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ABSTRACT
This study aimed to analyze the effect of work stress on employee performance, analyze the effect of work stress on psychologicall well-being, to analyze the influence of psychologicall well-being of the employee's performance, analyze the effect of work stress on subjective well-being, to analyze the influence of subjective well-being of the performance employee, psychologicall To analyze the effect of well-being as mediation work stress on employee performance, and analyze the influence of subjective well-being as mediation work stress on employee performance. Mechanical analysis using PLS. The analysis showed that the effect of work stress on employee performance, job stress affect the well-being psychologicall, psychologicall well-being affect the performance of the employee,
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INTRODUCTION
Performance is the real behavior generated by each person as the resulting performance pleh employees in accordance with its role within the company (Riva, 2004: 309). To get good performance of an employee of an organization must be able to provide the facilities and infrastructure to support the work REMEDY. One way in which to view the development of the company is by looking at the results of performance appraisal. Means that form the object of the performance appraisal is a skill. The ability of employees to carry out a job or task that is evaluated by using a specific benchmark for objectively and done regularly. From the assessment results can be seen in the company's performance, as reflected by the performance of employees.
Good job performance is one of the objectives of the organization in achieving high productivity. Campbell, et al. in Umam (2010: 186) states that the performance as something that looks, that is relevant to your individual organizational objectives. A person's performance is a combination of ability, effort and opportunity that can be measured from the effects it produces. Therefore, the performance of not involving personal characteristics exhibited by a person through the work that has been and will be carried out by someone. Performance can be defined as an individual's success in doing his job. To be able to assess the employee's performance in an objective and accurate, employers must be able to measure the performance levels of their employees. Intanghina (2009) cites the opinion of Mitchel provide indicators to measure employee kineja. Indicators provided by Mitchel is as follows: Quality of Work, Job Knowledge, creativeness, Cooperation, Dependability, Initiative, Personal qualities, Capability, Communication. The measurement means providing opportunities for employees to know their performance. Performance measurement can also serve as an attempt to gather information that can be used to guide employees through a series of specific priority.
Improved performance in itself is not an easy thing. The company's management is often difficult to identify what is causing the employee's performance declined. This is due to the complexity of the causes of a decrease in employee performance. Additionally, sometimes not the same as the cause of a decrease in the performance of an employee by another employee. Although the company's management has provided a clear measurement tools to measure performance, still does not guarantee that the results obtained can be accurate to improved performance in the future. That situation does not mean that upgrading the performance cannot be pursued by management company performance good employee can affect the overall performance of the organization. It required special attention to make efforts to improve employee performance. Not only this, but the company must also consider factors that inhibit employees so that it can lead to decreased employee performance. One of the factors that lead to decreased employee performance is their work demands and workloads can result in stress on employees.

Competition and higher professionalism demands cause many pressures to be faced individual in a work environment. In addition to the pressure that comes from the work environment, family environment and the social environment is also very potentially cause anxiety. Detrimental impact of their anxiety disorder that is often experienced by the public and the employees, especially the so-called stress. Stress can contribute positively to the performance and also play a negative role, as described in "Yerkes Podson Law (1904) which states the relationship between stress and performance inverted U-shaped". (Mas'ud, 2002: 20), Sasono (2004: 5) reveal that stress has positive and negative effects. The positive impact of stress at a low level to a moderate level functional in the sense of acting as drivers of employee performance improvement. While the negative impact of a high level of stress is a decrease in employee performance drastically.

Job stress is an important aspect for companies particularly in connection with the performance of employees. Companies must have a performance, good performance / high can help companies gain. Conversely, if the decline could hurt the company's performance. Therefore, the performance of employees need to gain attention among others, by the way do studies related to job stress variables.

The interaction of employees with work and the work environment generating services. Based on their performance, the employees get rewards that have an impact on performance. As the results or other results of the work, employees can experience stress, which can progress to make employees ill, physically and mentally, so it can no longer work optimally (Munandar, 2008: 371).

High demands on employees can increase the level of stress in his job. According to Gibson and Ivancevich (2001: 280-281), stress in the optimum appearance is a positive stress conditions because it can encourage employees to work at a higher level, while the stress of too little and too much of a burden is negative stress conditions as it may cause declining performance of the employees. The emergence of stress, whether caused by something fun or something unpleasant will give a certain result on a person. Ultimately this leads to an increase in professionalism in the management of human resources for the company still exists and more productive. Therefore, companies should be able to keep, maintain and develop human resources (labor) that are within the company. According to Wright (2006) Human Resource Management effective resource aimed at improving corporate performance by giving satisfaction to employees, customers, innovation, and productivity so that the right human resource management is very important in an organization / company.

