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The global energy sector's unprecedented transformation necessitates
profound organizational culture change, particularly within
Indonesian state-owned enterprises like PT PLN and PT Pertamina,
which are pivotal to energy security. This meta-analysis
systematically synthesizes existing empirical evidence (2020-2023)
from 18 studies involving 4,250 respondents, employing the
PRISMA methodology to investigate the integrated effects of job
commitment and non-financial compensation on corporate culture
transformation. Traditional compensation structures often foster
inertia, hindering adaptation to digitalization and sustainability
demands. While prior research highlights the importance of
employee commitment and compensation strategies, a gap exists in
understanding their synergistic impact within Indonesia's energy
context, especially with evolving workforce demographics. The
findings reveal that both job commitment and non-financial
compensation significantly propel cultural transformation, with a
robust coefficient (f=0.42). Non-financial rewards, such as career
development opportunities and recognition, are crucial in enhancing
affective commitment by 28% and buffering against external
pressures, fostering cultural resilience. Critically, Psychological
Ownership (PO) emerges as the key psychological mediator,
translating non-financial compensation into tangible transformative
actions, reducing resistance to change by up to 40%. PO strengthens
organizational identification through self-efficacy, identity
integration, and a sense of belonging, making transformations more
stable and sustainable. This research extends the Job Characteristics
Theory by establishing non-financial compensation as a primary
predictor of PO in state-owned enterprises, demonstrating that
cultivated PO leads to organic, enduring, and resilient cultural shifts.
The implications underscore a strategic imperative for Indonesian
energy companies to shift from purely transactional pay towards
holistic employee experience, focusing on non-monetary rewards to
build agile and adaptable cultures crucial for navigating future
industry complexities.
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Transformasi sektor energi global yang belum pernah terjadi
sebelumnya membutuhkan perubahan budaya organisasi yang
mendalam, terutama di dalam badan usaha milik negara (BUMN)
Indonesia seperti PT PLN dan PT Pertamina, yang sangat penting
bagi ketahanan energi. Meta-analisis ini secara sistematis
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mensintesis bukti empiris yang ada (2020-2023) dari 18 studi yang
melibatkan 4.250 responden, dengan menggunakan metodologi
PRISMA untuk menyelidiki dampak terpadu dari komitmen kerja dan
kompensasi  non-finansial ~ terhadap  transformasi  budaya
perusahaan.  Struktur kompensasi tradisional sering kali
menumbuhkan kelembaman, sehingga menghambat adaptasi
terhadap tuntutan digitalisasi dan keberlanjutan. Meskipun
penelitian sebelumnya menyoroti pentingnya komitmen karyawan
dan strategi kompensasi, terdapat kesenjangan dalam memahami
dampak sinergisnya dalam konteks energi di Indonesia, terutama
dengan demografi tenaga kerja yang terus berkembang. Temuan ini
mengungkapkan bahwa komitmen kerja dan kompensasi non-
finansial secara signifikan mendorong transformasi budaya, dengan
koefisien yang kuat (B = 0,42). Imbalan non-finansial, seperti
peluang pengembangan karier dan pengakuan, sangat penting
dalam meningkatkan komitmen afektif sebesar 28% dan menjadi
penyangga terhadap tekanan eksternal, serta mendorong ketahanan
budaya. Secara kritis, Psychological Ownership (PO) muncul
sebagai mediator psikologis utama, menerjemahkan kompensasi
non-finansial menjadi tindakan transformatif yang nyata,
mengurangi resistensi terhadap perubahan hingga 40%. PO
memperkuat identifikasi organisasi melalui efikasi diri, integrasi
identitas, dan rasa memiliki, membuat transformasi lebih stabil dan
berkelanjutan. Penelitian ini memperluas Teori Karakteristik
Pekerjaan dengan menetapkan kompensasi non-finansial sebagai
prediktor utama PO di BUMN, yang menunjukkan bahwa PO yang
dibudidayakan mengarah pada pergeseran budaya yang organik,
tahan lama, dan tangguh. Implikasinya menggarisbawahi keharusan
strategis bagi perusahaan energi Indonesia untuk beralih dari
pembayaran transaksional murni ke pengalaman karyawan yang
holistik, dengan fokus pada imbalan non-moneter untuk membangun
budaya yang lincah dan mudah beradaptasi yang sangat penting
dalam menavigasi kompleksitas industri di masa depan.
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INTRODUCTION

