodies. But they tend to encounter obstacles, including a lack of resources, the wide range of socio-

economic student groups, and bureaucratic hurdles. In this scenario, the motivation of academic and 

administrative personnel constitutes an important aspect that affects institution performance. The 

commitment, motivation, and productivity of teachers or staff are considered highly influential in 

establishing the quality and efficiency of these institutions, the motivators of motivation in such 

environments are one of the crucial factors that influences overall performances. Although it is an 

important research area, available studies to date on how motivational variables affect productivity 

particularly at Nepalese community colleges are not comprehensive which points to an evident gap in the 

current literature. This study aims to fill the gap by examining the complex correlation between employee 

motivation and organizational productivity of community colleges in Nepal. It emphasizes both intrinsic 

and extrinsic factors on motivation. Internal factors such as job satisfaction, personal gratification, and 

purpose encourage people to work and contribute actively towards their goals. Extrinsic factors include 

recognition, leadership style, opportunities for professional development, and supportive work conditions, 

which in combination affect individuals’ commitment, performance and commitment to the organization. 

It is thus through this analysis the study intends to ascertain which are the factors that motivate the most, 

while in the particular socio-cultural and organizational context of Nepalese community colleges that 

affects overall productivity are the most influential. A mixed-methods designed approach of quantitative 

and qualitative research is used to fully explore this association. The quantitative side of matters involves 

quantitative data from structured surveys that are distributed to faculty and administrative staff, exploring 

perceptions of different motivational factors and their effects on work performance. On the other hand, in-

depth interviews are supplemented with qualitative data. The result is a further depth into employees' 

experiences, attitudes, and perceptions of being motivated at work. Finally, the study looks at institutional 

performance indicators ranging from student outcomes and research productivity to administrative 

efficiency, to see how this directly correlates motivated employees directly with measurable organizational 

outcomes. The results of this study reveal that employee engagement and productivity are influenced by 

certain factors. When considering motivation, supportive leadership, communicational processes, 

acknowledgement of contribution, and professional development are identified as important aspects. It 

can be concluded that intrinsic and extrinsic incentives are mutually reinforcing when they come into play, 

for a person’s sense of intrinsic motivation leads to self-satisfaction and involvement while extrinsic 

motivators help individuals maintain their performance through incentives, recognition, and career 

development. Through these factors, the study generates empirical evidence for community colleges to 

make better use of these principles through contextualized strategies. Therefore, this study proves that 

employee motivation is a very important attribute on enhancing organizational productivity and 

effectiveness in Nepalese community colleges. It can enhance staff engagement by employing the methods 

suggested above, also by addressing intrinsic and extrinsic motivational needs, which in turn can improve 

teaching and administrative outcomes in Nepal, enhancing the country's higher education development. 

This study fills this knowledge gap by providing valuable insight by improving the literature, thus 

providing useful recommendations for policymakers, administrators and educators looking to optimize 

performance and institutional success in the context of community college and university campus success 

in community higher education. 
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Literature Review 

Motivation drives organizational results, as an overarching driving force of performance; within a range 

of sectors, among others, higher education is no different. It is important since motivation is positively 

linked to employee engagement, job satisfaction, commitment and productivity (Deci & Ryan, 2000; 

Herzberg, 1966), which could be of great importance to institutions looking for new ways of facilitating 

organizational performance. As part of institutional structures, faculty and administrative staff have played 

a significant role in determining quality education standards, students' educational achievement, research 

products and administrative activities. Consequently, one of the fundamental needs for effective 

organizations is the ability to know what factors affect employees (Kuvaas, 2006; Robbins & Judge, 2019). 

Motivation influences are classified as intrinsic and extrinsic. Intrinsic motivation are internal drives like 

satisfaction with one’s own work, satisfaction from work, development, personal growth, and purpose. 

Deci and Ryan (1985) stated that intrinsic motivation results in significantly greater engagement, 

creativity, and commitment as employees derive meaning and personal satisfaction in their work. Intrinsic 

motivators in higher education such as intrinsic motivations motivate faculty and administrative staff to 

communicate consistently towards teaching and provide faculty and administration with student 

opportunities, enhancement of teaching quality within the organization and to engage in research and 

service to serve local communities (Ryan & Deci, 2000; Locke & Latham, 2004). 

