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ABSTRACT 

 
This research is motivated by the existence of work stress symptoms felt by employees at the Regional 
Financial and Asset Management Agency of West Nusa Tenggara Province, where the stress is possible 
because of work that exceeds the workload as usual done every day. This workload occurs due to 
changes in budget allocations, thus requiring employees to make revisions to reports that require 
employees to overtime and immediately complete the report. The working climate at the organization 
also makes employees accustomed to working more than an average of eight hours per day and is often 
required to do overtime on Saturdays and Sundays due to demands on deadlines for reporting. 
Regarding routine and static work done every day, also prone to causing burnout which can have an 
impact on work stress. This study aims to examine the effect of organizational climate and workload on 
the work stress of employees of the Regional Financial and Asset Management Agency of West Nusa 
Tenggara Province. This study uses a causal associative approach. The population of this research is all 
those who are actively working in the office of the Regional Financial and Asset Management Agency 
of West Nusa Tenggara Province in the Budget Sector; District / City Budget Development and 
Evaluation Division; Accounting and Reporting Sector; and the Field of Regional Property 
Management. The number of population members is 59 people. The data collection method used in this 
research is the census method. This study uses the Partial Least Square analysis with the smartPLS 3.0 
application. 
 
Keywords: Organizational Climate, Workload, Work Stress 
 
INTRODUCTION 

The success of an organization is highly dependent on the performance of its members. 
Organizations generally believe that to achieve excellence and organizational goals, it requires human 
resources (HR) who have the highest performance. Because HR is a very valuable factor, the 
organization is responsible for maintaining the quality of work-life and fostering the workforce to be 
willing to contribute optimally to achieve organizational goals (Rivai, 2008). When the performance of 
individuals in the organization increases, it is also directly proportional to the increase in organizational 
performance that leads to the achievement of organizational goals (private companies/government 
agencies). 

In the process of achieving organizational goals, a workforce that can work optimally is needed. 
A worker must consider their health and comfort at work because it is an important issue and greatly 
affects their productivity and performance at work. The organization must be able to manage the 
performance of its members to avoid work stress. Stress is a physical and psychological condition 
caused by a person's adaptation to their environment (Higgins in Kasmarani, 2012). 

Work Stress is a negative emotional state that occurs in response to events that are considered 
heavy or exceed one's resources or ability to cope (Hockenbury & Hockenbury, 2010). Furthermore, 
Gibson et al., (2012) define work stress as an adaptive response mediated by individual differences 
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and/or psychological processes resulting from any activity, situation, or event that imposes excessive 
psychological and or physical demands on a person. . Work Stress is the perception of the difference 
between environmental demands (stressors) and an individual's capacity to fill these demands. 

Stress has become a major part of modern human life. This constantly poses threats and 
challenges to one's health and well-being. With the current state of being uncertain, the pressure, 
frustration, demands, and failures that are felt continuously at work make stress unavoidable (Estrella, 
2014). The interaction between the individual and the environment affects the mental and physical 
condition of the individual. This can be defined as the physical and mental reduction of employees 
caused by the danger they feel (Goswami, 2015). 

According to Robbins (2007), the onset of stress is influenced by several factors, namely 
environmental factors, organizational factors, and individual factors. From this description, it can be 
seen that several things from the work environment can affect employee work stress. One of the things 
included is organizational factors, a namely organizational climate where organizational climate affects 
the process of creating conduciveness in the world of work. 

Research on organizational climate factors that affect work stress has been carried out by many 
researchers in the field of management, especially HR management and organizational behavior. 
Among them are Abdillah, Anita, and Anugerah (2016) who in their research show that organizational 
climate has a significant effect on work stress on employees of PT Adei Plantation & Industry Head 
Office Riau. Furthermore, Angelina and Ratnaningsih (2016) explain that there is a negative relationship 
between organizational climate and work stress, the more positive the organizational climate that is 
owned by the Semarang Traffic Police, the lower the work stress experienced by police officers. 
Perceptions of good organizational climate are significantly associated with positive employee mental 
health outcomes such as lower levels of fatigue, depression, 

