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ABSTRACT 

 

This study explores the impact of job stress and job insecurity on employee performance in Micro, Small, and 

Medium Enterprises (MSMEs), with a focus on the mediating roles of organizational trust and employee motivation. 

Job stress and insecurity, prevalent in MSMEs due to limited resources and job instability, can significantly reduce 

employee productivity and engagement. By examining the mediating effects of trust and motivation, the research 

highlights how these factors buffer the negative impact of stress and insecurity on performance. The findings suggest 

that fostering organizational trust and enhancing employee motivation can improve performance, well-being, and 

organizational outcomes in MSMEs. The study offers valuable insights for MSME leaders to create supportive work 

environments that enhance productivity and employee satisfaction. 
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INTRODUCTION 

 

Micro, Small, and Medium Enterprises (MSMEs) are critical drivers of economic growth, innovation, and employment 

worldwide. These enterprises are often characterized by their agility, close-knit work environments, and ability to adapt 

quickly to market changes. However, MSMEs also face a unique set of challenges that can hinder their long-term success, 

including limited resources, financial instability, and intense competition. One of the most significant challenges faced by 

employees within MSMEs is job stress, which can arise from factors such as excessive workloads, lack of work-life 

balance, and organizational uncertainty.  

 

In addition, job insecurity, stemming from concerns over job stability and potential layoffs, is a prevalent issue in MSMEs, 

where employment contracts are often less stable compared to larger organizations. 

 

These challenges can negatively impact employee performance, which is crucial for the competitiveness and growth of 

MSMEs. Job performance, defined as an employee's effectiveness in fulfilling job-related tasks and responsibilities, is 

directly influenced by both job stress and job insecurity. As employees experience higher levels of stress and insecurity, 

their motivation, engagement, and overall productivity tend to decline, which can reduce organizational outcomes. 

 

However, certain organizational factors, such as organizational trust and employee motivation, can serve as crucial 

mediators, buffering the negative effects of job stress and job insecurity. Organizational trust refers to the belief employees 

have in the fairness, reliability, and integrity of their organization. When employees trust their organization, they are more 

likely to remain committed, motivated, and engaged, even in the face of challenges. Employee motivation, both intrinsic 

and extrinsic, plays a significant role in determining how employees cope with stressors and remain productive in their 

roles. Motivated employees are more likely to demonstrate resilience, engage with their work, and maintain high levels of 

performance despite adversity. 

 

Understanding the interrelationship between job stress, job insecurity, organizational trust, employee motivation, and job 

performance is essential for improving both individual and organizational outcomes within MSMEs. This study seeks to 
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develop a path model that explores these relationships and highlights the mediating roles of organizational trust and 

employee motivation in influencing job performance. By examining these factors, the research aims to provide MSME 

leaders with actionable insights that can help mitigate the negative effects of job stress and insecurity, while fostering a 

supportive work environment that enhances employee performance, satisfaction, and overall organizational success. 

 

REVIEW OF LITERATURE 

 

1. Martinez (2023) study analyzed the influence of job insecurity on workplace behavior in small enterprises. The 

findings showed that employees experiencing job insecurity exhibited higher levels of disengagement and lower job 

performance. The study suggests that enhancing communication about job stability and offering career development 

opportunities could reduce insecurity and improve performance.  

 

2. Nguyen & Lee (2023) research investigated how organizational trust can act as a buffer against job stress in 

manufacturing sectors. They found that employees who trusted their supervisors and the organization were better able 

to cope with stress and maintained high performance levels. Their study advocates for organizational policies that 

emphasize transparency, fairness, and support to build trust and reduce stress.  

 

3. Garcia (2022) examined the effects of job stress on employee creativity and performance in tech startups. The research 

indicated that while moderate stress might stimulate innovation, high levels of stress were detrimental to creativity and 

work efficiency. Garcia recommended a balanced approach to stress, where organizations provide resources to manage 

stress without stifling employee creativity.  

 

4. Kim & Park (2022) explored the relationship between job insecurity and burnout in public sector employees. Their 

study found that job insecurity directly contributed to burnout, which, in turn, negatively affected job performance. The 

researchers recommend that employers implement stability-enhancing policies and provide mental health resources to 

prevent burnout and its impact on job performance.  

 

5. Lee (2022) studied job insecurity and its effects on employee morale and performance in MSMEs. The study 

concluded that employees who perceive their jobs as insecure are less committed to their work, leading to decreased 

performance and higher turnover intentions. Lee recommends that organizations adopt clearer communication and 

offer job security initiatives to improve job satisfaction and performance.  

 

6. Smith (2021) research explored the impact of job stress on employee performance in small businesses. The study 

found that high stress levels led to reduced work efficiency and increased absenteeism. It was emphasized that stress 

management programs, including regular breaks and supportive leadership, could mitigate these negative outcomes. 

The research advocates for interventions at the organizational level to promote mental well-being and enhance 

productivity.  

 

7. Brown (2021) research focused on the relationship between employee motivation and job performance in the 

hospitality industry. The study found that both intrinsic and extrinsic motivation significantly impacted job 

performance. Specifically, employees who found their work intrinsically rewarding showed higher levels of job 

performance and satisfaction. Brown suggests implementing reward systems and recognition programs to enhance 

motivation and, thus, improve job performance.  