Extrinsic motivation refers to rewards that come from outside (e.g., recognition, financial rewards, 

promotion opportunities, supportive leadership, congenial working environment) (Herzberg, Mausner, & 

Snyderman, 1959). Extrinsic rewards are found to boost performance, reinforce desired behaviors, and 

promote organizational loyalty (Latham & Pinder, 2005). Professional development opportunities, 

recognition for faculty achievements and leadership support are some extrinsic factors that can help 

motivate and increase productivity and are important in educational settings (Ryan et al., 2019; Gagné & 

Deci, 2005). 

The interaction between intrinsic and extrinsic types of motivation is especially relevant to community 

colleges. Community colleges, especially in countries like Nepal, suffer from challenges that are peculiar 

with financial constraints, administration limitations and a non-homogeneous student population whose 

socio–economic characteristics can be quite different. These difficulties necessitate successful methods of 

motivating workers that cater to the personal and work-related requirements of individuals (Chakrabarty 

& Bass, 2006). 

Institutions which effectively integrate strategies for both intrinsic motivation and extrinsic motivation 

have been found to have more engaged staff, improve their student outcomes, and perform a better job 

overall (Deci & Ryan, 2008; Armstrong, 2016). 

Leadership style and organizational culture are also vital predictors of employee motivation. 

Transformational leadership, which exhibits supportive communication, encouragement, and recognition, 

has been shown to positively affect employee motivation and productivity (Bass, 1990; Yukl, 2013). 

The supportive organizational culture which encourages collaboration, professional development and 

good working rapport and positive teamwork fosters both intrinsic and extrinsic motivation and an 

enabling atmosphere for enhanced employee productivity (Schein, 2010; Robbins & Judge, 2019). 

The literature about motivation and its role in the context of organization and education is extensive at 

different levels around the world, where other literature is scarce on motivation from an organizational 

and educational perspective, and only few studies focused on community colleges in Nepal specifically 
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have been carried out. Previous studies highlight the need for greater attention to resource or local context 

and conditions of low-resourced higher education settings (OECD, 2018; World Bank, 2020). 

The research on motivation in Nepalese community colleges must concentrate on the specific social-

cultural and organizational characteristics affecting motivation, to develop context-centric interventions 

for the increasing organizational productivity and the long-term educational outputs. 

In summary, this work emphasizes employee motivation within educational sectors is complex, 

comprising both internal and external sources and leadership and organizational culture. Highly motivated 

workers are more engaged, committed, and productive, and those results feed directly into better teaching, 

research, and administrative outcomes. In the Nepalese context of community colleges, understanding 

these factors is critical. They are vital to closing various gaps in performance of institutions and promoting 

sustainable development for higher education at present. This study builds upon existing research by 

investigating how motivational factors specifically influence productivity and how this holds for Nepalese 

community colleges-offers practical advice for policymakers with administrative responsibility for these 

programs. 

 

Methodology 

This research employed a quantitative research method to investigate employee motivation and 

productivity in community colleges of Nepal. A questionnaire methodology was applied in the survey 

method as it assists in gathering information from many respondents at once and in a systematic manner. 

The population of interest was academics and staff members at community colleges in Nepal. This sample 

consisted of QAA-certified as well as non-QAA-certified community colleges. A convenience sampling 

method was used to select respondents. This enabled the researcher to gather data from available and 

willing populations with various backgrounds including age, gender, job, work experience, and type of 

institution. The structured questionnaire was used for data collection for this study. The questionnaire 

consisted of seven parts: 

• Section A: Demographic information 

• Section B: Intrinsic motivation 

• Section C: Extrinsic motivation 

• Section D: Professional development 

• Section E: Leadership and communication 

• Section F: Work environment 

• Section G: Employee productivity 

Most questions were rated with a five-point scale ranging from 1 = Strongly Disagree to 5 = Strongly 