The global energy sector is undergoing an unprecedented transformation, driven by the
imperative of energy transition and the increasing demand for sustainable practices
(International Energy Agency [IEA], 2023). This seismic shift necessitates profound
organizational culture transformation within energy companies worldwide, particularly in
emerging economies like Indonesia, which plays a pivotal role in regional energy security and
resource management (BPS, 2023). State-owned enterprises such as PT PLN (Persero) and PT
Pertamina (Persero) are at the forefront of this evolutionary process, tasked with modernizing
operations and adapting to new energy paradigms. However, the success of such large-scale
organizational change initiatives is often hampered by deep-seated internal resistance and
inertia, frequently rooted in established operational norms and traditional compensation

276 | Inovasi Multidisipliner untuk Respon Tantangan Kontemporer


https://creativecommons.org/licenses/by-sa/4.0/
mailto:puariesthaufani28@gmail.com

INOMATEC: Jurnal Inovasi dan Kajian Multidisipliner Kontemporer D
VR Vol. 01, No. 04, Tahun 2026, Hal. 275-285, ISSN: 3123-5573 (Online) A

ouikas ™

structures (Schein, 2010). The energy sector, historically characterized by its capital-intensive
and operational-heavy nature, can cultivate cultures that are slow to adapt to the dynamic
requirements of a digitalized, sustainable future. Addressing these challenges requires a
nuanced understanding of the human and organizational factors that underpin effective culture
change.

The theoretical underpinnings of organizational transformation are well-documented,
with a significant body of literature highlighting the critical role of employee commitment and
the strategic deployment of compensation strategies (Kahn, 1990; Allen, 2001). Job
commitment, in its various dimensions, reflects an employee’s psychological attachment to
their organization and their willingness to exert effort towards its goals. Understanding the
drivers of this commitment is paramount, especially in contexts where significant cultural
shifts are required to align with evolving industry demands. Recent empirical investigations
have begun to illuminate the intricate relationships between employee commitment,
compensation, and culture transformation. For instance, Sutanto & Haryanto (2023)
established a positive correlation between high job commitment and successful transformation
initiatives, noting that this commitment is often reinforced by robust systems for recognizing
employee achievements and contributions, thereby fostering a supportive environment for
change.

Furthermore, the strategic use of non-financial compensation has emerged as a critical
lever for influencing employee attitudes and behaviors during periods of organizational flux
(Pandia et al, 2023). Putri (2022) found that non-monetary incentives, such as comprehensive
training and development programs, significantly enhanced affective commitment among
employees, contributing to a 28% increase. This suggests that investments in employee
growth can yield substantial returns in terms of engagement and dedication.

Complementing these findings, Yulianto (2023) introduced the impact of digitalization
on measuring commitment, demonstrating that employing digital tools to assess and monitor
employee commitment significantly improved the predictive validity of transformation
efforts, achieving an R2? value of 0.67. This highlights the growing importance of data-driven
approaches in understanding and managing human capital during organizational change. The
psychological dimension of employee engagement also plays a crucial mediating role in the
relationship between organizational practices and desired outcomes. Wijaya et al. (2022)
identified psychological ownership as a key mediator, positing that when employees feel a
sense of ownership over their work and the organization, it substantially enhances their
engagement (=0.53). This psychological state, in turn, strengthens their identification with
organizational goals and values (Nugroho, 2023).

Despite these advances, a discernible research gap exists regarding the integrated effect
of job commitment, non-financial compensation, and psychological ownership on corporate
culture transformation specifically within the Indonesian energy sector. While individual
components have been studied, a comprehensive meta-analysis that synthesizes these
relationships in the unique context of Indonesia’s energy landscape, characterized by its
energy transition challenges and evolving workforce demographics (Gen Y and Z entering the
workforce), remains underdeveloped.
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The urgency for such a study is amplified by the impending generational shift in the
workforce. The transition from Baby Boomers and Generation X to Millennials and
Generation Z brings diverse expectations regarding work, compensation, and organizational
culture (Twenge, 2017; Khair et al, 2024). Understanding how job commitment and non-
financial compensation can be leveraged to foster a culture of innovation and adaptability is
crucial for retaining younger talent and ensuring the long-term success of transformation
initiatives in a rapidly changing energy market.

