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Abstract

The sample used is the employees of the Bank Indonesia Representative Office of Bali Province, amounting to
70 respondents with sample collection techniques using a sampling census. This study uses PLS (Partial Least
Square) analysis techniques. The results of the study found that the organizational climate has a positive effect
on quality of work life. Job stress has a negative effect on quality of work life. Organizational climate has a
negative effect on job stress, and job stress as a mediator has a significant effect on organizational climate
relations and quality of work life. The implications of this study indicate that employees need quality of work
life in organizations where it is necessary to consider the prevailing working hours to be in accordance with the
legal standards that have been validated, so that employees are able to create synergic relationships between
work and other environments. Furthermore, the organization's climate also needs to be considered by the
organization in order to fulfill a conducive working atmosphere where organizational support needs to be built,
clarity of work, self-expression, making contributions, awards and finally the challenges in the organization.
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INTRODUCTION

In maintaining stability and economy, it cannot be separated from the role of employees who work in it to grow
and develop within the organization. So from that the organization must be able to create situations and
conditions that encourage employees to develop abilities and skills optimally and train employees and set
organizational goals (Dessler, 2011: 322).

The problem that arises is that when mismanagement of human resources will cause a decrease in quality of
work life for employees. According to Mangkuprawira (2009), quality of work life is a level of satisfaction,
motivation, involvement and experience of individual commitment regarding their lives at work. Quality of work
life also means the degree to which individuals are able to satisfy their individual needs. According to Richard E.
Walton cited in Triatna (2012) quality of work life is: adequate and reasonable compensation, safe and healthy
conditions, opportunities to develop and use human capacity, opportunities for sustainable growth and assurance,
feelings included in a group, employee rights, work and overall work space and social relevance of work life.

The success of the company depends on how employee performance, efficiency, honesty, perseverance and
integrity (Ahmed and Uddin, 2012). But the importance of quality of work life encourages KPwBI Province of
Bali to give attention to this concept, it turns out there are still some problems related to quality of work life in
KPwBI in Bali Province. According to interviews and preliminary observations made on the employees of
KPwBI Bali Province, it can be concluded that there are indications of problems related to quality of work life.
This can be seen from the existence of working hours that exceed the standard work time, they spend quite a lot
of time together with coll

eagues, both superiors and other coworkers. The normal working time of KPwBI in Bali Province is
Monday-Friday at 08.00 - 17.00. The working hours do not rule out the possibility that an employee must run
overtime or work on a day off to work on a particular project, so that employees feel an uncomfortable working
environment which will directly affect the organization's climate and quality of work life for employees. The
second problem is the lack of social relevance where employees are unable to create synergic relationships
between work and other living environments as well as relationships with family at home, even community
relationships. The third problem arises between fellow colleagues, namely in social integration where among
fellow workers do not have a synergistic relationship and do not have cohesiveness, because each individual
trying to be the best and stand out in their work. From the above description it can be concluded that the KPwBi
Bali has a poor quality of work life.

Based on the literature studied, one of the factors that effect employees in improving quality of work life is
organizational climate factors. Organizational climate according to Singh (2011) is a relatively lasting quality of
the organization experienced by its members; it has an effect on their behavior, and how it works. Organizational
climate is divided into two parts, namely the environmental conditions of the organization that relate to the
physical and environmental conditions of psychic or non-physical organizations. Physical work environment
conditions are all work environments that are related to their physical aspects. Whereas the non-physical work
environment conditions are all activities that occur in the work environment relating to psychological
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relationships, both relationships with superiors and fellow colleagues (Pasrah and Meyzi, 2013). From the results
of interviews and preliminary observations of the problems related to the organizational climate in the KPwBI,
the psychological meaning included challenges, the employees felt that the level of pressure imposed by the
organization to improve performance was a lot of things in the form of thoughts and ideas made by employees to
make KPwBI Bali Province even better.