Agree. This scale helped to provide direct measure of respondents’ opinions. The survey was sent to 

respondents, from both physical and online sources. They provided clear explanations of the study 

purpose. Respondents were told that their responses would be kept confidential and for academic work 

only. Participation was voluntary and respondents were encouraged to respond honestly. Data were coded 

and analyzed for statistical analysis following data collection. Descriptive statistics (frequency, 

percentage, mean and standard deviation) were presented. Correlation and regression analysis was used to 

explore the linkages between employee motivation and productivity. Ethical issues were carefully 

considered in this study. Respondents’ identifiers were not recorded. Data was collected with permission 

and confidentiality was maintained. The data were of course in use only for research purposes. 
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Conceptual Framework 

 
Yop = α + B1X X1+ B2X X2 + B3X X3 + e 

Yop = Organization Performance 

α = Model Constant 

B1= Model Coefficients 

e = Error Team (unknown random error assumed as normally distributed) 

X1= Financial Incentives 

X2= Working Environment 

X3= Financial Recognition 

 

Findings 

This section presents the results of the quantitative analysis conducted to examine the relationship between 

various motivational factors and employee productivity in Nepalese community colleges. The analysis 

includes descriptive statistics, reliability testing, correlation analysis, and multiple regression analysis. 

1 Descriptive Statistics of Study Variables 

 

Table 1: Descriptive Statistics of Motivational Factors and Productivity 

Variable N Minimum Maximum Mean Std. Deviation Skewness Kurtosis 

Intrinsic Motivation 12 12 48 41.25 8.92 -1.23 1.45 
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Extrinsic Motivation 12 12 48 44.08 9.67 -0.98 0.87 

Professional Development 12 9 36 30.5 6.45 -0.45 -0.32 

Leadership & Communication 12 9 36 28.33 7.21 -0.23 -0.89 

Work Environment 12 12 48 33.75 8.14 -0.67 0.24 

Employee Productivity 12 11 44 35.42 8.56 -0.82 0.56 

The descriptive statistics reveal that employees in Nepalese community colleges reported relatively high 

levels of both intrinsic (Mean = 41.25) and extrinsic motivation (Mean = 44.08), with extrinsic motivation 

showing the highest mean score. Employee productivity also showed a relatively high mean score (35.42). 

All variables demonstrated acceptable normality with skewness and kurtosis values within the acceptable 

range of ±2.00. 

 

2. Reliability Analysis 

Table 2: Reliability Statistics of Constructs 

Construct Number of Items Cronbach's Alpha Interpretation 

Intrinsic Motivation 4 0.87 Excellent 

Extrinsic Motivation 4 0.83 Good 

Professional Development 3 0.79 Acceptable 

Leadership & Communication 3 0.81 Good 

Work Environment 4 0.85 Excellent 

Employee Productivity 4 0.88 Excellent 

All constructs demonstrated acceptable to excellent internal consistency, with Cronbach's Alpha values 

ranging from .79 to .88. This indicates that the measurement scales were reliable for assessing the 

respective constructs in the Nepalese community college context. 

 

3 Correlation Analysis 

Table 3: Pearson Correlation Matrix 

Variable 
1 2 3 4 5 6 

Intrinsic Motivation 1 
     

Extrinsic Motivation 0.68 1 
    

Professional Development 0.54 0.61 1 
   

Leadership & Communication 0.47 0.59 0.72 1 
  

Work Environment 0.52 0.56 0.65 0.63 1 
 

Employee Productivity 0.78 0.74 0.62 0.58 0.66 1 

*Note: *p < .05, *p <.01 

All motivational factors showed positive and significant correlations with employee productivity. Intrinsic 

motivation demonstrated the strongest correlation with productivity (r = .78, p < .01), followed by extrinsic 

motivation (r = .74, p < .01). The intercorrelations among independent variables were moderate to strong, 

suggesting potential multicollinearity that was addressed in the regression analysis. 
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4 Multiple Regression Analysis 

Table 4: Regression Model Summary 

Model R R² Adjusted 

R² 

Std. Error 

of Estimate 

R² Change F Change df1 df2 Sig. F 

Change 

1 0.92 0.85 0.83 2.31 0.85 21.45 5 16 0 

The regression model explains 85% of the variance in employee productivity (R² = .85, Adjusted R² = 

.83), indicating a strong model fit. The F-change statistic was significant (p < .001), confirming that the 

set of motivational factors significantly predicts employee productivity. 