At Aronson research and Goransson (1999) can be seen that the stressors of work disliked making employees experiencing work stress. The gap between the demands of work with existing resources (work stress), makes people feel more negative affect and life dissatisfaction. In other words, work stress can reduce wellbeing. Wellbeing is an important aspect of quality of life or mental health of an individual (Page and Vela-Brodrick, 2009; Keyes, 2006). Aronsson research and Goransson (1999) based on Statistics' Swedish Labor Market Surveys (N = 1,564) showed that there were 28% of permanent employees who do not like his job.

Work stress, according to David and Newstrom (2008) as a condition that affects the emotions, thought processes, and physical condition. Work stress to a certain extent is a trigger factor improving employee performance but if already past that point, the presence of job stress would likely trigger the issue which will certainly affect the performance or performance. Results of research and Ramzan Ahmed (2013) prove that work stress have a significant effect on employee performance. The research result Zafar et al. (2015) also shows that work stress has a significant effect on employee performance. The results of the Gaffar Hulaifah (2012) proved that a positive work stress having an effect on performance. Lizhen Jing (2008) work stress have a significant effect on performance. Likewise, the results of research Yulia Anggraini (2008) prove that work stress affect the performance of the salesman. However, the research results May Yung Leung, et al. (2011) prove the work stress has a negative correlation to the performance of employees. As well as results of research Rubina Hanif, et al. (2011) which states that stress negatively related to the performance of teachers. Halida research results Savira (2010) also shows that job stress negatively affect performance. Adnan research results Enhassi, et al. (2015) explained that the demands of work and the demands of the task at construction workers in Gaza track does not affect the performance of employees. Other findings that the construction workers have emotional stress and fatigue which affects the performance of employees. (2011) prove the work stress has a negative correlation to the performance of employees. As well as results of research Rubina Hanif, et al. (2011) which states that stress negatively related to the performance of teachers. Halida research results Savira (2010) also shows that job stress negatively affect performance. Adnan research results Enhassi, et al. (2015) explained that the demands of work and the demands of the task at construction workers in Gaza track does not affect the performance of employees. Other findings that the construction workers have emotional stress and fatigue which affects the performance of employees. (2011) prove the work stress has a negative correlation to the performance of employees. As well as results of research Rubina Hanif, et al. (2011) which states that stress negatively related to the performance of teachers. Halida research results Savira (2010) also shows that job stress negatively affect performance. Adnan research results Enhassi, et al. (2015) explained that the demands of work and the demands of the task at construction workers in Gaza track does not affect the performance of employees. Other findings that the construction workers have emotional stress and fatigue which affects the performance of employees. Halida research results Savira (2010) also shows that job stress negatively affect performance. Adnan research results Enhassi, et al. (2015) explained that the demands of work and the demands of the task at construction workers in Gaza track does not affect the performance of employees. Other findings that the construction workers have emotional stress and fatigue which affects the performance of employees. Halida research results Savira (2010) also shows that job stress negatively affect performance. Adnan research results Enhassi, et al. (2015) explained that the demands of work and the demands of the task at construction workers in Gaza track does not affect the performance of employees. Other findings that the construction workers have emotional stress and fatigue which affects the performance of employees.   

Robbins (2007: 368) defines job stress as a dynamic condition in which a person is confronted with the opportunities, barriers, or demand related to what they want and for that success was not certain. The research result Malek (2010) showed that work stress have a significant effect on the psychological well-being as the opinion of Warr (in Dwipayama, 2010) that the psychological well-being is a concept associated with what is perceived individuals on its activities in daily life ,

Ryff (in Dwipayama 2010) argues that the psychological well-being is a condition of a person who has the ability to accept yourself and life in the past (self-acceptance), development or personal growth (personal growth), the belief that his life meaningful and purposeful (purpose in life), has the quality of a positive relationship with others (positive relationship with others), the capacity to regulate effectively the life and the environment (environmental mastery), and the ability to determine their own actions (autonomy). People who have psychological well-being is good is people who are able to realize her potential continuously, and accept themselves as they are, are able to form warm relationships with others, have the independence to social pressures, has a meaning in life,

Veenhouven (in Diener, 1994) explains that subjective well-being is the level at which someone is judging the quality of life as something that is expected and feel unpleasant emotions. As As'ad opinion (1987: 47) that the important driving factors that cause humans to work is the need to be met. Activities in the work contains elements of a social activity, producing things, and ultimately aims to meet their needs and also aims to achieve better living standards. This indicates that the employee's performance is influenced by subjective well-being.