Following are some studies that show the role of organizational climate effect to quality of work life.
Selamat et al. (2013), Suliman and Harethi (2013), Suandi et al. (2014), and He et al. (2015) who found that the
high and low quality of work life in employees was directly affected by the health or absence of the
organizational climate in the company. Organizational climate plays a direct role in improving individual
behavior and performance (He et al., 2015). Employees who are faced with a conducive work climate have made
information sharing, positive management support, contribution and involvement in the decision-making process
tend to have a positive impact on the quality of work life of their workers. Employees who understand and feel
an adequate, safe and pleasant work environment will develop a positive attitude towards various components of
work which ultimately results in higher work involvement and performance (Suliman and Harethi, 2013).
Working in a closed and unhealthy organizational climate brings emotions negative feelings and feelings by
employees, this includes dissatisfaction, psychological distress, neglect, indifference, and ultimately will cause
employees to avoid work that leads to job stress (Ahghar, 2008).

The effect of organizational climate on quality of work life is also due to the effect of job stress variables.
Stress is a negative emotional state that occurs in response to events that are considered heavy or exceeding one's
resources or the ability to overcome them (Hockenbury and Hockenbury, 2010). Furthermore, Gibson et al.
(2012) define stress as an adaptive response mediated by individual differences and / or psychological processes
resulting from each activity, situation, or event that imposes excessive psychological and / or physical demands
on a person. Stress has increased due to growing needs, intense competition, work pressure and a short period of
time. When job stress is felt, it will not only affect work performance but also affect employee health in the form
of heart attacks, migraines that can cause death. (Yahaya, et.al 2010). Stress has become a major part of modern
human life. This continues to pose threats and challenges to one's health and well-being. With the current state of
uncertainty, pressure, frustration, demands and failures that are felt continuously at work make stress
unavoidable (Estrella, 2014).

LITERATURE REVIEW AND HYPOTHESES
Increasingly tight business competition requires companies to be able to compete with other organizations. In
order to be competitive, companies must be able to create quality of work life for employees in the
organizational structure so that it can become a competitive advantage. Richard E. Walton quoted in Triatna
(2012) quality of work life is: adequate and reasonable compensation, safe and healthy conditions, opportunities
to develop and use human capacity, opportunities for sustainable growth and assurance, feelings included in the
situation group, employee rights, work and overall work space and social relevance of work life. Without a
quality workforce sustainable competitive advantage will be difficult to achieve, because employees as the
spearhead of the company in creating a valuable organization (Schonewille, 2014).

To improve the quality of work life is inseparable from increasing the climate of citizenship for employees.
If the company has a good organizational climate, the company will be easier to create a conducive atmosphere
for the quality of work life of employees. Organizational climate according to Singh (2011) is a relatively lasting
quality of the organization experienced by its members; it has an effect on their behavior, and how it works.

Every organization wants an emphasis on the high stress of employee work on the company. Because this
can be defined as a decrease in physical and mental employees caused by the danger they feel. Stress is a
negative emotional state that occurs in response to events that are considered heavy or exceeding one's resources
or the ability to overcome them (Hockenbury and Hockenbury, 2010). Furthermore, Gibson et al. (2012) define
stress as an adaptive response mediated by individual differences and / or psychological processes resulting from
each activity, situation, or event that imposes excessive psychological and / or physical demands on a person.

Hypothesis

H1: Organizational climate has a positive effect on quality of work life.

H2: Organizational climate has a negative effect on job stress.

H3: Job stress has a negative effect on quality of work life.

H4: Job stress mediates the effect of organizational climate on quality of work life

METHODS

To obtain the data to be examined, researchers used data collection techniques using questionnaires and used the
Likert scale to measure attitudes, opinions and respondents' perceptions of organizational climate, job stress and
quality of work life.
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The population used in this study were all employees of KPwBI in Bali Province, namely 131 employees.
The method of determining the sample in this study was carried out by sampling census. The criteria used in
selecting samples in this study are employees who are NRP status (permanent employees) and those who are not
included as leaders. Based on these criteria, there were 70 employees who met the requirements as a sample.

Hypothesis testing using the t test. Tests carried out by t-test on the inner model obtained p-value 5 0.05
(alpha 5%), the test means that there is a significant effect of latent variables namely organizational climate
variables on other latent variables, namely the variable quality of work life and job stress.