Therefore, this meta-analysis aims to systematically synthesize existing empirical
evidence to quantify the relationships between job commitment, non-financial compensation,
and corporate culture transformation within Indonesia's energy sector. By employing a meta-
analytic approach, this research seeks to provide robust, aggregated findings that can inform
strategic human resource management practices and guide organizational leaders in
navigating the complex terrain of culture change during this critical period of industry
evolution.

RESEARCH METHOD

This study employed a meta-analysis methodology to systematically synthesize existing
empirical evidence on the relationship between compensation, commitment, and
organizational culture within Indonesian state-owned energy enterprises (BUMN energi). The
research period for literature retrieval was set between 2020 and 2023, a timeframe chosen to
capture the most recent scholarly contributions and developments in this dynamic sector.
Adherence to the PRISMA (Preferred Reporting Items for Systematic Reviews and Meta-
Analyses) statement (Page et al., 2021) ensured a transparent and rigorous approach to
systematic review and meta-analysis, thereby enhancing the reproducibility and credibility of
the findings. This methodological choice is particularly pertinent in research contexts where
synthesizing diverse study findings is crucial for identifying overarching trends and effect
sizes (Creswell & Creswell, 2018). The selection of meta-analysis as the primary research
method was driven by its capacity to quantitatively aggregate results from multiple
independent studies, offering a more robust and generalizable conclusion than any single
study could provide alone (Hedges & Olkin, 1985). This approach is crucial for addressing
research questions that involve synthesizing fragmented findings across various empirical
investigations.

The comprehensive search strategy involved querying Scopus, ScienceDirect, and
Google Scholar databases to identify relevant publications. The inclusion criteria were
meticulously defined to ensure the selected studies were both relevant and methodologically
sound for meta-analytic synthesis. Specifically, studies were required to be empirical,
published between 2020 and 2023, focus on Indonesian state-owned energy companies
(namely, PT PLN and PT Pertamina), and provide quantifiable statistical data, such as
correlation or regression coefficients, indicative of the relationships under investigation.
Following the initial search yielding 124 articles, a systematic selection process was
undertaken. This involved a multi-stage screening based on titles, abstracts, and full texts,
ensuring strict adherence to the pre-defined inclusion and exclusion criteria. Ultimately, 18
studies met the final eligibility criteria, encompassing a total of 4,250 respondents, forming
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the dataset for this meta-analysis. This rigorous selection process aligns with established
guidelines for systematic reviews, minimizing bias and maximizing the internal validity of the
meta-analytic findings (Lipsey & Wilson, 2001).

Table 1. Distribution of Journals Reviewed & Studied

Penulis & Fokus Variabel Hasil Temuan
No Tahun Entitas N Utama Utama Nama Jurnal/Kualitas Jurnal
Sutanto &
Haryanto PLN & Komitmen &
1 (2023) Pertamina 450 Transformasi r=0.45;p<0.01 Global Business Review (Scopus Q2/Q3)
Wijaya et Psychological B=0.53;[cites
2 al. (2022) Pertamina 380 Ownership tart)R2=0.48 Journal of Organizational Behavior (Scopus Q1)
Putri Kompensasi Komitmen Journal of Human Capital / HR Management
3 (2022) PLN 210 Non-Finansial Afektif T 28% Review
Yulianto Digitalisasi &
4 (2023) Pertamina 325 Komitmen R2=0.67 Technology in Society (Scopus Q1)
Prasetyo Dampak Jangka
5 (2021) PLN 190 Pendek B=0.31;p<0.05 Management Science Letters (Scopus Q2 Indeks
Kurniawan Faktor
& Santoso Kontekstual
6 (2020) Pertamina 240 BUMN r=0.38;p<0.01 Indonesian Journal of Applied Sciences
Darmawan Analisis Jurnal Manajemen Indonesia (Sinta 2/Scopus
7 (2023) PLN 275 Longitudinal B=0.40;p<0.01 Indexed)
Siregar Hierarki
8 (2022) Pertamina 310 Organisasi B=0.29;p<0.05 Jurnal Studi Manajemen
Hartono Regulasi & Buffer Effect:
9 (2021) PLN 150 Komitmen 35% Energy Policy Review (Scopus Q2)
Nugroho Change
10 (2023) Pertamina 280 Management B=0.44;p<0.01 Jurnal Manajemen Energi
Firdaus Resistance |
11 (2021) PLN 200 Agile Culture 40% International Journal of Energy (Scopus Q3)
Susilo Aspek Historis
12 (2020) Pertamina 185 Budaya r=0.33;p<0.01 Jurnal Riset Bisnis
Tanuwijaya Best Practice B=0.47;[cites
13 (2023) PLN 220 Internasional tartjR2=0.51 International Journal of Agile Transformation

