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ABSTRACT

The present research aims to investigate the explanatory effects of demo-
graphic factors, such as gender, generation types, and tenure, on employ-
ees’ post-transition QWL and commitment in the oil and gas sectors. This
research used two oil and gas companies in Indonesia, one state-owned
and one private company, that have just transitioned from foreign to na-
tional management. A survey of 159 employees was conducted to collect
primary data. The analysis employed descriptive statistics, independent t-
test, ANOVA, and regression analysis. While gender did not elicit significant
differences, generation types and tenure, on the other hand, generated sub-
stantial differences in employees' QWL and commitment. The X-er employ-
ees and those who had higher tenure in the post-transition scenario
demonstrated the highest QWL and commitment. Furthermore, the most
pronounced effect of QWL on commitment was found among employees
with lower tenures than those with moderate or higher tenures. This study
offers a novel approach by applying psychological contract theory to ex-
plain how QWL influences employee commitment within the oil and gas
sector following a transition from foreign to national ownership and man-
agement. In addition, the use of gender, generation type, and tenure as ex-
planatory variables offers fresh insights into understanding the dynamics
of employee commitment in the transitional context.

Keywords: Psychological contract, QWL, Commitment, Demographics,
Post-transition, Oil and gas

Background

and over-anticipation. However, empirical data

In recent decades, the oil and gas sector has  reveals a sobering reality: 50% to 80% of post-
witnessed successive waves of takeovers, a transition mergers, acquisitions, and takeovers
trend often accompanied by over-optimism fail to deliver the expected benefits. Research
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shows that many of these failures, ranging from
one-third to one-half, stem from a dispropor-
tionate focus on strategic and financial objec-
tives during deal negotiations and a lack of at-
tention to post-integration management and
human aspects, including psychological, cul-
tural and personnel considerations (Sinkovics
et al, 2011). Employee resistance is a well-rec-
ognized reason for the high failure rates of
many post-transitions, which might elicit em-
ployees' negative emotions (Dorling, 2017).
For example, AlMulla et al. (2019) reveal that
organizational tension did exist, which eventu-
ally affected employee morale after the transi-
tion of the UAE's oil and gas company. Espe-
cially when involving a transnational transition
from foreign to national ownership, some un-
desired consequences, such as culture shock,
inconvenience at work, decreased organiza-
tional support, and many other human re-
source management aspects, have become ma-
jor issues in oil and gas sectors (e.g. Sinkovics
etal, 2011; Daoetal,, 2017; Dorling, 2017; Mit-
tal and Sridhar, 2018; AlMulla et al., 2019; Gra-
ham et al,, 2020).

Previous studies on post-transition scenar-
ios have ignored how transitions may impact
quality of work life (QWL) and employee com-
mitment in the oil and gas sector. For example,
Rodriguez-Sanchez et al. (2020) as well as
Vidyakala and Devipriya (2021) found that
post-transition of merger or acquisition com-
monly causes psychological disturbances in
employees, such as increased stress, decreased
morale, and, to some extent, motivating em-
ployees to quit. Therefore, according to Stein-
berger and Mirc (2020), retaining key employ-
ees is often one of the most essential issues in
post-acquisition integration. In such a case,
post-transition management must retain em-
ployees' commitment to stay with the company
by maintaining the QWL (Basu et al,, 2025). For
example, the business emphasis on technologi-
cal advancement and the prioritization of
health and safety in the oil and gas industry
(e.g, Abudaqga and Hilmi, 2021; Edmund et al,,
2023) directly correlates with the necessity of
having committed employees in post-integra-
tion situations. Trained and skilled employees
are crucial for effectively implementing and

leveraging new technologies, ensuring contin-
ued operational efficiency and competitive-
ness, and fostering a culture of trust and com-
mitment within the organization. By retaining
committed employees, companies may pre-
serve institutional knowledge, drive innova-
tion, and navigate post-integration challenges
more effectively, ultimately contributing to
long-term success in the dynamic oil and gas
sector.

