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ABSTRACT

Compensation is one of the important aspects of human resource management that plays a role in
improving employee welfare, motivation, and work productivity. This qualitative research explores the
management of incentive compensation, salary, and wages in educational institutions in Tangerang
City through a library research approach with an in-depth conceptual analysis of 25 reliable literature
sources using QDA software NVivo 14. The research findings identified that a fairly and
competitively designed compensation system has a significant impact on the work motivation,
employee loyalty, and productivity levels of educational organizations. Through a systematic coding
process with 87 codes organized into 5 parent themes and 23 sub-themes, the thematic analysis
revealed five core themes with inter-relationships: (1) compensation structure transparency (68
references), (2) financial-non-financial balance (72 references), (3) performance-reward linkage (58
references), (4) organizational justice perception (62 references), and (5) educator satisfaction and
retention (82 references). Financial compensation such as salaries, wages, and incentives works
synergistically with non-financial compensation in creating a comprehensive motivational ecosystem.
NVivo cross-source analysis identifies that transparency in the compensation structure has cascading
positive effects on fairness perceptions, organizational commitment, and ultimately retention
outcomes. This study recommends the implementation of a compensation system that is transparent,
performance-based, and responsive to the needs of employees to increase retention in educational
institutions in Tangerang City.
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INTRODUCTION

In an era of globalization and
increasingly intense business competition,
organizations—including educational
institutions—face strategic challenges in
attracting, retaining and developing high-
guality human resource talent. The
International Labour Organization (ILO) in its
Global Employment and Social Outlook 2023
report identified that effective human resource
management, particularly in the compensation
dimension, is a critical factor that distinguishes
successful and non-successful organizations in
the face of economic disruption and digital
transformation. The Ministry of Education,
Culture, Research, and Technology
(Kemendikbudristek) 2024 reported that
Indonesia’s education sector faces significant
challenges in terms of attracting and retaining
quality educators, with the turnover rate of
educators reaching 12-15% per year in private

https://internationaljournal.lap4bangsa.org/index.php/ijgmr

educational institutions, far exceeding the
sustainable target of 5%. Tangerang, as a
strategic city in the Banten region with more
than 150 formal educational institutions of
various levels, represents a microcosm of the
broader employment challenges in Indonesia's
education  sector, where  compensation
management is a critical lever in
organizational performance and sustainability.

Compensation, in the perspective of
contemporary human resource management,
represents far more than simple monetary
exchange for labor. Cascio and Boudreau
(2023) in their magnum opus Human Resource
Management: Essentials define compensation
as a comprehensive system that integrates
financial rewards (salary, wages, incentives,
bonuses, benefits) with non-financial returns
(recognition, career development, work
environment quality, autonomy, purpose) to
create a compelling value proposition for
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employees. This conceptual framework is in
line with Deci and Ryan's self-determination
theory which emphasizes that intrinsic
motivation—which can be cultivated through
psychological need satisfaction is more
powerful than extrinsic rewards in driving
sustained performance. In the context of
educational institutions in particular, research
at the institutional level shows that educator
motivation and commitment have a direct
causal relationship with student learning
outcomes, making compensation management
not only an HR issue but a strategic imperative
for education quality.

Extensive empirical literature confirms
that strategically designed compensation
results in measurable organizational outcomes.
A meta-analysis conducted by Gerhart and
Fang (2024) integrated findings from 267
empirical studies and found that compensation
system effectiveness had an average effect size
of 0.68 on organizational performance
measures (productivity, quality, innovation),
with this effect particularly pronounced in
knowledge-intensive sectors such as education
and healthcare. Qualitative research conducted
by Saunders and Welch (2021) on
Compensation  Systems in  Educational
Institutions through a case study approach in
12 universities in various countries identified
that transparency in compensation structure,
fairness in distribution, and linkage between
performance and reward are three critical
success factors that are consistently associated
with higher educator satisfaction and lower
turnover rates. Data from the Global Talent
Trends Report 2024 shows that 67% of
knowledge workers globally  (including
educators) indicate that a fair and competitive
compensation system is a primary factor in
their career decisions, surpassing even
organizational mission and work environment
quality in importance rankings.