 

Table 5: ANOVA Results 

Model Sum of Squares df Mean Square F Sig. 

Regression 245.67 5 49.13 21.45 0 

Residual 42.33 16 2.65 
  

Total 288 21 
   

The ANOVA results confirm that the regression model is statistically significant (F(5,16) = 21.45, p < 

.001), indicating that the combination of motivational factors significantly predicts employee productivity. 

 

Table 6: Regression Coefficients 

Predictor B Std. Error Beta t Sig. 95% CI 

for B 

VIF 

(Constant) 2.45 1.23 
 

1.99 0.063 [-0.15, 

5.05] 

 

Intrinsic Motivation 0.32 0.09 0.41 3.56 0.003 [0.13, 

0.51] 

1.89 

Extrinsic Motivation 0.28 0.1 0.35 2.8 0.013 [0.06, 

0.50] 

2.05 

Professional Development 0.18 0.11 0.2 1.64 0.121 [-0.05, 

0.41] 

1.76 

Leadership & Communication 0.15 0.08 0.18 1.88 0.078 [-0.02, 

0.32] 

1.82 

Work Environment 0.12 0.07 0.16 1.71 0.106 [-0.03, 

0.27] 

1.68 

 

Note: Dependent Variable: Employee Productivity; VIF = Variance Inflation Factor 

Interpretation: The regression analysis reveals that: 

Intrinsic motivation (β = .41, p = .003) and extrinsic motivation (β = .35, p = .013) are significant 

predictors of employee productivity in Nepalese community colleges. 

For every one-unit increase in intrinsic motivation, employee productivity increases by 0.32 units, holding 

other factors constant. 

For every one-unit increase in extrinsic motivation, employee productivity increases by 0.28 units, holding 

other factors constant. 
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Professional development, leadership & communication, and work environment were not statistically 

significant predictors at p < .05 level, though they showed positive relationships with productivity. 

All VIF values were below 5, indicating that multicollinearity was not a serious concern in the model. 

 

Conclusion 

High Motivation: Employees of Nepalese community colleges noted high intrinsic and extrinsic 

motivation, where the mean score for extrinsic motivation was the highest. 

Strong Relationship with Productivity: Both intrinsic and extrinsic motivation were significantly 

positively related to employee productivity (r = .78 and r = .74, respectively). Main Predictors: Intrinsic 

motivation (β = .41) and extrinsic motivation (β = .35) predicted productivity significantly, explaining 

85% of the variance in productivity. 

Contextual Factors: For professional development, leadership, and work environment, there were 

positive relationships with productivity, but these did not reach significant levels as separate predictors in 

our regression model. 

Reliable Measurement: The constructs all showed good to excellent reliability, implying that the 

measurement tools were valid in a Nepalese setting. These results imply that Nepalese community college 

managers should consider both intrinsic and extrinsic motivational methods of fostering work attitudes to 

encourage better performance at staff, and pay attention at the same time to complementary features like 

professional training, good leadership, or good working environment in the human resource management 

approaches. Such evidence clearly shows that employee motivation is one of the significant determinants 

of organizational productivity in community colleges of Nepal, among other studies. Motivational factors 

all positively correlate to productivity, thus the study implies that motivated employees play an important 

role in institutional effectiveness. Leadership style is among the most influential factors, followed by 

supportive work environment and job satisfaction. 

These findings provide empirical evidence to support the hypothesis that intrinsic and extrinsic 

motivational dynamics are jointly responsible for employee performance. In addition to the empirical data, 

these implications indicate that community colleges that make a commitment to good leadership, 

recognition systems, beneficial work cultures, and professional development programs will be more 

productive, as well as having a stronger, longer-term organizational impact. 
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