It is a common practice in oil and gas com-
panies to provide quality of work life (QWL)—
employee valuation in their work environment
(Martinez-Buelvas and Jaramillo-Naranjo,
2019)—by offering several benefits and ad-
vantages to maintain committed employees
(Abudaga and Hilmi, 2021). The QWL is highly
associated with high levels of commitment
(Kanten, 2014). Some studies have evidenced
the effect of QWL on employee commitment in
various sectors, such as the health industry in
Turkey (Ay et al,, 2020), logistics companies in
Columbia (Martinez-Buelvas and Jaramillo-Na-
ranjo, 2019), SMEs in Egypt (El Badawy et al,,
2018), and higher education institutions in the
UK (Fontinha et al,, 2016). However, the mag-
nitude of such a relationship might be more
complicated given the diversity of personal fac-
tors, such as gender, age, and tenure, especially
when it comes to a post-integration situation,
particularly in the oil and gas sectors. Further-
more, while many studies have demonstrated
the effect of socio-demographic factors on com-
mitment and QWL (e.g., Zayas-Ortiz et al,, 2015;
Koénya et al,, 2016; Dhamija et al., 2019; Celik et
al,, 2021), demographic factors such as gender,
age, and tenure are often used as control and
moderation variables (e.g, Karkoulian et al,
2016; El Badawy et al., 2018; Celik et al., 2021;
Lambert et al,, 2019) than as explanatory fac-
tors. Therefore, the current study’s aims are
twofold. First, it aims to investigate the explan-
atory effects of demographic factors, such as
gender, age (which later will be converted into
generation types), and tenure, on employees’
post-transition QWL and commitment. The sec-
ond is to investigate the total and each effect of
QWL on commitment based on their demo-
graphic factors.
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Conceptual Framework and Hypotheses
Psychological Contract

The theory underlying the relationship be-
tween demographic factors, QWL, and commit-
ment in the current study is the psychological
contract theory. The initial definitions of psy-
chological contracts viewed the term as an ex-
change agreement containing mutual expecta-
tions between employers or organizations and
their employees (e.g., Argyris, 1960; Levinson
et al, 1962; Schein, 1965). Later, Rousseau
(1989) shifted the term ‘expectations’ to ‘prom-
ises,” accentuating the role of employers or or-
ganizations in creating psychological contracts
(Coyle-Shapiro et al, 2019). An exchange
agreement is all about ‘give and get in return’
(Conway and Pekcan, 2019). For example, to
get committed employees, employers should
give them benefits in return. On the other hand,
to get such benefits, employees, in return, must
give their commitment to stay and best effort to
their employers. The psychological contract is
not officially written and is often beyond for-
mal agreements, such as compensation and
other physical facilities promised to or ex-
pected by employees (Lee et al,, 2016; Conway
and Pekcan, 2019; Abudaqga and Hilmi, 2021). It
may include elements of quality work of life
such as fairness, challenges, motivation, oppor-
tunities, job security, communication, and pro-
grams to cope with job stress (Mosadeghrad,
2013; Herrera and Heras-Rosas, 2021). Thus,
the current study briefly defines psychological
contracts as unwritten, implicit expectations or
promises and obligations between employees
and employers that go beyond formal employ-
ment agreements.

Psychological contract fulfilment assumes
that the employer/organizations-employee re-
lationship is established and strengthened
through the exchange of positive inputs (e.g,
the QWL's elements) and outcomes between
both parties, thereby generating commitment
(Lee et al., 2016; Herrera and Heras-Rosas,
2021). Fulfilling psychological contracts may
trigger employees' psychological empower-
ment, fostering their intrinsic motivation to
perform tasks with autonomy, independence,
relevance, and meaningful work. This empow-
erment will likely increase their work

engagement and presence (Soleimani et al,
2021). In turn, organizations must provide the
necessary resources to support their employ-
ees (Huynh, 2021). On the contrary, a perceived
psychological contract breach, such as employ-
ers' or organizations' failure to keep their "un-
written promises' or to fulfill employees' ex-
pectations, can result in a lower commitment
(Coyle-Shapiro et al, 2019). Yet, how de-
mographics, such as generation types, gender,
and tenure as explanatory factors, might in-
voke distinct strengths of such relationships
within employees in post-transition oil and gas
firms remain understudied.