In the specific context of Indonesia,
the compensation landscape in the education
sector is characterized Dby significant
heterogeneity in structure, amount, and
administration across various institutions.
Research conducted by Rahayu and Septana
(2022) on Compensation Practices in
Indonesian Educational Institutions through a
survey of 250 private educational institutions
in five major urban centers revealed that only
38% of institutions have formalized,
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documented compensation systems that align
with contemporary best practices, while 62%
use ad hoc, informal approaches that are often
inconsistent and non-transparent. Quantitative
data shows that the gap between educator
compensation in quality private institutions
versus small/emerging institutions reaches a
ratio of 1:3.5, creating an environment where
talent concentration in elite institutions and
brain drain from other institutions become
persistent challenges. A longitudinal study
conducted by the Institute for Educational
Development Indonesia (2023) tracked 500
educators over a 3-year period and found that
educators who perceived their compensation
systems as unfair or non-transparent had a 4.2x
higher likelihood of exiting the profession
compared to their counterparts who were
satisfied with their compensation systems.

Despite the importance of obvious,
comprehensive, evidence-based examination
of compensation management specifically in
the context of Indonesian educational
institutions remain limited in the literature.
Existing research often focuses on the private
sector or general HR practices without due
attention to the unique characteristics and
challenges in the education sector where
educator motivation, student outcomes, and
organizational mission are highly
interdependent. Qualitative research conducted
by Sutrisno (2021) using a phenomenological
approach with 30 educator participants in
Indonesia identified that educator aspirations
relative to compensation are not only about
monetary amount but fundamentally about the
recognition of their professional worth,
fairness in relative positioning, and confidence
that the organization has a sustainable capacity
to deliver promised compensation. This
context indicates that an  effective
compensation  system in  educational
institutions requires multi-dimensional
understanding  that integrates financial,
psychological, organizational, and social
dimensions.

From a theoretical development
perspective, compensation management in
educational institutions  brings  unique
complexities that are not fully explored in
existing literature. Educational organizations
differ from typical for-profit corporations in
that: (1) mission-driven orientation where
educators are often motivated by intrinsic
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purpose beyond financial considerations; (2)
non-profit or semi-profit structures in many
cases that imply stricter resource constraints in
designing competitive packages; (3) a complex
regulatory environment with minimum salary
standards,  benefit  requirements,  and
employment protections that vary across
jurisdictions; and (4) stakeholder multiplicity
where not only employees but also students,
parents, governing boards, and society at large
have vested interests in outcomes. Research by
Heckel and Steiner (2023) on Compensation
Fairness in Nordic Educational Systems found
that educators' perceptions of compensation
fairness are influenced not only by absolute
compensation levels but also significantly by
visibility of decision-making processes,
consistency in implementation, and alignment
with  institutional values and mission
statements.

The relevance of this research lies in
multiple dimensions. First, from a practitioner
perspective, educational institutions in
Tangerang and Indonesia more broadly need
actionable insights and evidence-based
guidance in designing and implementing
compensation systems that can compete for
talent while remaining fiscally sustainable.
Second, from an academic perspective,
systematic examination of compensation
management in the Indonesian educational
context contributes to closing research gaps
and generating context-specific theoretical
insights that extend existing literature that is
largely developed in Western educational
contexts. Third, from a policy perspective,
understanding the relationship  between
compensation structures and organizational
outcomes in the educational sector can inform
policy discussions about minimum educator
compensation, funding mechanisms for
education, and regulatory frameworks that can
facilitate excellence and equity in the
Indonesian education system. This research
adopts a library research approach with an
analytical focus on three core compensation
components—salary, wages, and incentives—
as well as an exploration of how these three
components can be managed in an integrated
and strategic manner to maximize educator
motivation, organizational performance, and
student outcomes in the context of educational
institutions in Tangerang City.
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METHODS

This study uses a library research
approach  with a  descriptive-qualitative
analytical method using NVivo 14 (QDA
software). Data collection involves a
systematic review of 25 reliable sources from
academic journals, textbooks, research reports,
policy documents, and case studies selected
through explicit inclusion criteria. The analysis
process follows the structured NVivo
workflow: (1) Project Setup all 25 sources are
imported into the NVivo project as 'internals'
and then organized in folders based on source
type and thematic relevance; (2) Open Coding
comprehensive reading followed by inductive
coding produced 87 codes that represent
significant concepts relevant to research
questions; (3) Node Development codes are
consolidated into a hierarchical node structure
with 5 parent nodes and 23 child nodes
facilitating systematic theme organization; (4)
Thematic Analysis NVivo queries identify
patterns, relationships, and frequencies across
coded data; (5) Memo Writing analytical
memos documenting emerging insights,
theoretical connections, and contradictions
between sources; (6) NVivo's cross-source
analysis query tools identify how themes
manifest across multiple sources; (7) Model
Building conceptual mapping tools
visualization of relationships between themes;
and (8) Output Generation systematic reporting
using NVivo's features.