RESULTS AND DISCUSSION

Evaluation of the Structure Model or Inner Model

Structural models were evaluated using R-square for the dependent construct and t test and the significance of
the structural path parameter coefficients.

Tablel.
R-square
Construct R-square
Quality Of Work Life 0,623
Job Stress 0,329

Data Primer, 2019

In table 1 it can be seen if the R-square value of the quality of work life variable is 0.623. This can be
interpreted that 62.3% of the construct variability of quality of work life is explained by job stress variables and
organizational climate while 37.7% of the quality of work life variables are explained by variables outside the
model. Likewise, with job stress variables, 32.9% of the variability is explained by organizational climate, while
67.1% of job stress variables are explained by variables outside the model.

In addition to using R-square, goodness of fit, the model is also measured using Q-Square predicated
relevance for structural models, measuring how well the observations produced by the model and also its
parameter estimates. Q-Square value> 0 indicates the model has predicate relevance, whereas if the Q-Square
value < 0 indicates the model does not have predicate relevance. Based on Table 1 the calculated value of
relevance (Q?) can be calculated, namely:

Q%=1-(1- R1% (1-R2%
=1-(1-0,623) (1-0,329)
=1-(0,377) (0,671)
=1-0,252
=0,747

The results of this calculation indicate that the value of Q? is greater than 0 (0.747), so it can be interpreted
that the model is good because it has a relevant predictive value, which is equal to 74.7%. This shows that
variations in the quality of work life variables can be explained by the variables used, namely organizational
climate and job stress, while the remaining 25.3% is explained by other variables that have not entered the model.

Hypothesis testing

The significance of the estimated parameters provides very useful information about the relationship between the
research variables. The basis used in testing the hypothesis is the value found in the output path coefficients
presented in Table 2 below:

Table 2.
Path Coefficients
Constructs Path Coefficient t statistics Description
Climate Organization -> Quality of Work Life 0,282 2,390 Accepted
Climate Organization -> Job Stress -0,574 6,570 Accepted
Job Stress -> Quality off Work Life -0,593 5,620 Accepted

Data Primer, 2019

Hypothesis testing is done using t-statistics. If the value of t-statistics > t-table value (1.96), then Ho is
rejected and the research hypothesis is accepted. In Table 2 it can be seen that the organizational climate has a
correlation coefficient of 0.282 and t statistics of 2.390. This shows if there is a positive influence between
organizational climate on quality of work life. The more conducive the organizational climate is created, the
higher the quality of work life created by an organization. Organizational climate variable has a correlation
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coefficient of -0.574 and the value of t statistics is 6.570. This shows if there is a negative influence between
organizational climate on job stress. This indicates that the healthier the climate of an organization, the lower the
level of job stress of employees. Conversely, the more-unhealthy the climate of an organization, the higher the
level of job stress of employees. Furthermore, the job stress variable has a correlation coefficient of -0.593 and
the value of't statistics is 5.620. This shows if there is a negative influence between job stress on quality of work
life. This shows that employees who have high job stress will tend to have low performance. Conversely,
employees with low job stress will tend to have high performance. Based on the data above, it can be concluded
that the hypothesis in one study was accepted and two were rejected.

The Role of Job Stress Mediation in Organizational Climate to Quality of Work Life

The direct effect test results show that the coefficient between organizational climate variables on quality of
work life is 0.282 with a t-statistics value of 2.390. The addition of job stress variables as mediating variables
gives a different effect on the direct relationship of organizational climate to quality of work life. The testing of
job stress mediating variables is done by calculating the value of Variance Accounted For (VAF) which can be
seen in Table 3.