Demographic Factors

Demographics encompass statistical data
about a particular population, which is used to
discern quantifiable subsets within the popula-
tion (Kénya et al., 2016). Commonly employed
demographic factors such as gender, age, and
work experience or tenure serve as pivotal per-
sonal factors, predominantly employed as con-
trol and moderating factors in studies related
to human resources (e.g., Karkoulian et al,
2016; E1 Badawy et al., 2018; Celik et al., 2021;
Lambert et al,, 2019). For example, with the in-
creasing participation of women in the work-
force, gender disparities have been extensively
investigated to probe into employee behavior
within work settings. Such disparities may in-
fluence employees’ QWL and commitment (e.g.,
Shanmugam and Bharathi, 2017; El Badawy et
al, 2018).

Intriguingly, a multitude of studies have
yielded conflicting outcomes because some re-
search has failed to detect significant impacts of
gender disparities on employees’ QWL (e.g.,
Dhamija et al., 2019) and commitment (e.g., Za-
yas-Ortiz et al, 2015; Kénya et al, 2016;
Rothausen and Henderson, 2019). As a result,
the impact of gender differences remains rela-
tively inconclusive, thereby demanding further
investigation. Nevertheless, within the confines
of this study, we posit that gender differences
may potentially delineate the extent of employ-
ees’ QWL and commitment within the oil and
gas sector, given that it is presumed to be a
male-dominated industry (Williams, 2019).
Thus, we hypothesize:
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H1: Gender difference invokes a significant dif-
ference in employees’ QWL (a) and com-
mitment (b).

Moreover, contemporary  differences
among generations represent a pivotal facet of
today's workplace diversity, with significant
implications for organizations over the long
haul. Generations delineate cohorts or groups
of individuals shaped by shared life experi-
ences during roughly 20- to 25-year spans
(Celik et al,, 2021). Each generation tends to ex-
hibit similar cognitive frameworks, values,
traits, attitudes, expectations, and beliefs
among its members (Martinez-Buelvas and
Jaramillo-Naranjo, 2019; Celik et al., 2021). In
the contemporary professional landscape, two
predominant generational cohorts define the
workforce: Generation X (born between 1965
and 1980) and Generation Y (born between
1981 and 2000), colloquially termed millenni-
als (Martinez-Buelvas and Jaramillo-Naranjo,
2019; Robbins and Judge, 2024). These cohort
manifest different workplace behaviors. While
Generation X workers typically prioritize sta-
bility, adherence to rules, status attainment, ca-
reer planning, and compromise, millennials
tend to seek competition for leadership posi-
tions, novel experiences, new knowledge acqui-
sition, autonomy, and challenge the status quo
(Bencsik et al, 2016). Millennials are fre-
quently perceived as less inclined to internalize
organizational culture compared to their pre-
decessors (baby boomers and Gen-X), poten-
tially impacting their QWL (Adriansyah et al,
2024). In support, numerous studies have
demonstrated variations in QWL and commit-
ment across generational cohorts (e.g., Mar-
tinez-Buelvas and Jaramillo-Naranjo, 2019; Ay
et al.,, 2020; Celik et al,, 2021; Weerarathene et
al, 2023). Guided by these findings, we posit
the following hypothesis:

H2: Generation type invokes a significant dif-
ference in employees’ QWL (a) and com-
mitment (b).

Furthermore, the duration of employees'
tenure—the number of years of work experi-
ence (Dhamija et al, 2019)—may influence
their expectations and evaluations throughout
their service in the organization. For instance,

Dhamija et al. (2019) found that in the banking
sector in India, employees tended to expect a
higher QWL from organizations as tenure in-
creased. This trend of tenure's notable impacts
on QWL has been corroborated across various
industries, including the education sector in In-
dia (Shanmugam and Bharathi, 2017), the lo-
gistics sector in Colombia (Martinez-Buelvas
and Jaramillo-Naranjo, 2019), and the
healthcare sector in Indonesia (Adriansyah et
al,, 2024). In addition, Yang et al. (2017) noted
a positive relationship between team mem-
bers' commitment and their tenure in the US
healthcare industry. Similarly, Lambert et al.
(2019) found a positive and significant impact
of tenure on commitment among correctional
staffs in the US. Thus, the proposed hypothesis
is as follows:
H3: Tenure invokes a significant difference in
employees’ QWL (a) and commitment (b).

