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Abstract

In today’s social development rapidly and increasing market competition, the improvement of em-
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BTHE

ployees’ job performance, as enterprise human resources, plays an important role in enhancing the
competitiveness of the enterprises. Many factors affect employee job performance. Perceived trust
by superiors is regarded as an important research object, and the discussion between it and em-
ployees’ job performance is of great significance. Through literature research and mediating effect
analysis, this paper takes self-efficacy and job control as mediating variables to study the relation-
ship between perceived trust by superiors and employee job performance. This paper draws the
following conclusions: 1) Perceived trust by superiors has a positive effect on employee perfor-
mance; 2) Self-efficacy plays a mediating role in the influence of perceived trust by superiors on
employees’ job performance; 3) Sense of work control moderates the relationship between per-
ceived trust by superiors and self-efficacy. The higher the sense of work control, the stronger the
effect of perceived trust by superiors on self-efficacy. Employee performance level management is
an important part of enterprise management, which should be actively managed to make em-
ployees willing to complete their own work and develop their own performance level. The indi-
vidual development of employees is closely related to the development of the organization, and
the individual development of employees should be used to promote the overall development and
progress of the enterprise.
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Figure 1. Theoretical framework
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Table 1. Regression analysis of perceived trust by superiors on job performance
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