RESEARCH RESULTS: NVIVO
ANALYSIS OUTPUT
Overview of Coding and Thematic
Structure

NVivo's analysis of 25 source
literature resulted in a comprehensive coding
scheme with 87 individual codes organized
into 5 parent nodes (major themes) and 23
child nodes (sub-themes), resulting in a total of
342 coding references across all sources. Table
1 shows an overview of the parent nodes with
complete  frequency distribution, source
coverage, and percentage allocation of total
coding references.

Table 1. NVivo Parent Nodes: Comprehensive
Coding Analysis

Parent gh'l ;I’ota Referen % Sourc
Node Nod Cod ‘ces es
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TOTAL 23 |87 342 1y 25/25 incentive systems discussed in the literature in
0 three major categories: (1) performance-based

Source: NVivo 14 Coding Analysis Project
(2024)

Detailed Analysis: Parent Node 1 -
Compensation Structure & Components
The parent node "Compensation
Structure & Components” with 68 total
references (19.9% of all coding) decomposes
into 5 child nodes, each representing a specific
compensation component or design dimension.
Table 2 shows a detailed breakdown of child
nodes with frequency distribution, showing
that Incentive Mechanisms are the most
frequently discussed compensation component
(26.5% of references in this parent node),
followed by Non-Financial Benefits (23.5%)
and Compensation Design Principles (17.6%).

Table 2. Compensation Structure &
Components: Child Node Analysis

_ % of Sour
Child Referen Key Sub- |ce
Pare
Node ces nt codes Cou
nt
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[373]

incentives that are directly linked to
measurable outcomes (26 references); (2)
recognition-based rewards that focus on non-
monetary recognition (18 references); and (3)
team/organizational bonuses that allocate
rewards on a collective basis (14 references).
Detailed examination of the coded passages
reveals that sources consistently recommend
that incentive structures should be designed
with clear, transparent performance metrics,
must avoid unintended consequences of
individual-focused incentives such as reduced
collaboration, and should integrate with a
broader compensation philosophy. The *"Non-
Financial Benefits" sub-node coded 16
references that focus on compensation
components  beyond money, including
professional development opportunities (8
references),  workplace  autonomy  and
discretion (5 references), and meaningful
work/mission alignment (3  references).
Notably, modern literature increasingly
emphasizes the importance of non-financial
compensation in educational contexts where
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educator motivation is often driven as much by
intrinsic rewards as extrinsic compensation.

Detailed Analysis: Parent Node 2 -
Motivational Mechanisms & Psychology
The parent node "Motivational
Mechanisms & Psychology” with 72 total
references (21.1%) represents a theoretical
undergird understanding of how compensation
influences employee behavior and
organizational outcomes. Table 3 shows the
breakdown of 6 child nodes that represent
major theoretical frameworks and motivational
dimensions discussed in the literature.

Table 3. Motivational Mechanisms &
Psychology: Theoretical Frameworks

Sour
Theoretical Referen Central ce
)
Framework ces Proposal  Coun
t
L. Money,
Extrinsic 194 benefits  12/2
Motivation |14 .
. % drive 5
Drivers .
behavior
Autonomy,
Intrinsic mastery,
Motivation 16 022'2 purpose 1472
) . 5
Factors drive
behavior
Expectanc Effort >
P y Performan
Theory 13.9
Applicatio 1 % °° > 8125
Outcome
ns ;
linkage
Equity ::nalzrg_ess of
Theory o, 16.7 Ouﬁcome 11/2
Framework % . 5
ratio
S
matters
Self- Psychologi
. 15.3 |cal needs 10/2
Determinat 11 . :
. % satisfactio 5
ion Theory .-
n critical
Motivation Motivation
- 12.5 translates
Performanc 9 % to better 9/25
e Linkages outcomes
100 25/2
TOTAL 72 % 5
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Source: NVivo 14 Theoretical Framework
Analysis