The Effect of QWL on Commitment
Employees are expected to show commit-
ment to the organization; however, such an ex-
pectation necessitates a reciprocal relation-
ship. One of the benefits that organizations are
obligated to provide in exchange for employ-
ees' commitment is quality of work life, a meas-
ure designed to safeguard employees' physical
and mental well-being, particularly in high-
stress and advanced technology sectors such as
oil and gas (Abudaqa and Hilmi, 2021). Abun-
dant research emphasizes that cultivating em-
ployees' commitment hinges upon organiza-
tions reciprocating with favorable treatment
(e.g., El Badawy et al., 2018; Martinez-Buelvas
and Jaramillo-Naranjo, 2019; Ay et al.,, 2020).
This reciprocity is achieved through a symbi-
otic exchange of inputs: organizations provide
various compensation programs and cultivate
conducive working environments, while em-
ployees reciprocate with their commitment to
giving their best efforts to companies (Conway
and Pekcan, 2019; Coyle-Shapiro et al., 2019).
Nevertheless, the strength of such relation-
ships among employees with differing de-
mographics remains unclear. For example, it is
widely acknowledged that women tend to be
more committed to the organization than men
(Kénya et al, 2016), often emphasizing a
greater need for work-life balance than their
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male counterparts (Karkoulian et al., 2016).
While Generation X employees prioritize job
security and stability, millennials seek new
challenges and opportunities (Martinez-Buel-
vas and Jaramillo-Naranjo, 2019). Gen-Xers
generally favor a conservative approach, focus-
ing on career pursuit, whereas millennials tend
to be more open-minded, seeking greater pur-
poses from working (Park and Park, 2018).
Furthermore, studies by Rabindarang et al
(2014) suggest that older employees exhibit
higher commitment levels than their younger
counterparts. Similarly, Celik et al. (2021) and

Gender types

Male

Female

Generation types

Gen-X

/A

Gen-Y

Tenure

Moderate

p

Higher

Ngotngamwong (2019) propose that millenni-
als tend to display lower commitment levels
than Generation X employees. Additionally, it is
notable that commitment tends to increase
with tenure (e.g., Yang et al,, 2017; Lambert et
al,, 2019). In light of these findings, we posit the
following hypothesis:
H4: Employees' QWL has a positive and signif-
icant effect on employees' commitment
(a), such that the higher impact occurs in
female employees (b), generation X em-
ployees (c), and those who experience
higher tenure (d).

Quality Work of
Life

Employee Commitment

Figure 1. Research model

Methods
Participants

The participants were employees working
in Indonesian oil and gas companies that had
just transitioned from foreign to national own-
ership within less than two years. This period
is critical as it represents the time frame em-
ployees are most likely to adapt to the organi-
zational changes (Ullrich et al,, 2023). One was
a state-owned company and one was a private
company. The participants were asked to
complete a questionnaire and informed con-
sent voluntarily.

As shown in Table 1, 215 questionnaires
were distributed, and 159 were valid to be pro-
cessed further, fulfilling a response rate of 74
percent. Most participants were male (62.9%),
holding undergraduate degrees (56.6%), and
earning more than IDR 20 million or more than
USD 1,250 a month (55.3%). Most have worked
with the company for 11 to 20 years (56%), and
the Gen-X employees dominated the workforce
(69.8%).
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Table 1. Demographics