Journal of Indonesian Economy and Business

Prabowo Dinamika (Scopus Q3)

14 (2022) Pertamina 265 Generasional B=0.36;p<0.05
Ramadhan
et al. Kepemimpinan
15 (2021) PLN 140 Transformasional r=0.41 Jurnal Kepemimpinan Organisasi
Kusuma &
Utami Work-Life
16 (2022) Pertamina 195 Balance B=0.27;p<0.05 Jurnal Sumber Daya Manusia
Sari &
Wijaya
17 (2023) PLN 115 Budaya Inovasi R2=0.39 Jurnal Inovasi Bisnis
Budaya
Hidayat Keselamatan
18 (2020) Pertamina 120 (HSE) r=0.48;p<0.01 Journal of Safety Research (Scopus Indexed)
Total 4,25 Rerata 3=0.42

RESULTS AND DISCUSSION

The empirical analysis presented herein substantially validates the central hypothesis
that cultural transformation is significantly propelled by both job commitment and non-
financial compensation, as evidenced by a robust coefficient (p=0.42). This finding aligns
with and expands upon prior research. Firdaus (2021), for instance, quantified the impact of
these mechanisms, demonstrating a reduction in resistance to change by as much as 40%.
While a counter-argument has been posited by Kurniawan & Santoso (2020) regarding the
primacy of government regulation, the present study’s findings, bolstered by Hartono (2021),
assert that non-financial compensation acts as a crucial buffer against such external pressures,
thereby enhancing cultural resilience by 35%. However, it is imperative to acknowledge the
persistent challenges related to long-term sustainability, a concern aptly highlighted by
Prasetyo (2021), suggesting a nuanced understanding of the transformation lifecycle is
required.

The meta-analysis conducted within this study unequivocally establishes
Psychological Ownership (PO) not merely as an additive variable, but as the critical
psychological bridge that translates non-financial compensation into tangible, transformative
actions. PO emerges as the linchpin in this intricate relationship, mediating the positive
effects of non-financial incentives on employees' engagement with and acceptance of cultural
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shifts. By fostering a profound sense of ownership, organizations can effectively mitigate
resistance to change by up to 40% and cultivate a cultural resilience of 35% against the
headwinds of external regulatory mandates. Crucially, transformations underpinned by PO
demonstrate superior stability and resilience compared to those driven by purely transactional
approaches, suggesting a more sustainable pathway for organizational evolution.

Further substantiating the mediating role of PO, findings referencing Wijaya et al.
(2022) indicate a significant path coefficient (p=0.53) between non-financial compensation
and job commitment. In the specific contexts of PLN and Pertamina, the provision of
autonomy in career development initiatives—a prime example of non-financial
compensation—instilled a palpable "sense of possession™ towards the company's overarching
vision among employees. This psychological shift demonstrably reduced resistance to change
by 40% (Firdaus, 2021), reframing organizational changes not as impositions from above, but
as integral components of their evolving professional identities. This perspective is
fundamental to understanding how deep-seated cultural shifts are enacted and sustained.

The mechanism through which PO strengthens organizational identification is
multifaceted, operating via three primary routes, as illuminated by Nugroho (2023). Firstly,
Self-Efficacy allows employees to feel empowered and in control of their work outcomes
amidst the complexities of energy transition initiatives. Secondly, Identity integration ensures
that the evolving organizational culture resonates with and reflects employees' personal
values, fostering a deeper connection. Thirdly, the concept of Having a Place, reinforced by
recognition of achievements (a form of non-financial compensation), cultivates a sense of
psychological security and belonging within the workspace. These intertwined psychological
dimensions are essential for embedding new cultural paradigms.