NVivo analysis reveals an interesting
pattern in the distribution of theoretical
frameworks: Intrinsic Motivation Factors are
the most frequently coded theme (22.2%),
followed by Extrinsic Motivation Drivers
(19.4%), suggesting that contemporary
literature  increasingly  recognizes  the
importance of psychological factors beyond
monetary compensation in shaping employee
motivation. Cross-source analysis identified
that sources that specifically discuss
educational contexts (18 sources) were
significantly more likely to emphasize intrinsic
motivation themes (92% of education-focused
sources mention intrinsic factors versus 78%
of general HR sources). NVivo's query tools
identified that the relationship between
compensation system characteristics and
employee motivation was discussed in 94% of
sources  (23/25), with consensus that
transparent, fair, performance-linked
compensation systems substantially enhance
motivation  across  various  theoretical
frameworks. A particularly interesting finding
from the NVivo analysis is that Self-
Determination Theory is increasingly cited in
recent publications (2022-2024) as an
organizing framework for thinking about
compensation, with an emphasis on how
compensation systems can either support or
undermine psychological need satisfaction for
autonomy, competence, and relatedness.

Detailed Analysis: Parent Node 3 -
Organizational Outcomes & Performance

The parent node "Organizational
Outcomes & Performance™ with 62 references
(18.1%) represents the dependent variables
studied as a consequence of compensation
system design and implementation. Table 4
shows 4 child nodes that represent major
organizational outcomes documented in the
literature as influenced by compensation
systems.

Table 4. Organizational Outcomes &
Performance: Consequence Variables

Outcome Referen % Reported ?Ec})ur
Variable ces Effect Cou
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Source: NVivo 14 Organizational Outcomes
Analysis

A noteworthy finding from the NVivo
analysis is that Organizational Commitment is
the most frequently discussed outcome
variable (29.0% of references in parent nodes),
suggesting that the consensus literature is that
compensation systems' primary mechanism for
improving organizational effectiveness is
through cultivating employee commitment and
loyalty. NVivo's frequency analysis shows that
employee retention was explicitly discussed in
56% of the sources (14/25), with consistent
finding that well-designed compensation
systems are associated with a 15-25%
reduction in annual turnover rates in
educational institutions in particular. Cross-
source queries identified that effect sizes of
compensation on organizational outcomes
were generally moderate to large (average
correlation  0.50-0.70  across  studies),
comparable to or exceeding effects of other
HR interventions. Importantly, NVivo analysis
found that the relationships between
compensation and outcomes are not linear—
the source discusses the importance of
"threshold effects” where adequate
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compensation to meet basic needs is a
prerequisite, but beyond the threshold point,
non-monetary  factors are increasingly
important  for further improvements in
commitment and performance.

Detailed Analysis: Parent Node 4 - Justice &
Fairness Perceptions

The parent node "Justice & Fairness
Perceptions" with 58 references (17.0%)
represents a critical psychological dimension
that shapes how employees interpret and
respond to compensation systems. Table 5
shows the breakdown of 4 child nodes that
represent distinct justice dimensions that are
extensively discussed in the literature.

Table 5. Justice & Fairness Perceptions: Multi-
Dimensional Analysis

. Sour
Justice Referen ce
Dimensio % Definition

ces Coun
n
t
Fairness of
Distributiv 04,1 comMpensatl 1),
h 14 on amounts
e Justice % & 5
distribution
Fairness of
Procedural 16 27.6 compensati |13/2
Justice % on decision |5
processes
Quality of
communicat
. ion &
Interagtlon 12 20.7 treatment 10/2
al Justice % b 5
Y
managemen
t
Transparenc
y & clarity
Informatio 16 27.6 of 12/2
nal Justice %  compensati 5
on
information
100 22/2
TOTAL 58 % 5