Aspects Freq. %
Gender Male 100 62.9
Female 59 37.1
Total 159 100
Education Equal or less than senior high school 21 13.2
Diploma degree 16 10.1
Undergraduate degree 90 56.6
Master degree 32 20.1
Doctoral degree 0 0
Total 159 100
Average monthly income  Choose not to answer 18 11.3
“IDR 1 - 5 million 0 0
IDR 6 - 10 million 9 5.7
IDR 11 - 15 million 5 3.1
IDR 16 - 20 million 39 24.5
> IDR 20 million 88 55.3
Total 159 100
Age Gen-X (45 - 60 years old) 111 69.8
Gen-Y (23 - 44 years old) 48 30.2
Total 159 100
Tenure Lower (1 - 10 years) 37 233
Moderate (11 - 20 years) 89 56.0
Higher (more than 20 years) 33 20.7
Total 159 100
Measurement Y = 2), and tenures (lower = 1; moderate = 2;

A five-point Likert scale ranging from
strongly increased (5) to extremely decreased
(1) was used for all items. The quality of work
of life, employee commitment, and demo-
graphic information were assessed. Alpha coef-
ficients for the continuous variables (QWL and
commitment) are reported in Table 2 and are
.60 or higher for all scales. The QWL (a = .80)
was measured with eight items adopted and
modified from Mosadeghrad’s (2013) quality of
working life scale. Employee commitment (a =
.79) was measured with three items adopted
and modified from Sutherland (2018).

The  personal characteristics (de-
mographics) consisted of gender types (male =
1; female = 2), generation types (gen-X = 1; gen-

Table 2. Validity Check

higher = 3). The generation types were grouped
by calculating the birth year range based on
Robbins and Judge's generation classification
(2024). They categorize workers born between
1965 and 1980 as Generation X, while those
born from 1981 to 2000 are millennials. Based
on this reference, we grouped respondents
aged 45-60 as X-ers and those aged 23-44 as
millennials. Meanwhile, tenure was grouped by
dividing the length of service by an interval of
10 years. Those who worked for 1 to 10 years
were grouped as employees with lower tenure;
10 to 20 years were assumed to have moderate
tenure, and those above 20 years were workers
with higher tenure.

Items

*Cronbach’s «

Post transition quality work of life
Participation in decision-making
Opportunity and fairness in job promotion

.80
.79
.76
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Items *Cronbach’s a
The company’s ability to handle work-related challenges .78
Communication between departments .78
Motivation to work .76
Job security .78
Compensation programs .79
Company’s programs to cope with job stress .82

Post transition employees’ commitment .79
Loyalty to organization .69
Congruity and acceptance towards organizational values 74
Pride of being part of the organization 72

Data Analysis

Hypotheses were examined using mean
analysis, independent t-test, ANOVA, and re-
gression analysis, both in total and by splitting
the demographics to check the effect of the
quality work of life on employee commitment
according to participants’ gender, generation
types, and tenure.

Result
Independent t-tests were employed to test
the effects of gender differences on the quality

5.007

t=-82,p=.36

4007

1 3004

Qw

2.007

1.004

of work life and employee commitment. As
shown in Figure 2, the female employees' QWL
(M =3.85; SD =.60) was slightly higher than the
males’ one (M = 3.77; SD = .56). However, the
difference was not significant (t = -.92; p =.36);
thus, rejecting H1a. Similarly, there was no sig-
nificant difference (t =.24; p =.81) between fe-
male employees’ commitment (M = 4.07; SD =
.70) and that of the males (M = 4.09; SD =.63),
therefore, rejecting H1b.

5007

t=24p=81

4,00

3.007

Commitment

2004

1.00

Male Female

Gender

Error Bars: 35% CI

Male Female

Gender

Error Bars: 95% Cl

Figure 2. Post transition quality work of life and commitment by gender

In Figure 3, on the contrary, a significant dif-
ference (t = -.6.80; p = .00***) existed between
the Gen-X and the Gen-Y employees’ QWL.
Here, our finding reveals that millennial em-
ployees experienced lower QWL (M = 3.62; SD
=.51) than the Gen-X employees (M = 4.22; SD

=.51). Similarly, a significant difference (t = -
.6.17; p = .00***) occurred in employee com-
mitment. Again, the millennials showed lower
commitment (M = 3.91; SD =.66) than the Gen-
X employees (M = 4.48; SD = .47). Hence, H2a
and H2b were supported.
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1 3007
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Age