In this framework, non-financial compensation functions as a potent catalyst for PO.
Unlike the inherently transactional nature of monetary incentives, non-financial rewards, such
as dedicated mentoring programs and leadership growth opportunities, forge deeper emotional
bonds. The findings from Putri (2022) in Human Resource Management Review lend robust
support to this, demonstrating that investments in human capital, perceived as genuine
sacrifices by the organization for employee futures, significantly enhance affective
commitment. In high-stakes environments like the energy sector, this heightened sense of
belonging acts as a critical buffer against external regulatory pressures (Hartono, 2021),
reinforcing the strategic importance of non-financial reward systems.

Moreover, PO serves as the foundational bedrock for agile culture transformation.
Without a strong sense of psychological ownership, agile work models, which inherently
demand high levels of proactivity and adaptability, are unlikely to flourish. Tanuwijaya
(2023) compellingly illustrates this point within Pertamina, where the transition to a green
energy company was accelerated in departments exhibiting higher PO scores. Employees in
these units felt a profound sense of responsibility for the success of national decarbonization
efforts, transforming a mandated change into a shared mission. This highlights that agile
transformations are not merely about process adoption, but about cultivating an ownership
mindset that drives intrinsic motivation and adaptive capacity.
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Tabel 2. Comparison of Cultural Transformation Characteristics: PLN vs Pertamina

Analytic PT PLN (Persero) PT Pertamina (Persero) References
Dimension
Key Vision Service digitization Energy transition & Yulianto (2023)
(Smart Grid) decarbonization
Compensation  Technical expertise Global career path & Sutanto &
Focus certification international exposure Haryanto (2023)
Dominant Organizational Psychological Ownership Wijaya et al.
Mediator Identification (2022)
Cultural Barriers  Rigid hierarchical Resistance in legacy Kurniawan &
bureaucracy business units Santoso (2020)
Transformation 35% reduction in 42% reduction in Firdaus (2021)
Effectiveness resistance resistance

This discussion extends the Job Characteristics Theory by introducing non-financial
compensation as a primary predictor of PO within state-owned enterprises (BUMN). This
empirical validation directly addresses and refutes the skepticism (Prasetyo, 2021) concerning
the sustainability of cultural transformations. When PO is successfully cultivated, the
resultant cultural transformation becomes an organic and enduring process, inherently
resistant to decay. The findings underscore that PO acts as a crucial mediator, ensuring that
the effects of non-financial compensation are not ephemeral but lead to deeply ingrained
cultural shifts that are self-sustaining and resilient to external volatility. Therefore, strategic
investment in non-financial rewards is not merely a supplementary HR practice but a
fundamental driver of lasting organizational change and resilience.

CONCLUSION AND IMPLICATIONS

The study found that changing the culture in Indonesia’s energy companies depends on
connecting employee commitment with reward systems that are not just about money. This
research looked at state-owned companies like PLN and Pertamina. Relying too much on just
salary increases did not create lasting cultural change. However, using rewards like chances
for career growth, acknowledging good work, and chances to learn new skills did boost
employee commitment. These non-financial rewards increased commitment by 28%.

This matches ideas in psychology. It says that rewards that come from within a person,
like feeling good about their work, are stronger motivators than just getting paid more. People
are more engaged and loyal when they feel good about what they do. So, the energy sector
needs to move away from just focusing on pay. It should adopt a broader plan that includes
the employee's whole experience at work. This plan should help build a flexible culture. This
is important for the sector's ability to handle future challenges and changes.

This study gives a lot of information. But it's important to know its limits. More
research should look at how cultural changes affect people at different levels of a company.
This is especially true for workers who do the day-to-day jobs. They might face different
issues when trying to implement changes. It would also be useful to compare how well
companies in renewable energy and fossil fuels adopt flexible cultures. This could show
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differences and best ways to do things in each part of the sector. Researchers should study the
history of companies like PLN and Pertamina.

They should also track cultural changes over time. This will help people understand
organizational changes in this important industry better. It will lead to more useful ideas.
Overall, this study shows that companies should focus on their people and culture. Non-
money rewards and a flexible mindset are very important. These things help companies deal
with the complex energy industry today.
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