The results of the study the effect of work stress on employee performance through the psychological well-being and subjective well-being show inconsistent results or the research gap, on May research Yung Leung, et al. (2011), Rubina Hanif, et al. (2011), halides Savira (2010) proved that the negative effect of job stress, while research Lizhen Jing (2008), Hulaifah Gaffar (2012) showed that job stress positive effect on performance, but the results Adnan Enhassi, et al. (2015) prove that work stress does not affect the performance, the research is done now to develop job stress directly affects the performance (in May Yung Leung, et al. (2011), Rubina Hanif et al., (2011), halides Savira ( 2010), Lizhen Jing (2008), Hulailfah, Gaffar, (2012) and Adnan Enhassi et al (2015), as mediation work stress has been studied still partial, stress influence psychological well being; work stress affects the subjective well-being

to analyze the effect of work stress on employee performance, analyze the effect of work stress on psychological well-being, to analyze the influence of psychological well-being of the employee's performance, analyze the effect of work stress on subjective well-being, to analyze the influence of subjective well-being on employee performance, To psychological analyze the influence of well-being as mediation work stress on employee performance, and analyze the influence of subjective well-being as mediation work stress on employee performance 
MATERIAL AND METHOD
The method used must be a method that can actually answer the research problems. This type of research is explanatory research with survey approach. This study seeks to explain the causal relationship between the variables and their effects through hypothesis testing (Sugiyono, 2010).

The population in this study were all employees of PT. Insight Global Top Bali area, with a minimum term of one year, amounting to 78 people. Furthermore, all members of the population of respondents to the study (study census). Reasons take employees with minimum term of one year from assessing the performance of employees will be started performing when a minimum service life of 1 year.
The structure of the existing relationship on all four variables will be analysed using SEM-PLS models. Why usePartial Least Square (PLS) is there some research hypotheses that do not have a solid theoretical basis. PLS can be used to test the causal relationship the variables that have not received much support the theory or the study is exploratory (Ghostly, 2011). Another reason is the PLS is able to analyse the constructs with reflective and formative indicators (Hair, 2010). PLS is a powerful analytical method, because not based on many assumptions, data should not be normal distribution, the sample should not be large, and is able to explain the relationship between latent variables (Ghostly, 2011). Another advantage of PLS ​​is that it can be used on the data with different types of scale, being able to manage the problem of multicollinearity between the independent variables, and the results remain solid (Robust) although there are data that are not normal and missing (Hartono, 2009).
RESULT AND discusion
Data were obtained from questionnaires distributed to respondents. A sample of respondents in these study as many as 78 employees of PT. Insight Global Top Bali area. As a general overview of gender, education and long work presented in presented in Table 1 below:
Table 1. Description Rrespondents 
	characteristics
	Percentage (%)

	Gender
	

	Man
	65.4

	woman
	34.6

	Education
	

	High School
	17.9

	Diploma
	44.9

	S1
	26.9

	S2
	10.3

	Length of work
	

	13 years old
	15.4

	3.1 to 5 years
	33.3

	More than 5 years
	51.3


Data analysis 
Model PLS has two parts, namely the measurement model (outer model) and structural models (inner model) and processed by the score indicator. Testing measurement model (measurement model) in this study aims to evaluate the indicators that are reflective of the konstruknya. Analysis of indicators - indicators used are tested in order to give meaning to the contributions made by the latent variables. Empirical analysis aimed to validate the model and the reliability of the constructs that reflect the parameters of the latent variables or constructs that are built based on theory and empirical studies. This study uses five latent variables namely job stress, psychologycal well-being, subcjective well-being and performance of employees with a reflective indicator.
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Figure 1 

Model Test Results Hypothesis 

result analysishypothetical model the combined effect of work stress on psychological well-being was 25.6%. The combined effect of work stress on subjective well-being is 32.9%. While the effect of work stress, psychological well-being and psychological well-being of the performance was 57.9%. Hair et. al. (2014) states that the contribution to the value of between 20% -50% included in the category is quite high.