Error Bars: 95% Cl

¥ < 01

5.007

t=-6.17, p = 00***
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3007

Commitment

2007
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Figure 3. Post transition quality work of life and commitment by generation types
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F=2217 p= 00"

4.00

300
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Lower Moderate Higher

Tenure
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5007 F=1843 p= 007"

4.007

3007

Commitment

2007

1.004

Lower Maderate Higher

Tenure

Error Bars: 95% CI

Figure 4. Post transition quality work of life and commitment by tenure

ANOVA was employed to test the effect of
tenure on employees’ QWL and commitment.
As shown in Figure 4, there was a significant
difference (F = 22.17; p =.00***) in employees’
QWL between those with distinct tenure, thus
confirming H3a. Employees who had higher
tenure sensed the strongest QWL (M = 4.30; SD
=.48), as compared to those who had moderate
(M =3.74; SD =.52) and lower tenure (M = 3.51;

Table 3. Regression Analysis

SD =.53). Also, employees who had higher ten-
ure demonstrated the strongest commitment
(M = 4.61; SD = .39) than the moderate (M =
4.02; SD =.59) and the lower ones (M =3.77; SD
=.74). As such, these figures led to a significant
difference of commitment level based on ten-
ure (F = 18.43; p = .00***), thus, supporting
H3b.

Models Coeff. t aSig.  Adj. R?
Quality of Work Life - Employee Commitment 74 13.89 .00™ .55
Male .73 1043  .00™ .52
Female .78 9.29 .00™ .60
IJMABER 3765 Volume 6 | Number 8 | August | 2025
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Models Coeff. t aSig. Adj. R?
Gen-X 74 7.38 .00 .53
Gen-Y .68 9.69 .00" 46
Lower tenure 71 5.99 .00 49
Moderate tenure .68 8.64 .00" 46
Higher tenure .65 481  .00™ 41

The first regression test had the QWL as the
independent variable and employee commit-
ment as the dependent variable. Table 3
demonstrates that the QWL positively and sig-
nificantly influenced employee post-transition
commitment (coeff. =.74; t = 13.89; p = .00**¥),
thus confirming H4a. Further regression tests
examined both variables, but the results dif-
fered by demographic factors. All models
showed a positive and significant effect of em-
ployee QWL on commitment. Based on the gen-
der type, both male and female employees
demonstrated a positive and significant impact
of the QWL on commitment. In such a case, fe-
male employees had a slightly higher effect (co-
eff. =.78; Adj. R2 = .60) than the males (coeff. =
.73; Adj. R2 = .52). Therefore, H4b was sup-
ported. Gen-X employees’ QWL had a more sig-
nificant effect on commitment (coeff. =.74; Adj.
R2=.53) than that of the millennials (coeff. =
.68; Adj. R2 = .46), confirming H4c. On the con-
trary, H4d was not supported, quite surpris-
ingly. A more significant effect of QWL on com-
mitment occurred in those who had lower ten-
ure (coeff. =.71; Adj. R2 = .49) compared to
those with moderate (coeff. =.68; Adj. R2 = .46)
and higher tenure (coeff. =.65; Adj. R2 = .41).

Discussion

Despite extant studies on the relationship
between QWL and employees' commitment,
there remains a notable gap in empirical inves-
tigations regarding the influence of gender dis-
parities, generation types, and tenure as ex-
planatory variables on this model, particularly
within the post-transition phases of the oil and
gas industries. This study attempts to elucidate
the distinctive impact of these demographic
factors on the relationship between QWL and
employees' commitment.

Contrary to the hypothesis, the present
study revealed no significant differences be-
tween the female and male employees’ QWL

and commitment. Both genders scored better
QWL and commitment levels in post-transition
scenarios. While the hypothesis was rejected,
these results are consistent with numerous
previous studies (e.g., Zayas-Ortiz et al., 2015;
Koénya et al,, 2016; Rothausen and Henderson,
2019). As such, gender effects in organizational
behavior studies remain inconclusive and con-
text-dependent. This also explains why there
was only a slight difference observed between
female and male respondents regarding the im-
pact of QWL on commitment.