Singh and Dhawan (2012) state that the level of employee work stress is directly influenced by 
the health of the organization in the organization. Organizational climate harms employee work stress 
(Abdillah et al., 2016), this explains that the healthier the climate of an organization, the lower the level 
of employee work stress. Conversely, the more unhealthy the organizational climate is, the higher the 
level of work stress of employees. This explains that employees' perceptions of organizational 
characteristics are reflected in the policies, practices, and conditions that exist in the work environment 
(Schanke, 1983). Overall, these studies suggest that organizational climate plays a direct role in 
increasing individual work stress. 

Meanwhile, the findings of Christianto and Amir (2013) showed that there was no relationship 
between organizational climate and Work Stress. This means that organizational climate does not have 
an influence on work stress on employees. This is not in line with the opinion of Litwin and Stringer (in 
Kanten & Ulker, 2013) which states that organizational climate as something that can be measured in 
the work environment, either directly or indirectly affects employees and their work where the work 
environment is assumed to affect motivation and employee behavior. Organizational climate does not 
affect Work Stress possibly due to differences in the characteristics of the location where the study was 
conducted. 

According to Wirawan (2008), organizational climate is the perception of organizational 
members regarding harmonious cooperation among each member in the organization (individually or in 
groups) regarding what is or happens in the internal environment of organizational members regularly, 
which affects organizational attitudes and behavior and member work of the organization which then 
determines organizational performance. Organizational climate is assumed to be a pleasant or 
unpleasant atmosphere at work. Management that can create or build a pleasant climate, can maintain 
and prevent all members from avoiding work stress. 

The next factor that is thought to affect work stress is the workload. Excessive workloads can 
lead to physical and mental fatigue, thus becoming a source of stress (Gibson et al., 2012). Employees 
who have an excessive workload will have an impact on psychological conditions, such as feeling 
bored, boredom, or feeling dissatisfied. The workload can be assumed as a load that becomes a task and 
responsibility that exceeds its capacity. Workload, both weight and work time, will harm an individual 
because it can increase employee work stress. 
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Several research results regarding the workload associated with work stress. Research conducted 
by Kasmarani (2012) shows that there is a significant influence between workload and work stress on 
nurses in the IGD RSUD Cianjur. Lady, Susihono, and Muslihati (2017) found a very strong correlation 
and a positive pattern, meaning that the more workload variations, the higher the work stress 
experienced and vice versa. Workload has a positive and significant effect on work stress at the Bali 
Provincial Transportation Agency, this shows that the higher their workload, the higher the behavior of 
work stress roles (Pratama & Satrya, 2018). Meanwhile, research by Purnama, Wahyuni, and Ekawati 
(2019) did not find a strong relationship between workload and work stress. 

High workload coupled with limited time conditions is closely related to work stress (Putranto, 
2013). Individuals who have less time to rest from work will experience mental fatigue more easily 
(Maslach & Leiter, 2008). Excessive demands on someone with his job can lead to stress. This is 
because there are limits to what a person can do, if someone is required to exceed what they have to do, 
they can face serious mental (psychological) exhaustion. 

The workload is something that arises from the interaction between the demands of tasks, the 
work environment where it is used as a workplace, skills, behavior, and perceptions of workers as 
described by Hancock et al., (In DiDomenico, 2003). Dhania (2010) states that a workload is a group or 
many activities that must be completed by an organizational unit or officeholder within a certain period 
of time. This workload arises as a result of too many or few tasks are given to the workforce to be 
completed at a certain time. The excessive workload can cause work stress (Pratama & Satrya, 2018), 
this can be interpreted that the increasing workload causes stress. 