Table 3.
Diret Effect, Indirect Effect,
Variable Direct Effect
Coefficient T Statistic
(|O/STDEV))

Climate Organization -> Quality of Work Life 0,282 2,390
Climate Organization -> Job Stress -0,574 6,570
Job Stress -> Quality off Work Life -0,593 5,620

Variable Indirect Effect
Climate Organization -> Quality of Work Life 0,340 5,140

Variable Total Effect
Climate Organization -> Quality of Work Life 0,623 6,718
Climate Organization -> Job Stress -0,574 6,570
Job Stress -> Quality off Work Life -0,593 5,620
VAF > Indirect Effect / Total Effect (0,340/0,623) 0,545

Data Primer, 2019

From the results of calculations in Table 3 it can be interpreted that the role of job stress as a mediator has a
VAF value of 0.545 (54.5%). These results indicate that job stress variables have a mediating role that can be
categorized as partial mediation because VAF is between 20% - 80%. This shows that one of the causes of high
levels of job stress is an unhealthy organizational climate. Employees' perceptions about organizational
characteristics that are reflected in policies, practices and conditions that exist in an unhealthy work environment
will lead to negative emotions which will ultimately cause job stress felt by employees. Furthermore, employees
who suffer from stress will try to withdraw themselves from the causes of stress by leaving the company and or
not being present at work. If leaving the company is something that is difficult for employees, then they will
create problems for the company such as inefficiencies in performance, waste of operational resources, causing
work constraints for other employees. All of this will greatly affect the organizational climate and quality of
work life so the hypothesis stating that job stress acts as a mediator of the relationship between organizational
climate and quality of work life is proven.

The Effect of Organizational Climate on Quality of Work Life

Based on the data presented in Table 2 it is known that the path coefficient shows that the organizational climate
has a positive influence on the quality of work life. This shows the more conducive organizational climate that is
created, the better the quality of work life created by an organization. The results of this study prove that the
quality of work life in KPwBI Bali Province is good because based on the description of respondents' answers,
all indicators have a good value and are very good where the environmental safety indicators ie employees feel
the working environment is not in accordance with applicable working hours standards as evidenced by the
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number of overtime that must be done by employees, as well as working during holidays, so that the impact on
the assessment of employees with the lowest answer results. Furthermore, the indicator of available facilities is
that employees feel the facilities provided are already very supportive of future employee careers as evidenced
by having the highest respondent's answer. Therefore, the quality of work life of KPwBI Bali Province is good.
These findings indicate that the organizational climate felt by employees will affect the quality of work life
of employees including employees being able to create a synergistic relationship between work and other
environmental aspects, fellow workers have a solidarity at work and employees feel responsible for their work,
the higher the perceived organizational climate is also getting higher the quality of work life that is generated
The results of this study are in line with research conducted by several studies that organizational climate
has a positive and significant effect on the quality of work life of employees (Adeyemi, 2008; Selamat et al.,
2013; Suliman and Harethi, 2013; Suandi et al., 2014; He et al., 2015). This indicates that the more conducive
(healthier) climate of an organization, the better the level of quality of work life of employees. Conversely, the
less conducive (unhealthy) climate of an organization, the worse the level of quality of work life of employees.

The Effect of Organizational Climate on Job Stress

Based on the data presented in Table 2 it is known that the path shows that organizational climate has a negative
influence on job stress. This indicates that the healthier the climate of an organization, the lower the level of
employee job stress. at the Bali Province KPwBI. From the results of this study, it is proven that job stress in
Bali Province KPwBI is high because based on the description of respondents' answers, all indicators have a high
value where the role conflict indicator has the lowest respondent's answer value. Whereas organizational
structure indicators namely overlapping organizational structure of command lines causes inconvenience in
working to have the highest respondent answers. Therefore, stress on Bali Province KPwBI is included in the
high category. The results of this study are in line with research conducted by (Ahghar, 2008; Putra et. Al., 2014;
Sert et al., 2014). Aghar (2008) and Sert et al. (2014) that organizational climate has a negative effect on
employee job stress. This indicates working in a closed and unhealthy organizational climate brings negative
emotions and feelings for employees. This will cause dissatisfaction, psychological pressure, neglect,
indifference, and will eventually cause employees to avoid work that leads to job stress. This indicates that the
healthier the climate of an organization, the lower the level of employee job stress. Conversely, the more
unhealthy the climate of an organization, the higher the level of employee job stress.

