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Performance. and motivated educators. In the elementary school context, teachers

play an essential role in developing students’ foundational knowledge
and character. This study aimed to explore the role of compensation in
improving teaching quality at Maitreyawira Tanjungpinang Primary
School. A qualitative approach was employed using in-depth
interviews and observations to examine how compensation influenced
teachers’ motivation and performance. The findings indicated that
although the existing compensation structure was relatively standard,
several factors shaped teachers’ perceptions of compensation and its
impact on performance. Teachers who perceived their compensation
as adequate demonstrated higher commitment and engagement in
@ @ @ teaching activities, whereas those who perceived their compensation
as insufficient tended to experience signs of burnout and reduced
enthusiasm. This study suggested that improved compensation
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SA license. teacher motivation and teaching quality at Maitreyawira
Tanjungpinang Primary School.
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INTRODUCTION

Education is one of the fundamental pillars of national development. High-quality
education cannot be achieved without the contribution of competent and motivated educators.
In the elementary school context, teachers play an essential role in developing students’
foundational knowledge and character. Therefore, efforts to improve teaching quality in
elementary schools are crucial (Widayati, 2020). One factor that significantly influences
teacher motivation and performance is the compensation they receive (Eliyana et al., 2019).

In the context of human resource management, compensation refers to various forms of
rewards provided to employees in recognition of their contributions to an organization.
Compensation is not limited to salaries or wages but also includes other forms of remuneration
that may influence employee motivation and performance (Dziuba et al., 2020). Basic salary
represents the primary financial compensation received by employees in exchange for their
work, typically provided on a regular basis. In addition to base salary, benefits such as
transportation, meal, health, and housing allowances may help employees manage work-related
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expenses. Bonuses and incentives are additional rewards provided to recognize performance
that exceeds expectations or the achievement of specific targets, either individually or
collectively (Abet et al., 2024).

Beyond financial compensation, non-financial compensation also plays an important role
in increasing employee motivation and job satisfaction. Forms of non-financial compensation
include recognition and awards, such as verbal appreciation or certificates, career development
opportunities through training and workshops, as well as a supportive work environment and
work flexibility. A positive organizational climate, collaborative culture, and workplace
conditions that support employee well-being also contribute significantly to motivation and
performance (Paramita & Supartha, 2022). Indirect compensation, such as health benefits,
retirement plans, and paid leave, provides employees and their families with financial security
against potential risks and supports long-term financial planning. Some organizations also
implement performance-based compensation systems, such as commissions, achievement
incentives, or employee ownership programs, to strengthen employee engagement and loyalty
(Paramita & Supartha, 2022).

In the educational context, compensation is not limited to basic salary but also includes
various forms of financial and non-financial rewards, such as allowances, incentives, bonuses,
recognition, and professional development opportunities. Adequate compensation is
considered an important factor in increasing teachers’ motivation to perform their duties
effectively and provide quality learning experiences for students. Teachers who perceive that
they are valued and fairly compensated tend to demonstrate greater work enthusiasm, creativity
in teaching practices, and the ability to create a supportive learning environment.

Maitreyawira Tanjungpinang Primary School is committed to continuously improving
teaching quality. One strategy implemented by school management is providing appropriate
compensation for teachers. The school management recognizes that teacher welfare is an
important factor in achieving high-quality education. Therefore, compensation policies are
continuously evaluated and adjusted according to teachers’ needs and expectations. However,
to ensure that these policies are effective, comprehensive evaluation and analysis are required.

The compensation practices at Maitreyawira Tanjungpinang Primary School illustrate
how compensation arrangements influence teacher motivation and teaching quality. The school
faces challenges in ensuring that the compensation provided is appropriate and aligned with
standards that support optimal teacher performance. Although salary remains the primary
component of compensation, other forms of support, such as health benefits, transportation
allowances, and additional incentives, may also contribute to teacher welfare. However, the
availability and implementation of these benefits depend on institutional policies and financial
capacity.

In addition to financial compensation, non-financial compensation at Maitreyawira
Tanjungpinang Primary School also contributes to teacher motivation. Recognition of
achievements, opportunities for professional development, participation in training programs,
and supportive working facilities may influence teachers’ commitment and performance.
However, the effectiveness of these forms of compensation depends on their consistency and
implementation within the school environment. Another important issue is the role of
compensation in attracting and retaining qualified teachers. Educational institutions that
provide competitive and comprehensive compensation packages tend to have greater capacity
to recruit and retain competent teaching staff. Conversely, inadequate compensation may create
challenges in maintaining teacher retention, which can affect teaching continuity and quality.
Overall, compensation practices at Maitreyawira Tanjungpinang Primary School demonstrate
the importance of both financial and non-financial compensation in supporting teacher
performance and motivation.
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An in-depth evaluation of compensation practices at this school can provide valuable
insights into strategies for strengthening teacher support and improving teaching quality and
student learning experiences. This study aimed to explore how compensation provided by
Maitreyawira Tanjungpinang Primary School influenced teacher motivation and performance.
Using a qualitative approach, this research examined teachers’ perspectives regarding the
compensation they received and its impact on the quality of their teaching practices. The
findings are expected to contribute to the development of more effective compensation policies
in educational institutions, particularly at the primary school level.

METHOD

This study employed a qualitative approach to explore compensation practices at
Maitreyawira Tanjungpinang Primary School. A qualitative method was selected to gain
deeper insights into teachers’ perceptions, experiences, and the dynamics of compensation
implementation within the school context.

Data were collected through in-depth interviews and observations. Interviews were
conducted with the principal, teachers, and administrative staff to obtain information regarding
compensation policies, implementation, and their perceived impact on teacher motivation and
teaching performance. Observations were also conducted during classroom activities and
school administration processes to examine the relationship between compensation practices,
teacher behavior, and workplace conditions.