On the contrary, generation types elicited
influential differences in employees’ QWL and
commitment. In this vein, employees from Gen-
X expressed better QWL and commitment than
the millennials. More particularly in the per-
spective of job security, millennial employees
generally feel less secure than Generation X
employees due to their contrasting values and
expectations. Such differences can be at-
tributed to various factors, including work val-
ues, attitudes toward authority, and expecta-
tions. Having grown up in a different socio-eco-
nomic landscape, Gen-Xers often prioritize sta-
bility, autonomy, and tangible rewards in their
professional lives (e.g., Bencsik et al., 2016;
Adriansyah et al., 2024). In contrast, millenni-
als, growing up during economic uncertainty
and rapid technological changes, millennials
tend to seek flexibility and purpose in their
work, leading them to view their roles as more
transient and less committed to long-term em-
ployment. (e.g., Ngotngamwong, 2019; We-
erarathne et al, 2023). These distinct genera-
tional outlooks and preferences may contribute
to variations in employees' QWL and commit-
ment levels. This also explains why employees
of Gen-X demonstrated a higher effect of QWL
on commitment. This finding, thus, supports
existing studies suggesting the differentiating
effect of generation types on QWL and commit-
ment (e.g, Martinez-Buelvas and Jaramillo-
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Naranjo, 2019; Ay et al., 2020; Celik et al., 2021;
Weerarathene et al, 2023; Adriansyah et al,,
2024).

The study reveals substantial variations in
QWL and commitment levels among employees
with differing tenures. Remarkably, those with
longer tenures sensed the highest QWL and
commitment, followed by individuals with
moderate and lower tenures, respectively. This
intriguing pattern suggests a direct correlation
between tenure and the improvement of QWL
and commitment within the oil and gas sectors.
Such findings have broader implications across
various sectors, such as the banking sector
(Dhamija et al.,, 2019), logistics domain (Mar-
tinez-Buelvas and Jaramillo-Naranjo, 2019),
educational institutions (Fontinha et al., 2016;
Shanmugam and Bharathi, 2017), healthcare
industry (Yang et al, 2017; Adriansyah et al,,
2024), and public sector organizations (Lam-
bert et al,, 2019). This consistency underscores
the robustness of the relationship between ten-
ure, QWL, and commitment, which remains a
salient consideration for organizations and hu-
man resources strategies across diverse pro-
fessional contexts.

Contrary to expectations, the most pro-
nounced effect of QWL on commitment was
found among employees with lower tenures
than those with moderate or higher tenures.
This finding is elucidated by comparing the
mean differentials of QWL and commitment
across three distinct tenure groups (see Figure
4). Employees with lower tenure exhibited the
lowest mean differential (3.77commitment -
3.51QWL = .26) in comparison to those with
moderate (4.02commitment - 3.74QWL = .28)
and higher ones (4.61commitment - 4.30QWL
= .31). These figures indicate that the closest
alignment between QWL and commitment oc-
curred within the shorter tenure group, under-
scoring its predominant impact in this cohort.
Nonetheless, the differentials among the three
groups show marginal significance.

Such a claim may be counterintuitive ini-
tially because one might predict that employ-
ees with longer tenures have a stronger rela-
tionship with their workplace. However, there
are plausible explanations for this finding.
First, employees with shorter tenure might be
more sensitive to the immediate work

environment, including factors such as QWL
(e.g., Lee et al, 2016; Lay et al,, 2016; Dhamija
et al,, 2019). Since they are still in the earlier
process of establishing their perceptions and
attitudes towards the company, any improve-
ments in their perceived QWL may have a more
pronounced influence on their commitment
levels. Second, employees with shorter tenure
may have lower external commitments or at-
tachments to the company (e.g., Rabindarang et
al, 2014; Yang et al, 2017; Lambert et al,
2019), allowing them to adjust their commit-
ment levels more readily based on dynamics in
their work environment. On the other hand,
employees with higher tenures may have es-
tablished routines, social connections, and in-
grained perceptions of the company, making
them less responsive to changes in their per-
ceived quality of work life.

