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ABSTRACT

After more than 40 years of reform and opening up, China has entered an
important stage of transformation and upgrading. On the one hand, China's
economy is still facing the contradiction of structural imbalance, on the other hand,
we are also in an important window period of economic adjustment. Private
economy is an important part of China's national economy. At present, private
economy is facing many opportunities and challenges, such as industrial structure
adjustment, organizational structure transformation, higher independent innovation
and development ability, better product quality demand and stronger global factor
allocation ability. Private enterprises are also in the forefront of transformation and
upgrading. In the process of enterprise transformation, there are a series of
uncertainties and complexities. The middle-level employees play an important role
in this process, because on the one hand, the middle-level employees may be pulled
out of the original "comfort zone" because of the transformation, and then produce
the feelings of maladjustment and resistance; on the other hand, the middle-level
employees are the receivers and executors of enterprise decision-making, and they
are also connected with the senior management of enterprises The key link between
strategy and grassroots practice. Trust is an important means to solve the internal
uncertainty during organizational change. When the middle-level employees feel
that they are fully trusted, they will strengthen their willingness to obey the
decisions and systems proposed by the senior managers, and produce spontaneous
behaviors, which can improve the management efficiency, improve the conflict and
enhance the organizational cohesion. At the same time, employees feel the trust of
their superiors, and they will voluntarily complete their own work, cooperate with
the transformation work wholeheartedly, improve the management effectiveness,
and promote the realization of enterprise transformation goals by improving
personal work performance. In view of this, this paper studies how the perceived
trust of middle-level employees affects employee satisfaction and their recognition
of organizational commitment, thus affecting their job performance.

Based on social cognition theory, social exchange theory and organizational
commitment theory, this paper explores the direct effects of employee trust
perception and employee satisfaction, organizational commitment and employee
satisfaction, organizational commitment and employee job performance; the

mediating and double mediating effects of job satisfaction and organizational



commitment; the moderating effect and mediating moderating effect of employee
stress load. Through the pairing analysis of 533 wvalid questionnaires (69
organizational top-level questionnaires and 464 middle-level questionnaires), this
paper finds that the middle-level employees' trust perception is an important factor
to improve employee satisfaction and organizational commitment, and the level of
middle-level employees' satisfaction and organizational commitment are the key
factors to predict their work performance; the trust perception of middle-level
employees is influenced by employee satisfaction and organizational commitment
Employee's job performance has an impact; employee's stress load negatively
moderates the effect of employee's perceived trust on employee's satisfaction, and
employee's stress load also negatively regulates the process of trust perception
influencing employee's job performance through influencing employee's
satisfaction.

Based on the characteristics of Chinese enterprises, this paper constructs a
theoretical model of the relationship between employee's trust perception,
employee satisfaction, organizational commitment and employee's job performance,
dynamically examines the impact of employee's trust perception on employee's job
performance, and deepens the research on enterprise's management activities.
Through large-scale data analysis, this paper empirically tests the effect of middle-
level employees' trust perception on job performance. The empirical results play a
positive role in revealing the mediating effect of trust perception and job
performance, employee satisfaction and organizational commitment, and the
moderating effect of employee stress load. This study can well illustrate the role of
middle-level employees' trust perception on job performance mechanism. This
study helps to deepen the understanding of the relationship between trust perception
and job performance of middle-level employee, clarify the relationship among
employee satisfaction, organizational commitment and job performance, explain
the mechanism of employee satisfaction and organizational commitment in the
influence of trust perception on work process, and explore the mechanism of trust
perception in employee stress load situation innovatively. At the same time, this
paper can also help enterprises to realize the trust of middle-level employees and
the importance of trust from the leadership, so as to provide enlightenment for
improving the performance of middle-level employees and ultimately achieving the

goals of enterprises.
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