This is also the case with the phenomenon found in employees at the Regional Financial and 
Asset Management Agency West Nusa Tenggara Province. As a Regional Technical Institution, it has 
the task of assisting the Governor in implementing regional formulation and policies in the field of 
Financial and Asset Management. Employees in these agencies often work more than an average of 
eight hours per day and are often required to do overtime on Saturdays and Sundays due to demands for 
deadlines on reporting. They work longer portions of work when employees are required to overtime. 
Regarding work that is routine and static, which is carried out every day, it is also prone to causing 
burnout which can have an impact on work stress. Also, the frequency of overtime that often occurs in 
this office has an impact on the lack of time to socialize with family. Based on this phenomenon, it is 
suspected that employees of the Regional Financial and Asset Management Agency of West Nusa 
Tenggara Province have the potential to experience high work stress. 

In December 2019 researchers conducted interviews with several employees who served in the 
Regional Financial and Asset Management Agency of West Nusa Tenggara Province, they complained 
about the impact of the tight overtime schedule that had to be done. One of the results is that employees 
do not have the opportunity to socialize, not only that employees also experience health problems such 
as headaches, backaches, aches, and shortness of breath after overtime. Symptoms of work stress that 
are felt by employees may occur because of work that exceeds the workload, as usual, every day. This 
workload occurred due to changes in budget allocations, requiring employees to make revisions to the 
report which required employees to work overtime and immediately complete the report. 

The purpose of this study was to analyze and determine the significance of the influence of 
organizational climate and workload on work stress on employees of the Regional Financial and Asset 
Management Agency of West Nusa Tenggara Province. 
 
REVIEW OF THEORY 
Organizational Climate 

Litwin and Stringer (in Kanten & Ulker, 2013) define organizational climate as: “… a concept 
describing the subjective nature of quality of the organizational environment. Its properties can be 
perceived as experienced by members of the organization and reported by them in an appropriate 
questionnaire. 

Davis and Newstrom (1998) state that "organizational climate is the human environment in 
which organizational employees do their work". This definition can refer to the environment of a 
department, important corporate units such as branch factories, or an organization as a whole. We 
cannot see or touch the climate, but it is there when it is felt. Like indoor air, climate surrounds and 
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affects everything that happens in an organization. Climate is influenced by almost everything that 
happens in an organization and climate is a dynamic system concept. 

Furthermore, Gibson et al., (2012) discussed several dimensions of organizational climate, 
which include: 
1) Excrit, is a moral dimension of workers that social needs are met and at the same time the worker can 

enjoy a feeling of work performance. 
2) Consideration, is a supportive dimension, workers define their superiors as treating them humanely. 
3) Production, workers perceive the manager by overseeing their work activities. 
4) Aloofness, is an emotional dimension between superiors and subordinates. workers perceive the 

superior's behavior in a personal or impersonal way. 
5) Disengagement, is workers' perceptions of activities in completing tasks. 
6) Hindrance, is workers' perceptions of the workload of work that has accumulated. 
7) Intimacy, is the warmth of social relations that have been found throughout the company. 
8) Thrush, management motivates the workforce through task-oriented behavior. 
 
Workload 

The workload is a combination of quantitative and qualitative workloads. Quantitative 
workload, namely arising from too many or a few tasks. Meanwhile, the workload is qualitative if the 
worker feels unable to perform the task or task does not use the skills or potential of the worker 
(Munandar, 2001). 

According to DiDomenico (2003), the workload is defined as a sacrifice that must be incurred 
by a person by giving their capacity to achieve the performance level of a job with specific demands. 
The demands of a job or a combination of work include maintaining attitude stability, taking physical 
action, and performing cognitive tasks. According to Hart and Steveland (in Rubio et al., 2004), it is 
stated that workload is described as a relationship between some mental and physical processing 
capacities with some tasks required at work. 