The collected data were analyzed using thematic analysis by identifying and categorizing
key themes emerging from the interviews and observations. Data triangulation was applied to
enhance the credibility of the findings by comparing information obtained from different
sources and methods. This approach enabled the study to provide a comprehensive
understanding of compensation implementation and its contribution to teacher motivation and
teaching quality at Maitreyawira Tanjungpinang Primary School. The findings are expected to
provide practical recommendations for improving compensation management in educational
institutions and contribute to the literature on human resource management in the education
sector.

RESULTS AND DISCUSSION

The research results show that the compensation received by teachers at Maitreyawira
Tanjungpinang Elementary School has a significant influence on their motivation and teaching
quality. Through in-depth interviews and observations, it was found that although the
compensation structure in this school is relatively standard, there are various factors that
influence the perception and impact of compensation on teacher performance. In general,
teachers reported that they felt the compensation they received did not fully reflect the
workload and responsibilities they carried out. Even though the salary received is in line with
government standards and there are several additional allowances, many teachers feel that these
allowances are not sufficient to meet their living needs and to motivate them optimally. This
has implications for their work motivation, where some teachers admit to feeling less
enthusiastic and less involved in additional professional development activities due to
inadequate compensation.

In classroom observations, it appears that teachers who are satisfied with compensation
tend to show higher commitment to teaching, including in material preparation and interactions
with students. In contrast, teachers who feel they are not compensated enough often show signs
of burnout and lack of enthusiasm, which negatively impacts the quality of their teaching.
These teachers often appear less active in innovative teaching methods and more likely to
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follow existing routines. In addition, the discussion also revealed that a gap between expected
and received compensation can lead to low levels of job satisfaction and affect teacher
retention. Some teachers report deep dissatisfaction, prompting them to seek employment
opportunities elsewhere or consider a career change. This has the potential to cause problems
for schools in terms of the sustainability of the teaching staff and the quality of education
provided to students.

However, there are also several positive aspects found from the results of this research.
Teachers who felt that their compensation was adequate, even if slightly lower than expected,
showed higher job satisfaction and greater involvement in school activities. They also tend to
be more open to training and professional development, which in turn contributes to improving
the quality of classroom teaching. Overall, this research shows that compensation plays a
significant role in teacher motivation and performance at Maitreyawira Tanjungpinang
Elementary School. While current compensation is considered to be in line with standards,
better alignment and the addition of more relevant benefits could help improve motivation and
quality of teaching. Therefore, it is important for schools and policy makers to consider these
factors in designing more effective compensation policies. Efforts to increase compensation
and provide adequate support for teachers can have a broad positive impact on the quality of
education and teacher well-being.

According to HRM theory, fair and adequate compensation is the foundation for
increasing employee motivation and performance. This theory emphasizes that appropriate
compensation includes not only basic salary but also benefits and incentives that can meet
employees' financial and psychological needs. In this research, it was found that although
compensation at Maitreyawira Tanjungpinang Elementary School was in line with standards,
many teachers felt that the compensation did not reflect their actual workload. This is related
to the Equity Theory by John Stacey Adams, which states that employees feel motivated if they
feel that the compensation they receive is commensurate with the effort expended and their
contribution to the organization. When teachers feel that the compensation they receive is not
commensurate with their hard work, this causes dissatisfaction and reduces their motivation.

CONCLUSION

Based on the research findings at Maitreyawira Tanjungpinang Primary School, it can be
concluded that compensation played an important role in influencing teacher motivation and
performance. The study showed that although the compensation received by teachers met
existing standards, many teachers perceived that it was not fully aligned with their workload
and responsibilities. This condition contributed to dissatisfaction, which affected their
motivation and teaching quality.

These findings highlighted the importance of designing fair and appropriate
compensation structures that reflect teachers’ contributions to improve motivation and
performance. Effective compensation policies should consider both financial and non-financial
aspects, including recognition, incentives, and professional support, to create a supportive and
productive work environment. Therefore, school management is recommended to conduct a
comprehensive evaluation of the existing compensation structure and ensure that the
compensation provided corresponds with teachers’ actual workloads, expectations, and needs.
The implementation of improvements based on human resource management principles is
expected to contribute positively to educational quality, teacher welfare, and motivation at
Maitreyawira Tanjungpinang Primary School.

This study had several limitations that should be considered when interpreting the
findings. First, the research was conducted only at Maitreyawira Tanjungpinang Primary
School, which may limit the transferability of the findings to other educational institutions in
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different contexts. Second, the data obtained through in-depth interviews and observations may
have been influenced by the subjective perspectives of both participants and researchers.
Although efforts were made to enhance credibility through qualitative analysis procedures,
individual perceptions and experiences may have affected the interpretation of the findings.
Third, this study did not fully account for external factors that may have influenced
teachers’ perceptions of compensation, such as local economic conditions, policy changes, and
other organizational factors. These contextual factors may have shaped how teachers evaluated
the adequacy and effectiveness of compensation practices. Fourth, the limited research period
may not have captured long-term changes in teacher motivation and performance resulting
from compensation policies. Future studies conducted over a longer period are recommended
to provide deeper insights into the sustained effects of compensation on teaching quality.
Fifth, potential respondent bias may have occurred, as interviewed teachers might have
provided socially desirable responses or avoided expressing negative opinions regarding
compensation practices. Sixth, the use of secondary documents related to compensation may
have been limited by data availability and the accuracy of existing records. Finally, the
implementation of recommendations from this study may encounter practical challenges,
depending on management support, institutional policies, and available resources. Future
research should address these limitations by involving broader samples, applying longitudinal
designs, and considering additional contextual factors to generate more comprehensive
findings across different educational settings.
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