Table 2. Coefficient Test Strip
	Relationship between Variables 
	Original Sample (O)
	Standard Deviation (STDEV)
	T Statistics (| O / STDEV |)
	P 

	Psychological well-being, R2 = 25.6%
	
	
	
	

	work stress  Psychollogical well-being 
	-0.506
	0,067
	7.601
	0,000

	Subjective well-being, R2 = 32.9%
	
	
	
	

	work stress  Subjective well-being
	-0.574
	0,071
	8.054
	0,000

	Employee performance, R2 = 57.9%
	
	
	
	

	work stress employee performance
	-0.217
	0.099
	2,181
	0,030

	Psychological well-being  employee performance 
	0,482
	0.102
	4.717
	0,000

	Subjective well-being  employee performance
	.213
	.101
	2,113
	0,035


Source: Data processed, 2018. 

The coefficient of the direct effect of work stress on psychollogical well-being is significant (β = -0.506; p = 0.000). Indicators whole work stress has a positive coefficient and reflective. The coefficient of the direct effect of work stress on subjective well-being is significant (β = -0.574; p = 0.000). The coefficient of the direct effect of work stress on employee performance is significant (β = -0.217; p = 0.030). Psychollogical coefficient direct influence on the well-being of the employee's performance is significant (β = 0.482; p = 0.000). The coefficient of the direct influence of subjective well-being of the employee's performance is significant (β = 0.213; p = 0.035).    
Table 3. Indirect Influence Test Results
	 Relationship between Variables
	Coefficient
	P
	Status

	Work stress -> Psychollogical well-being -> employee performance
	-0.244
	0,000
	Significant

	Work stress -> Subjective well-being -> employee performance
	-0.122
	0,042
	Significant


Source: Data processed, 2018. 
In the hypothetical model, there are two indirect influences. First, the indirect effect of work stress on employee performance through psychollogical well-being of -0.506 x 0.482 = -0.244. Second, the indirect effect of work stress on employee performance through subjective well-being of -0.574 x 0.213 = 0.122. Both the indirect effect is significant because all the coefficient paths through mediating variables tested significantly (p <0.05).
Hypothesis testing
In this study, there are 7 hypothesis, in which the five major direct influence hypothesis test and 2 test hypotheses large indirect effect. Hypothesis H1 states that work stress affect the performance of employees. The direct effect on the relationship of work stress on employee performance of -0.217 with p value of 0.030 (p <0.05) were significant. Stress can be an explanatory work performance, so H1 supported.

Hypothesis H2 states that work stress affect the well-being Psychollogicall. The direct effect on job stress relationship to psychollogical well-being of -0.506 with sebesr p value of 0.000 (p <0.05) were significant. Work stress can be a determinant psychollogical well-being, so that H2 is supported.

H3 hypothesis states that Psychollogicall well-being affect the performance of employees. Direct influence on the well-being Psychollogicall relation to the performance of employees is 0,482 with p value of 0.000 (p <0.05) were significant. Psychollogicall well-being can be a determinant of the performance of employees, so H3 is supported.

H4 hypothesis states that work stress affects the Subjective well-being. Direct influence on work stress on Subjective well-being of 0.574 with p value of 0.000 (p <0.05) were significant. Work stress can be a determinant subjective well-being, so H4 is supported.

H5 hypothesis states that subjective well-being affect the performance of employees. The direct effect on subjective well-being on the performance of employees is 0.213 with the value of the company amounted to 0.035 (p <0.05) were significant. Subjective well-being can be explanatory employee performance, so H5 is supported.

H6 states that Psychollogicall well-being as a mediating variable between job stress and employee performance. The indirect effect on the relationship of work stress on employee performance through Psychollogicall well-being of -0.244 with ap value of 0.000 is significant. Psychollogical well-being shown to mediate the effect of work stress on employee performance, so that H6 is supported.