Hart and Staveland (in Rubio et al., 2004) suggest six dimensions of workload, namely: 
1) Mental Demand 

How much mental activity and perception it takes to see, remember, and seek is the job easy or 
difficult, simple or complex, loose or tight. For example, the condition of mental needs if not met, 
namely: impaired senses, unstable stamina of factory workers, unstable employee emotions, the fragile 
personality of factory workers, and low work motivation. 
2) Physical Demand 

The amount of physical activity needed, such as (pushing, pulling, controlling the round, etc.). 
Physical work is work that requires the physical energy of human muscles as a source of energy 
(power). Physical work is also called "manual operation" where work performance will fully depend on 
humans who function as a source of power (power) or work controllers. Physical labor can also be 
connoted with hard work or manual labor because this activity requires strong physical human effort 
during the work period. 
3) Time Demand (Temporal Demand) 

The amount of pressure related to the time felt during the work element is the work fast and 
tiring. Working time is a set time to carry out work that can be done in the afternoon, evening, and 
night. 
4) Performance 

How much success does a person have in their work and how satisfied are they with the results 
of their work. Human activities require energy whose amount depends on the size of the load of the 
activities carried out and the physical abilities of each individual. This is due to the limitations of human 
capabilities that cause humans to experience fatigue, both physical fatigue and psychological fatigue, 
which will result in a decrease in work performance. 
5) Effort/Energy 

How hard mental and physical work it takes to get the job done. Operating expense is an 
indicator of the amount of attention or demands needed to complete a job. With a low operating load, 
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the concentration and attention required to do a task are minimal and therefore performance is almost 
automatic. 
6) Frustration Level 

This is a result of inhibited impulses preventing a person from achieving the desired goals. The 
situation will be more serious if employees experience levels of frustration in the long term. For 
example work targets that have not been achieved, work targets that are more than their ability, meaning 
that someone will live with frustration day after day, causing emotional disturbances that will affect 
work. 

The excessive burden is a work done by humans increasingly shifting its emphasis on brain 
work. Work is becoming more and more complex. The plurality that must be carried out by a worker 
can easily develop into a qualitative overload if the plurality requires higher technical and intellectual 
abilities than possesses. At a certain point, the plurality of work is no longer productive but becomes 
destructive. At that point, we have passed our ability to solve problems and reason constructively. There 
are mental exhaustion, emotional and physical reactions. Research shows that mental fatigue, 
headaches, and upset stomachs are the result of chronic conditions of qualitative overload. 
 
Work Stress 

Gibson et al., (2012) stated that stress is an adjustment response, mediated by individual 
differences and psychological processes resulting from any environmental action, situation, or event that 
determines excessive psychological and or physical demands on a person. Furthermore, Gibson et al., 
(2012) stated that various situations are not the same, work effort, fatigue, uncertainty, worry, emotional 
shock can produce stress. 

According to Munandar (2001), stress is a negative condition, a condition that leads to physical 
or mental illness or leads to unnatural behavior. Meanwhile, according to Robbins (2007) stress shows a 
dynamic condition in which an individual is confronted with an opportunity, constraint, or demand that 
is associated with what is desired and whose results are perceived as uncertain and important. According 
to Davis and Newstroom (1998), stress can be beneficial but it can also be detrimental to employee 
performance. If there is no stress, there is no challenge to work, so performance tends to below. 
Conversely, if the stress is too high, the individual will experience fatigue, resulting in decreased work 
performance. If it is at a certain level that can still be tolerated by individuals, 

Kast and Rosenzweig (2012) explain that stress is an adjustment response that is mediated by 
individual traits and/or psychological processes which are a consequence of every action, situation, or 
event from outside that creates special physical demands on a person. 

Gibson et al., (2012) suggest that three factors influence Work Stress, namely: 
1) Work environment 

Work environmental stressors include light, sound, temperature, and air pollution. 
Environmental stressors are often called blue-collar stressors, because these problems occur in menial 
jobs, including jobs in the fields of chemistry, radiation, heat stress, pesticides, and other toxic 
substances. 
2) Individual 

Gibson et al., (2012) explained that broadly the causes of individual stress are family, role 
conflict, multiple roles, excessive workload, lack of control, and responsibility. Role conflicts can result 
in dissatisfaction in carrying out the work that has been delegated to him. 
3) Organization  