Conclusion

The findings have several contributions.
First, this research contributes to the existing
body of literature, which consistently suggests
a positive correlation between employees'
QWL and commitment (e.g, Fontinha et al,
2016; Srivastava and Pathak, 2016; El Badawy
et al, 2018; Martinez-Buelvas and ]aramillo-
Naranjo, 2019; Abudaqga and Hilmi, 2021).
Nonetheless, the present study enriches this lit-
erature by showing that such a relationship
cannot be oversimplified or universally applied
across various demographic factors commonly
encountered in the workplace, including gen-
der, generation type, and tenure.

Second, while past studies often employed
these demographics as control or moderating
variables (e.g., Karkoulian et al, 2016; El
Badawy et al.,, 2018; Lambert et al., 2019; Celik
et al, 2021), this research treated them as ex-
planatory factors. Adopting this approach may
offer amore precise explanation ofhow gender,
generational differences, and tenure exert dis-
tinct impacts on both QWL and commitment
and the relationship between these two con-
structs.

Third, the study's findings may offer a novel
insight into the application of psychological
contracts, particularly regarding the principle
of "give and get in return” (Conway and Pekcan,
2019) between employees and employers in
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the post-transition oil and gas industry, a con-
text that has received comparatively little at-
tention in the literature.

From the practical or managerial perspec-
tive, this research emphasizes the need to en-
hance the quality of psychological contract in
post-transition situations within the oil and gas
sector. Given the characteristics of employees
in this sector, who mostly have high education
and remuneration, a continuous demand exists
to enhance the quality of work-life aspects and
sustain their allegiance to the company in post-
transition scenarios. Acquiring talents in the
advanced technology-driven oil and gas indus-
tries is undoubtedly challenging and costly,
particularly during pivotal post-transition
phases amid increasing productivity targets
under new management. Retaining existing tal-
ents emerges as the best and most efficient
strategy. Thus, nurturing employees' positive
perceptions of the psychological contract
through post-transition QWL improvements is
imperative to bolster their commitment and
dedication during the critical period.

Notably, special attention needs to be given
to millennial employees who commonly exhibit
lower levels of perceived QWL and commit-
ment as they are poised to replace the retiring
Generation X workforce. To address their dis-
tinctive needs (e.g., Martinez-Buelvas and Jara-
millo-Naranjo, 2019; Ngotngamwong, 2019),
millennials in the oil and gas sector require in-
creased autonomy, challenging tasks, flexibil-
ity, skill development opportunities, along with
clear paths for career advancement and com-
petitive compensation packages.

Despite the contributions, this study has a
few limitations. First, due to the male-domi-
nated nature of the oil and gas sector (Williams,
2019), the proportion of female respondents
(37.1%) in this study was significantly more
marginal than that of males (62.9%). This con-
siderable gender disparity might result in dis-
tinct outcomes if examined within female-dom-
inated or gender-neutral industries. Therefore,
future studies should explore the model's ap-
plicability in different sector contexts. Second,
the study focused on post-transition QWL and
commitment, neglecting the pre-transition
phase. Thus, to provide a more comprehensive
understanding, both pre-and post-transition

phases should be investigated to ascertain the
effect of QWL on commitment across diverse
demographic groups. Third, demographic ef-
fects in this study were analyzed separately,
potentially overlooking its interactive effects.
For example, gender effects might exhibit sig-
nificant interactions with generation types or
tenures, potentially yielding different results.
Therefore, further studies should explore these
effects within an interactive model framework.
Another limitation is that this study gath-
ered data from one state-owned enterprise and
one private company, but both were analyzed
as a single group without a comparative assess-
ment. This approach overlooks the potential for
greater commitment and job security typically
associated with state-owned enterprises, as
Wong (2017) noted. Future studies should
compare the post-transition impacts on quality
of work life (QWL) and commitment across
these distinct types of companies to enhance
understanding of these dynamics.
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