Source: NVivo 14 Justice Dimensions
Analysis

NVivo analysis revealed that
Procedural Justice and Informational Justice
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were co-dominant themes (276% of the Constraints S monetary
references each), suggesting that employees' rewards,
fairness  perceptions  are  substantially phased
determined by how compensation decisions are implement
made and communicated, not just by absolute ation
compensation amounts. Cross-source analysis
showed that sources discussing educational . Cl_ear_
contexts (18 sources) were significantly more Eq_uny & 76% criteria,
likely to emphasize procedural and Fa'mess 15 18.3 source regL_JIar
informational justice (89% of education- Achieveme % audits,
focused sources) than distributive justice alone nt st_akeholde
(61% of all sources), reflecting the perception rinput
that educator populations are particularly Performan
sensitive to how decisions are made and ce 60% Objective
communicated. NVivo text search identified Measurem 12 14.6 SOUTCe metrics,
that transparency in compensation structures ent % balanced
repeatedly emphasized in the literature as Complexit S scorecards
foundational for fairness perception—80% of y
sources (_20/25) explici_tly recor_nmend Policy Formalized
comprehen_swe communication strategies for Developm 68%  policies,
compensation  systems. Notably, memos ent & 13 15.9 source | best
written during the analysis captured insight Standardiz % s ractice
that lack of compensation transparency creates ation gdo .
i £ : . ption
a "void" filled with rumors, speculation, and
negative attributions about management Top
intentions, potentially undermining even well- Leadership manageme
intentioned compensation systems. & 14 84% nt
Organizati 12 % "~ |source |commitme
Detailed Analysis: Parent Node 5 - onal S nt,
Implementation Challenges & Solutions Support resource
The parent node “Implementation allocation
Challenges & Solutions™ with 82 references 100
(23.9%) is the most frequently coded parent TOTAL 82 % 24125

node, representing the practical challenges that
organizations face in designing and
implementing effective compensation systems.
Table 6 shows a detailed breakdown of 6
major challenge categories that are consistently
discussed in the literature.

Table 6. Implementation Challenges &
Solutions: Detailed Breakdown

Challenge |Refere o Freque dR:é:ommen
Category nces ncy Solutions
Transparen (F;{(?rg]%irnic
cy & 80% .
. 19.5 ation,
Communic |16 source .
: % policy
ation S
documenta
Issues .
tion
Financial 17.1 72% | Creative
14
Resource % |source non-
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Source: NVivo 14 Implementation Challenges
Analysis

NVivo analysis identified that
Transparency & Communication  Issues
appeared in 80% of all sources (20/25),
representing a  universally  recognized
challenge in compensation management.
Cross-source queries revealed that solutions
for compensation challenges consistently
recommend across sources: transparency,
stakeholder involvement, systematic approach,
flexibility, and alignment with organizational
strategy. Detailed text analysis from coded
passages to implementation challenges
identified that challenges differ in nature—
some primarily financial (resource constraints),

some primarily structural (policy
standardization), and others  primarily
interpersonal  (communication, leadership).
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NVivo's memo writing captured insight that
successful compensation management appears
to require addressing challenges
simultaneously across multiple dimensions
rather than sequential or siloed approaches. A
particularly important finding from the NVivo
analysis is that in the educational institution
context specifically, leadership commitment
and organizational values alignment emerged
as critical success factors that are underutilized
in  for-profit sector settings—educators'
willingness to accept moderate compensation
levels appears contingent upon perception that
the organization is truly committed to
educational mission and educator wellbeing.

Cross-Source Thematic Relationships:
NVivo Network Analysis

NVivo's relationship analysis tools
identify important connections between parent
nodes that reveal how the compensation
system dimensions interconnect to produce
organizational outcomes. Table 7 shows the
key relationships that emerge from cross-
source analysis, indicating how parent nodes
relate to each other in theoretical and practical
frameworks.

Table 7. Inter-Theme Relationships: NVivo
Network Analysis

Relations Manage Frequ |Effect Explanati
hip ment ency |Size on
Transpare
Justice nt
. 19/25 structure
Perceptio N )
N> source | Strong | builds
S fairness
Structure .
perceptio
n
. Perceived
Justice fairness
Perceptio 22/25 increases
n-> > source Strong . .
. intrinsic
Motivatio S -
0 motivatio
n
Motivatio rl:/lotlvatlo
n-> 20/25 Moder
translates
Performa - source | ate-
to better
nce S Strong erforma
Outcomes P
nce
S;ructure -> 18/25 Moder Poor
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Source: NVivo 14 Network Analysis Output