According to Munandar (2001), the factors that cause stress in work are classified as: 
a) Intrinsic factors in work. 
b) The role of the individual in the organization. 
c) Career development. 
d) Relationships at work. 
e) Organizational structure and climate. 
f) Demands from outside the organization or job. 
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Stress comes in several ways. An individual who experiences high levels of stress can suffer 
from high blood pressure, irritability, difficulty making routine decisions, loss of appetite, and so on. 
The indicators of Work Stress according to Robbins (2007) are divided into three general categories, 
namely: 
1) Physiological Symptoms 

Various studies suggest that work stress can cause changes in the body's metabolism, increase 
heart rate and respiration, increase blood pressure, cause headaches, and cause heart attacks. 
2) Psychological Symptoms 

Stress can cause job dissatisfaction and lead to other psychological symptoms, such as tension, 
anxiety, irritability, boredom, and procrastination. 
3) Behavioral Symptoms 

Stress symptoms associated with behavior include changes in work productivity, absenteeism, 
changes in eating habits, increased smoking, anxiety, and sleep disturbances. 
 
Conceptual Framework and Research Hypotheses 

One of the main job resources is the organizational climate. Research on organizational climate 
is conducted by many researchers because they are interested in understanding how workers in an 
organization experience and feel the climate, and how it relates to well-being (Bakker & Demerouti, 
2014). Stress is part of the demand in a job, this factor is the most studied because it involves natural 
phenomena in an organization. Katz and Kahn as quoted in Pecino et al., (2019) define it as a set of 
expectations, duties, and obligations, applied to employees, which come from them that can influence 
employees and help define their roles. Stress can harm employee efficiency, become an element that 
reduces employee welfare, 

Bakker and Demerouti (2014) suggest that the direction of this relationship can be positive or 
negative and that the difference lies in the level of job resources (social support, job control, and 
feedback). Hemingway and Smith (1999) explore how organizational climate is associated with 
increased stress levels and the occurrence of negative behavior for organizations, likewise with Pecino 
et al., (2016), using a sample of public employees, showing how organizational climate has a very 
strong and negative effect on stress. 

Work Stress can reduce a person's physical condition at work, increase psychological pressure at 
work, and cause excessive fatigue (Paille, 2011). Stress is usually seen as a result of a high workload, 
the relationship between these constructs is complex (Gunov et al., 2011). Robbins (2007) states that 
stress is an imbalance between desire and the ability to fulfill it, causing important consequences for 
him. 

Pratama and Satrya's (2018) research shows that the relationship between workload and work 
stress has a strong relationship. The direction of the relationship is positive, meaning that the increased 
workload will cause more stress. The results of this study indicate that there is an effect of workload 
(physical and mental) on work stress. 
 

 
Figure 1. Research Conceptual Framework 

 
The research hypothesis can be proposed as follows: 

1) It is suspected that there is a negative and significant influence of organizational climate on work 
stress on employees of the Regional Financial and Asset Management Agency of West Nusa 
Tenggara Province. 

H1 

H2 

Iklim Organisasi 

Workload 

Work Stress 
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2) It is assumed that there is a positive and significant effect of workload on work stress on employees 
of the Regional Financial and Asset Management Agency of West Nusa Tenggara Province. 

 
METHODS 

The approach in this research uses quantitative methods and is a type of causal associative 
research (cause and effect). This study is a research that in testing the hypothesis seeks to explain certain 
effects with a causality approach, namely research that wants to find explanations in the form of 
influences between several variables developed in management (Sekaran, 2011). 

In this study, the respondents of the study were As many as 59 employees of the Regional 
Financial and Asset Management Agency of West Nusa Tenggara Province. Due to the relatively small 
population in the study, namely 59 people, the data collection method in this study used a census. The 
data collection tool used a questionnaire. The measurement of this research variable was carried out 
using data processing instruments, namely the Likert scale. The Likert scale according to Djaali (2008: 
28) is a scale that can be used to measure the attitudes, opinions, and perceptions of a person or group of 
people about an educational/social phenomenon or phenomenon. In giving weight to each variable, each 
question/statement item provides answer options by adopting a Likert scale in the scale range 1–5. 
  
Measurement 

The measurement results for each item are summarized in table 1. 
  