The Effect of Job Stress on Quality of Work Life

Based on the data presented in Table 2 it is known that the path coefficient shows that job stress negatively
affects the quality of work life. This means that the higher the stress the employee has, the lower the quality of
work life of the company. The results of this study prove that the stress of the Bali Province KPwBI is high
because based on the description of respondents' answers, all indicators have a high value where the role conflict
indicator has the lowest respondent's answer value. Whereas organizational structure indicators namely
overlapping organizational structure of command lines causes inconvenience in working to have the highest
respondent answers. Therefore, stress on Bali Province KPwBI is included in the high category. While the
quality of work life of the Bali Province KPwBI is good, which can be seen from the indicators of the facilities
available that have the highest respondent answers because the facilities provided are very supportive of
employees in working, conversely, the working hours at KPwBI are not in accordance with applicable working
hours standards so has the lowest respondent value. The results of this study are in line with research conducted
by (Bashir and Ramay, 2010; Cholilawati, 2010; Jehangir et al., 2011; Leung et al., 2011; Abdillah, 2013;
Suandi et al., 2014; Rangriz and Pashootanizadeh, 2014 ; Goswami, 2015). This shows that employees who have
high job stress will tend to have low performance. Conversely, employees with low job stress will tend to have
high performance.

The Role of Job stress Mediation in Organizational Climate to Quality of Work Life
Based on the data obtained in Table 2 shows that the coefficient value is negative. The addition of job stress
variables as mediating variables gives a different effect on the direct relationship of organizational climate to
quality of work life. Testing the company's job stress mediating variable is done by calculating the value of
Variance Accounted For (VAF) which can be seen in Table 3. These results indicate that the job stress variable
has a role as a mediator between the organizational climate and quality of work life, so the hypothesis stating
that job stress acting as a mediating relationship between organizational climate and proven quality of work life.
This shows that organizational climate and job stress are important factors in creating quality of work life in an
organization.

The results of this study are in line with research conducted by (Ahghar, 2008; Putra et. Al., 2014; Sert et al.,
2014). Employees' perceptions about organizational characteristics that are reflected in policies, practices and
conditions that exist in an unhealthy work environment will lead to negative emotions which will ultimately
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cause job stress felt by employees (Schanke, 1983; Ahghar, 2008). Furthermore, employees who suffer from
stress will try to withdraw themselves from the causes of stress by leaving the company and or not being present
at work. If leaving the company is something that is difficult for employees, then they will create problems for
the company such as inefficiency in performance, waste of operational resources, causing work constraints for
other employees and so on (Goswami, 2015).

CONCLUSION

The results of this study have shown that organizational climate has a positive effect on quality of work life,
organizational climate has a negative effect on job stress, job stress that has a negative effect on quality of work
life and job stress has an effect as a mediator between organizational climate on quality of work life.

Based on these findings support the theory that the better the level of organizational climate can improve
the quality of work life. In addition, a good organizational climate will reduce stress in the organization, as well
as increasing job stress within the organization, which will reduce the level of quality of work life of the
company. The results of this study are expected to be empirical evidence for future research and are able to
enrich the development of human resource management knowledge related to organizational climate, quality of
work life and job stress as mediating the influence of organizational climate on quality of work life.

Based on these results, there are two practical implications produced. First, quality of work life has a greater
influence in determining organizational climate compared to job stress. This shows that employees need a good
quality of work life in the organization which needs to be considered applicable working hours to conform to the
legal hours that have been validated, so that employees are able to create a synergistic relationship between work
and other environments.

Furthermore, the organizational climate also needs to be considered by the organization in order to fulfill a
conducive work atmosphere where organizational support needs to be built, clarity on work, self expression,
making contributions, appreciation and finally the challenges within the organization.

Research Limitation

1) The scope of the research is only limited to the KPwBI region of the Province of Bali so that the results
of the study may also have differences regarding how perceptions or levels of interpretation of each
respondent in the area of the Bank Indonesia Regional Office

2) This research is only limited to assessing organizational climate, job stress and quality of work life, so it
cannot examine more deeply the factors outside these variables.

3) This research is related to the determination of the sample using the sansus sampling technique for
future research can apply other sampling techniques, one of which is the random sampling technique so
that it can be generalized.

4) This study uses a cross-sectional time design or at a specific point in time, but on the other hand this
study observes the dynamics of conditions that have changed every period, because this research is
important to be re-examined in the future.
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