H7 stated that subjective well-being as a mediating variable between job stress and employee performance. The indirect effect on the relationship of work stress on employee performance through subjective well-being of -0.122 with p value of 0.042 is significant. Subjective well-being shown to mediate the effect of stress on employee performance, so H7 supported.
Discussion of Results
Effect of Effect of Job Stress on Employee Performance
The results showed that job stress tcount of 2.181 with significance of 0,030 t, for t> t table (2,181> 2,000) or the significance of t <5% (0.000 <0.05), the occupational stress is partially a significant effect on the performance of employees. Because the path coefficient is negative (-0.217) indicates the effect of both is negative or opposite directions, so that H1 is accepted or significant. This means that the higher the job stress lead to lower employee performance.Research results and Ramzan Ahmed (2013), Zafar, et al. (2015), Leung, et al. (2011), Malek (2010), S. Lamb, et al. (2016), Hanif, et al. (2011), Gaffar (2012), Jing (2008), Anggraini (2008), Savira (2010), Robbins (2007) prove that work stress affect the performance of employees. Stress according to Kreitner and Knicki (2005: 351) as an adaptive response characteristics and are connected by an individual or psychological process, which is a consequence of any external action, situation, or event that puts the demands of psychological / physical special someone. The findings of this study indicate that the stress of work is reflected from the stress of employees in the category of low views of respondents do not have excessive workloads, work schedules are not solid or without a pause, do not get bored with the routine of daily work, do not get in trouble at work, care for the working group and have a good relationship with co-workers, so as to improve employee performance. This shows that the employees' workload is felt not heavy so it can improve the performance of employees.
Effect of Job Stress on Psychological Well-being
The results showed that job stress tcount of 7.601 with a significance of 0.000 t, for t> t table (7.601> 2.000) or the significance of t <5% (0.000 <0.05), the partially significant effect on job stress Psychological Well-being, Because the path coefficient is negative (-0.506) indicates the effect of both is negative or opposite directions, so that H2 is accepted or significant. This means that the higher the job stress lead to lower psychological well-being.The research result Malek (2010), Warr (2010), Robbins (2007) prove that work stress affect the well-being Psychological. Employee stress levels low employment can increase Psychological well-being that is reflected from the open to accept criticism, always optimistic in the work, trying to develop themselves in completing the work, continue to explore the potential of self, confident where employees are meaningful to others, have a purpose in life obviously, always maintain good relations with colleagues, fosters good relationships with superiors, able to set the rhythm private life effectively, is not easily affected by the surrounding environment, is able to act quickly to solve the problems and is able to work independently.
Well-Being Psychological influence on Employee Performance
The results showed that psychological well-being tcount amounted to 4.717 with a significance of 0.000 t, for t> t table (4.717> 2.000) or the significance of t <5% (0.000 <0.05), the partially psychological well-being have a significant effect to employee performance, Because the path coefficient is positive (0.482) indicates the effect of both positive or unidirectional, so H3 is accepted or significant. This means that the higher psychological well-being lead to higher employee performance. as outlook Ryff (in Dwipayama, 2010) that the psychological well-being is a condition of a person who has the ability to accept yourself and life in the past (self-acceptance), development or personal growth (personal growth), the belief that his life meaningful and purposeful ( purpose in life), has the quality of a positive relationship with others (positive relationship with others), the capacity to regulate effectively the life and the environment (environmental mastery), and the ability to determine their own actions (autonomy). People who have psychological well-being is good is people who are able to realize her potential continuously, and accept themselves as they are, are able to form warm relationships with others, have the independence to social pressures, has a meaning in life, and able to control the external environment, which means the higher psychollogical well-being can improve employee performance. The results of the study Huang, et al. (2016), Ryff (2010) proved that psychological well-being affect the performance of employees.
Working Against Stress Effect of Subjective Well-Being
The results showed that job stress tcount of 8.054 with a significance of 0.000 t, for t> t table (8.054> 2.000) or the significance of t <5% (0.000 <0.05), the partially significant effect on job stress Subjective Well-being, Because the path coefficient is negative (-0.574) indicates the effect of both is negative or opposite directions, so that the H4 is accepted or significant. This means that the higher the job stress lead to lower subjective well-being.The results of this study are consistent with studies Kris (2008), Diener and Scollon (2003) which states that the work stress affects the Subjective well-being. As Veenhouven view (in Diener, 1994) that subjective well-being is the level at which someone is judging the quality of life as something that is expected and feel unpleasant emotions. The findings of this study indicate that employees with low stress levels can improve the subjective well-being in terms of affective and cognitive reflected from always being kind to the co-worker and able to withstand the emotions and be able to do the tasks in a rational and always trying to improve.