Table 1. Instrument Validity Test Results 
Variable No. Item RRCount Information 

Climate 
Organization 

1 Social needs can be met  0.771 Valid 
2 Leaders treat employees humanely 0.632 Valid 
3 Strict supervision of work activities 0.655 Valid 
4 Leaders are willing to listen to staff complaints 0.748 Valid 
5 Completing the task well 0.620 Valid 
6 The workload often accumulates 0.677 Valid 
7 Harmonious social relations 0.736 Valid 
8 Task-oriented leadership 0.720 Valid 

Workload 

1 There is a lot of work to be done immediately 0.668 Valid 
2 pressing time to complete 0.567 Valid 

3 The amount of work causes employees to tire 
quickly 0.687 Valid 

4 Work balance 0.611 Valid 
5 Provide maximum ability at work 0.531 Valid 
6 Work problems must be given the right decision 0.697 Valid 

7 Carry out maintenance of work equipment and 
supplies 0.585 Valid 

Work Stress 

1 Perceived physical imbalance  0.572 Valid 
2 Physical strain experienced  0.692 Valid 
3 Perceived health problems  0.760 Valid 
4 High frustration  0.754 Valid 
5 Emotional instability  0.650 Valid 
6 Difficulty concentrating and thinking clearly  0.468 Valid 
7 Not yet occupying the position it should be  0.833 Valid 
8 Leave work often 0.658 Valid 

9 Lack of interaction and communication with 
colleagues  0.572 Valid 

 
Based on the results of the validity test, it shows that the entire item statement of the 

organizational climate variable, workload, and employee work stress has a calculated r-value greater 
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than 0.30. Thus, it can be stated that all statement items submitted in the research questionnaire are 
valid. 

Furthermore, the reliability test is the level of ability of a research instrument to be able to 
measure a variable repeatedly and be able to produce the same or very little variation of information or 
data. The reliability test in this study was calculated using the Cronbach Alpha formula. Decision-
making is based on if the Alpha value exceeds 0.60 then the variable question is reliable and if the 
Alpha value is less than 0.60 then the variable question is not reliable (Ghozali, 2016: 46). 

The reliability test was used to see the consistency of the respondent's score on the questions on 
the related variables. The consistency of the answers proposed by the high alpha coefficient (Cronbach 
Alpha) (Indriantoro & Supomo, 2011). The Cronbach Alpha value is getting closer to 1, which means 
the higher the internal intention for reliability. Cronbach Alpha values between 0.80 to 1 categorize as 
good reliability. The Cronbach Alpha value between 0.60 to 0.79 categorizes the reliability as accepted, 
and the Cronbach Alpha value is less and 0.60 categorizes the reliability as poor. 
 
The results of variable reliability testing in this study can be seen in Table 2 below: 
 

Table 2. Research Variable Reliability Test Results 

No. Variable Cronbach Alpha Information 
1 Organizational Climate 0.770 Reliable 
2 Workload 0.749 Reliable 
3 Work Stress 0.763 Reliable 

 
The results of the research instrument reliability test as the value of each variable showed a 

Cronbach Alpha value of more than 0.60. Thus the reliability of all variables used in this study is 
included in acceptable reliability. 
 
RESULT 
Description of Variables 

With the average value of the respondents' answers, it can be concluded that the organizational 
climate in the workplace is classified as very conducive with an average value of 4.46. This means that 
the employees of the Regional Financial and Asset Management Agency of West Nusa Tenggara have 
adopted a very conducive organizational climate in various fields of work. 

The average value of the respondent's answer score, the workload felt by the employees of the 
Regional Financial and Asset Management Agency of West Nusa Tenggara Province is in the category 
of quite heavy (2.75). This means that employees of the Regional Financial and Asset Management 
Agency of West Nusa Tenggara Province feel that the workload they carry at work is still in the quite 
heavy category. 

The average score of the respondents' answers, the work stress of the employees of the Regional 
Financial and Asset Management Agency of West Nusa Tenggara Province is in the medium category 
with an average value of 2.87. This means that employees feel the level of pressure they feel in carrying 
out their jobs as employees of the Regional Financial and Asset Management Agency of West Nusa 
Tenggara Province is still at a moderate level of stress. 
 