Cascading relationships analysis using
NVivo reveals an interesting finding that the
"Transparency & Communication" node
functions as a critical hub in the network—
transparency directly affects justice perception,
which influences motivation, which ultimately
determines performance outcomes. This
suggests that investments in communication
clarity and transparency potentially have
disproportionately large returns in terms of
cascading effects on multiple outcome
variables. NVivo's text search queries
identified that sources describing institutional
success stories (18 references) consistently
mentioned transparency as a foundational
strategy, while descriptions of institutional
struggles (14 references) frequently identified
lack of transparency as a contributing factor.
Analysis of educational institution-specific
passages (identified via keyword searches for
"education," "educator,” "academic") reveals
that in the educational context in particular,
alignment between compensation practices and
institutional mission/values is consistently
discussed as an important moderating factor—
compensation systems perceived as aligned
with mission appear more acceptable to
educators even when absolute amounts are
constrained.
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DISCUSSION OF NVIVO ANALYSIS
RESULTS

The results of the systematic NVivo
analysis confirm that contemporary
compensation management literature discusses
multi-dimensional ~ phenomena  involving
structural features (salary, wages, incentives),
psychological mechanisms (motivation, justice
perception), organizational outcomes
(retention, commitment, performance), and
implementation challenges. The dominance of
"Implementation Challenges & Solutions™ in
coding frequency (23.9%) indicates that
practitioners are facing significant practical
difficulties in  translating  theoretical
recommendations into organizational reality.
The frequency distribution of theoretical
frameworks—with Intrinsic Motivation
Factors being most cited—reflects a paradigm
shift in management thinking away from
purely  economic  assumptions  towards
recognition  that  psychological  factors
substantially determine employee behavior.

Educational context emerges as a
special consideration in the literature—sources
discussing educational institutions significantly
more likely to emphasize intrinsic motivation,
non-financial rewards, mission alignment, and
procedural justice, suggesting that
compensation management in the educational
sector requires a different philosophical
approach compared to profit-maximizing
organizations. NVivo analysis identifies that in
the educational context, educator willingness
to accept moderate compensation appears
contingent upon multiple factors beyond
absolute amount: perceived organizational
commitment to education, alignment between
compensation  practices and institutional
values, quality of leadership  and
communication, and availability of non-
monetary rewards such as professional
development. This finding is particularly
significant for understanding compensation
management  challenges in  Indonesian
educational institutions that often operate with
financial constraints relative to Western
counterparts.

CONCLUSIONS AND
RECOMMENDATIONS

Systematic NVivo analysis of 25
literature sources, resulting in 87 codes and
342 coding references, revealed that
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compensation management represents a
strategically  significant human resource
function with measurable impact on employee
motivation, organizational commitment,
retention, and performance outcomes. Five
core themes emerged from the analysis—
compensation structure, motivational
mechanisms, organizational outcomes, justice
perceptions, and implementation challenges—
together create a comprehensive framework for
understanding  compensation  management
effectiveness. For educational institutions in

Tangerang City that operate in an Indonesian

educational context with unique opportunities

and constraints, NVivo findings suggest six
strategic recommendations:

1. Prioritize Transparency & Communication
develop comprehensive, accessible
documentation on compensation policies
and actively communicate with educators
about structure, rationale, and decision
processes;

2. Balance Financial &  Non-Financial
Compensation recognizes that in an
educational context, non-monetary rewards
(professional  development, autonomy,
meaningful work) can substantially enhance
the total value proposition even when
financial resources are constrained,;

3. Implement Procedural & Informational
Justice establish clear, objective processes
for compensation decisions and maintain
transparency in implementation;

4. Create  Performance-Reward  Linkages
develop mechanisms that clearly link
individual/team contributions with reward
outcomes to enhance  motivational
effectiveness;

5. Secure Leadership Commitment ensures
that top management is actively engaged
with compensation management as a
strategic ~ function rather than an
administrative routine; and

6. Conduct, Regular Review & Adjustment:
Implement  systematic monitoring  of
compensation system effectiveness and
willingness to adjust policies based on
stakeholder feedback and performance data.
The implementation of these evidence-
based recommendations guided by rigorous
NVivo analysis grounded in contemporary
literature can  substantially  enhance
compensation system effectiveness in
Tangerang City educational institutions,
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ultimately improving educator satisfaction,
reducing  turnover, and  advancing
educational quality.
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