Effect of Subjective Well-Being on Employee Performance 
The results showed that subjective well-being tcount amounted to 2.113 with a significance of 0.035 t, for t> t table (2,113> 2,000) or the significance of t <5% (0.035 <0.05), the partially subjective well-being have a significant effect to employee performance, Because the path coefficient is positive (0.213) indicates the effect of both positive or unidirectional, so H5 is received or significant. This means that the higher subjective well-being lead to higher employee performance. The results support the studies of Huang, et al. (2016), Ryff (2010), Robbins (2007), Diener (1994) which states that the Subjective well-being affect the performance of employees. Subjective well-being showed life satisfaction and evaluation of the domains of life essentials such as employment, health, and relationships. Also included their emotions, such as excitement and involvement, and experience negative emotions, such as anger, sadness, and fear that a little. In other words, happiness is the name given to thoughts and positive feelings towards a person's life (Diener, 2008).  
Psychological influence well-being as a mediating variable between job stress and employee performance
Psychollogical well-being able to mediate the effect of work stress on employee performance. If an employee feels stress at work and are not supported by good physical health, of course, will lead to job be no focus on work, this will have an impact that the decline in the performance of employees. Therefore, it has psychological well-being of high becomes important, because it can improve the performance of employees. Psychological well-being is an individual ability to accept his situation, establish a warm relationship with others, are able to control themselves and independent of social pressure, and be able to realize their potential that has meaning in his life. As the view of David and Newstrom (2008) defines job stress as a condition that affects the emotions, thought processes, and physical condition. According to Warr (in Dwipayama, 2010) Psychological Well Being is a concept that relates to what people perceived on its activities in daily life. The results of the study Huang, et al. (2016), Ryff (2010) found that psychological well-being affect performance. One activity was manifested in movements called work. Working connotes a task ends with the work that can be enjoyed by humans are concerned. Important driving factors that cause humans to work are the need to be met. Activities in the work contains elements of a social activity, producing things, and ultimately aims to meet their needs and also aims to achieve better living standards (As'ad, 1987: 47).
Effect of Subjective well-being as a mediating variable between job stress and employee performance 
Subjective well-beingable to mediate the effect of work stress on employee performance. This indicates that the level of stress experienced relatively moderate and perceived work routines. Employee performance can be improved if the employee has a subjective well-being is high.These results indicate although there are conditions that trigger stress but because of subjective well-being can increase employee performance. As the view Robbins (2007: 368) that the work stress as a dynamic condition in which a person is confronted with the opportunities, barriers, or demand related to what they want and for that success was not certain. Subjective well-being is part of the happiness, the term happiness and subjective well-being is also often used interchangeably (Diener & Bisswas, 2008). Performance is a set of results and refer to the achievement of the actions and the implementation of the work requested something (Stolovitch and Keeps: 1992). The results support the studies of Huang, et al. (2016), Ryff (2010), Robbins (2007),  
Conclusion
In accordance with the analysis results related Effect of Job Stress on Employee Performance Through Psychologycal Well-Being and Subjective Well-Being, the researchers can make some conclusions as follows. 
1. Work stress affects the performance of employees, this shows that the workload of the employees perceived to be heavy so it can improve the performance of employees.

2. Psychological work stress affects the well-being, which means that the lower the stress of employees can improve psychological wellbeing. Employees who have the Psychological Well Being good is the employees who are able to realize the potential of themselves continuously, and accept themselves as they are, were able to establish warm relations with others, have the independence to social pressures, has a meaning in life, and be able to control the external environment.

3. Psychological well-being affects the performance of employees, which means that the higher the psychological well-being leads to higher employee performance. Employees who have psychological well-being that both are employees who are able to realize the potential of themselves continuously, and accept themselves as they are, were able to establish warm relations with others, have the independence to social pressures, has a meaning in life, and be able to control the external environment , which means the higher psychological well-being can improve employee performance  

4. Work stress affects the subjective well-being, which means that the lower the stress of employees may increase subjective wellbeing. Employees with low stress levels can improve the subjective well-being in terms of affective and cognitive reflected from always being kind to the co-worker and able to withstand the emotions and be able to do the tasks in a rational and always trying to improve.

5. Subjective well-being affects the performance of employees, which means that the higher subjective well-being leads to higher employee performance. Subjective well-being showed life satisfaction and evaluation of the domains of life essentials such as employment, health, and relationships.

6. Psychological well-being able to mediate the effect of work stress on employee performance. If an employee feels stress at work and are not supported by good physical health, of course, will lead to job be no focus on work, this will have an impact that the decline in the performance of employees. Employee performance can be enhanced if employees have psychological stay high well-being.

7. Subjective well-being is able to mediate the effect of work stress on employee performance. This indicates that the level of stress experienced relatively moderate and perceived as a routine job. Employee performance can be improved if the employee has a subjective well-being is high.
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