Results of Partial Least Square (PLS) Analysis 

Hypothesis testing in this study using Partial Least Square (PLS) analysis with the SmartPLS 3.0 
program.  

Table 3. Structural Model 

Relationship Between Variables Path 
Coefficient 

T 
Statistic 

P 
Values Information 

Organizational Climate  Work Stress -0,622 5,514 0,000 Significant 
Workload  Work Stress  0.298 2,324 0.021 Significant 
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Following the hypothesis that has been built, the first hypothesis states that "organizational 

climate has a negative and significant effect on Work Stress". The test results on the parameter 
coefficient between organizational climate and work stress on employees of the Regional Financial and 
Asset Management Agency of West Nusa Tenggara Province show a negative effect, where it is known 
that the coefficient value is -0.622 with a p-value of 0.000 which is smaller than the standard error of 
5% (0.000 <0.05) which means significant. Therefore, it can be stated that organizational climate has a 
negative and significant effect on Work Stress so that the first hypothesis is accepted. 

The second hypothesis states "Workload has a positive and significant effect on work stress on 
employees of the Regional Financial and Asset Management Agency of West Nusa Tenggara Province". 
The test results on the parameter coefficient between workload and employee work stress have a 
positive effect of 0.298 with a p-value of 0.021 which is smaller than the standard error of 5% (0.021 
<0.05) which means significant. Therefore, it can be stated that the workload has a significant positive 
effect on work stress, which means that the second hypothesis proposed in this study can be accepted. 
 
DISCUSSION 
The Effect of Organizational Climate on Work Stress 

The results of the analysis prove that organizational climate has a significant negative effect on 
employee Work Stress. The meaning is, if the organizational climate in the Regional Financial and 
Asset Management Agency of West Nusa Tenggara Province is very conducive, it will have an impact 
on the level of employee work stress that will get lower. Likewise, on the contrary, the less conducive 
the organizational climate in the West Nusa Tenggara Province Regional Financial and Asset 
Management Agency will result in a higher level of employee work stress. 

This finding is in line with the concept that has been stated that one of the causes of high work 
stress is an unhealthy organizational climate (Robbins, 2007; Wagner and Hollenbeck, 2010; Luthans, 
2011; Gibson et al., 2012). Working in a closed and unhealthy organizational climate brings negative 
emotions and feelings to employees, this includes dissatisfaction, psychological pressure, neglect, 
indifference, and ultimately will cause employees to avoid work that leads to Work Stress (Ahghar, 
2008). 

This finding is consistent with research by Pecino et al., (2016) which used a sample of public 
agency employees, showing how organizational climate has a very strong and negative effect on stress. 
The results of this study are also supported by previous research conducted by Bakker and Demerouti 
(2014) which shows that there is a direction of negative influence between organizational climate and 
work stress. 

Likewise, the findings in Abdillah, Anita, and Anugerah's (2016) 's research which shows that 
organizational climate has a significant effect on work stress on employees of PT Adei Plantation & 
Industry Head Office Riau. Furthermore, it was also confirmed by Angelina and Ratnaningsih (2016) 
who explained that there was a negative influence between organizational climate and work stress, 
where the more positive the organizational climate of the Semarang Police Traffic Police, the lower the 
work stress experienced by police officers. Similarly, Singh and Dhawan (2012) stated that the level of 
employee work stress is directly influenced by the health of the organization's climate. Organizational 
climate harms employee work stress (Abdillah et al., 2016). 
 
Effect of Workload on Work Stress 

The results of the analysis prove that the workload has a significant positive effect on employee 
work stress. This is evidenced by the PLS results which show the path coefficient of organizational 
climate on employee work stress of 0.298 with a p-value of 0.021. The meaning is if the Workload felt 
by employees of Regional Financial and Asset Management Agency of West Nusa Tenggara Province is 
very heavy, so it has an impact on the level of employee work stress which is getting higher. Vice versa, 
the lighter the workload felt in working at the Regional Financial and Asset Management Agency of 
West Nusa Tenggara Province, the impact on the level of employee work stress is getting lower. 

The most dominating workload indicator is "knowledge and skills can compensate for the 
difficulty of the job" where this shows that when an employee feels that he has the ability and 
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competence for his job, then at that time the employee sees his job as something fun and tends to have 
performance. better so that the stress they experience is not too high. 

To understand the workload of employees, the organization must understand the characteristics 
of its members. By understanding individual characteristics, workloads can be determined according to 
the characteristics of each individual. If this happens, the excess workload will be minimized, so that 
employee work stress does not occur. Because work stress can reduce a person's physical condition at 
work, can increase psychological pressure at work, and can cause excessive fatigue (Paille, 2011). Stress 
is usually seen as a result of a high workload (Gunov et al., 2011). 

Robbins (2007) states that stress is an imbalance between desire and the ability to fulfill it, 
causing important consequences for him. In general, the causes of work stress can be seen from two 
broad categories, namely organizational stressors and life stressors. Organizational stressors are in the 
form of task demands where a job has a more stressful nature, physical demands related to work 
environment conditions, role demands that are expected to be played, and interpersonal demands related 
to group pressure, leadership, and personality conflicts. Meanwhile, life stressors consist of life changes 
and life traumas that change attitudes, emotions, or behavior. 

This study supports the results of research conducted by Nurmalasari (2013) which state that 
workload has a positive effect on work stress, so that if the workload increases, work stress will also 
increase. These findings also support the results of Pratama and Satrya's (2018) research which shows 
that workload has a strong relationship with work stress, where the direction of the relationship is 
positive, which means that an increase in workload will cause higher work stress. 
 
CONCLUSION 

The results of the descriptive study concluded that the implementation of organizational climate 
by all employees was categorized as very conducive. The workload of the employees who work at the 
Regional Financial and Asset Management Agency of West Nusa Tenggara Province is categorized as 
very heavy. Likewise, the work stress experienced by employees is in the very high category (prone to 
work stress). Furthermore, based on the results of inferential statistical analysis it can be concluded: 
1) Organizational climate has a negative and significant effect on Work Stress. This means that if the 

implementation of the organizational climate at the Regional Financial and Asset Management 
Agency of West Nusa Tenggara is more conducive, then the work stress of employees will be lower 
(can be suppressed). Conversely, if the implementation of the organizational climate is increasingly 
not conducive, the work stress of employees will increase or the level of stress they experience will 
be higher. 

2) Workload has a significant positive effect on work stress. This means that if the workload of 
employees working at the Regional Financial and Asset Management Agency of West Nusa 
Tenggara Province is increased/added, it can increase employee work stress to be higher, conversely 
if the workload of employees is reduced/lightened it can have an impact on the low level of stress 
experienced. by every employee. 

 
Further Research Suggestions 

Some limitations and suggestions for further researchers that can be proposed include: 
1) The factors that influence employee work stress consist of organizational climate and workload. 

Meanwhile, many other factors can affect employee work stress, such as work environment, social 
support, personality, role conflicts, and so on. 

2) Although this research has been done well, some limitations cannot be avoided. The limitation that 
might affect the results of this study is that the research subject is still limited to employees who 
served on Regional Financial and Asset Management Agency of West Nusa Tenggara Province at 
Budget Sector; District / City Budget Development and Evaluation Division; Accounting and 
Reporting Sector; and the Field of Regional Property Management, without involving employees in 
other lines such as the secretariat and UPTB, so that it does not describe the actual conditions of the 
variables in the study. Therefore, for future research, it is better to lead to a broader research subject 
by including all employees in the organization. 
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3) For future researchers, it is hoped that it can provide better results by examining variables other than 
organizational climate and workload that can affect work stress. Furthermore, it is suggested for 
other research other than employees with ASN status, to take other research objects, for example on a 
broader scale or in other private profit-oriented organizations, so the problems experienced in the 
organizational climate and workload on work stress can be more varied. 
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