 

8. Adams & Green (2021) study analyzed the impact of organizational trust on employee turnover in large enterprises. 

They found that trust in the organization was negatively correlated with turnover intentions, meaning that employees 

who trusted their employer were less likely to leave the organization. The study suggests that cultivating a trusting 

environment can reduce turnover and improve job performance. 

 

9. Taylor & Johnson (2020) investigated the role of organizational trust in improving employee engagement in the retail 

sector. Their findings revealed that trust in leadership significantly correlates with higher levels of employee 

engagement and, consequently, better job performance. Their study highlights the need for building trust within teams 

to foster a motivated and committed workforce.  

 

10. Clark (2020) research focused on the mediating role of employee motivation in the relationship between job stress and 

job performance. The study revealed that motivation played a significant role in reducing the negative impact of stress 

on job performance. Clark’s study suggests that organizations should focus on both intrinsic and extrinsic motivational 

strategies to help employees manage stress and sustain performance.  
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RESEARCH GAP  

 

Despite the substantial body of research on job stress, job insecurity, and job performance, there remains a significant gap 

in understanding these dynamics within the context of Micro, Small, and Medium Enterprises (MSMEs). While existing 

studies primarily focus on large organizations, MSMEs face unique challenges such as limited resources, unstable financial 

conditions, and fewer formal systems, which may affect employees differently. The relationship between job stress, job 

insecurity, and job performance has been explored in various sectors, but there is limited research specifically addressing 

how these factors play out in MSMEs. Furthermore, although organizational trust and employee motivation have been 

studied as individual constructs, their mediating roles in the relationship between job stress/job insecurity and job 

performance in MSMEs remain underexplored. This gap in the literature presents an opportunity to examine the mediating 

mechanisms of trust and motivation, which may buffer the negative effects of stress and insecurity on job performance, 

thereby enhancing organizational outcomes. Additionally, most studies on these topics are cross-sectional, providing only a 

snapshot of the relationships, while a longitudinal perspective could offer deeper insights into the long-term effects of job 

stress and insecurity on employee performance in MSMEs. 

 

STATEMENT OF THE PROBLEM 
Micro, Small, and Medium Enterprises (MSMEs) play a vital role in the economic growth and development of many 

countries by fostering innovation, creating jobs, and driving local economies. However, employees in these organizations 

often face challenges such as job stress and job insecurity, which can significantly impact their job performance. These 

challenges stem from factors like limited resources, financial instability, and a competitive business environment. Job 

stress, arising from excessive workloads and lack of work-life balance, and job insecurity, driven by the threat of job loss or 

organizational instability, can lead to reduced employee productivity, engagement, and motivation. Despite the growing 

recognition of these issues, limited research has been conducted on how job stress and job insecurity specifically affect 

employees within MSMEs, particularly in comparison to larger organizations. Additionally, there is a lack of studies 

exploring the mediating roles of organizational trust and employee motivation in mitigating these negative impacts on job 

performance. This research aims to bridge this gap by investigating how job stress and job insecurity affect employee 

performance in MSMEs, while also exploring how organizational trust and employee motivation can serve as buffers to 

these negative influences, ultimately leading to improved organizational outcomes. 

 

NEED OF THE STUDY 
The study is crucial given the significant role Micro, Small, and Medium Enterprises (MSMEs) play in driving economic 

growth, creating jobs, and fostering innovation. Despite their importance, MSMEs often face unique challenges, such as job 

stress and job insecurity, that can negatively impact employee well-being and job performance. Employees in these 

organizations frequently experience high levels of stress due to limited resources, job instability, and demanding work 

environments, leading to decreased productivity, engagement, and overall performance. While there is existing research on 

job stress and insecurity in larger organizations, there is a notable gap in understanding how these factors specifically affect 

employees within MSMEs. Additionally, the mediating roles of organizational trust and employee motivation in alleviating 

these negative effects have not been adequately explored in the context of MSMEs. This study is needed to provide insights 

into how these factors interact and affect employee outcomes, helping MSMEs develop strategies to manage job stress and 

insecurity, enhance organizational trust, and improve employee motivation. By addressing these challenges, MSMEs can 

create a more supportive work environment that fosters better performance, reduces turnover, and contributes to long-term 

organizational success. 

 

OBJECTIVES OF THE STUDY 

1. To examine the impact of job stress and insecurity on employee performance in MSMEs.  

2. To assess the mediating role of organizational trust in the job stress/job insecurity-performance relationship in MSMEs.  

3. To evaluate the mediating role of employee motivation in the job stress/job insecurity-performance relationship in 

MSMEs. 

 

SCOPE OF THE STUDY 

 

This study focuses on examining the impact of job stress and job insecurity on employee performance within Micro, Small, 

and Medium Enterprises (MSMEs). It specifically explores the mediating roles of organizational trust and employee 

motivation in this relationship. The research will be conducted among employees in various sectors of MSMEs, with a 

particular emphasis on understanding the unique challenges these businesses face compared to larger organizations. The 

findings aim to provide practical insights for MSME leaders to improve employee well-being, enhance job performance, 

and foster a supportive work environment. The study will be limited to MSMEs in a specific geographic region, with 

potential for the results to be generalized to similar contexts in other developing economies. 



International Journal of Enhanced Research in Management & Computer Applications, 

ISSN: 2319-7471, Volume 15 Issue 6, June 2026 

 

 

Page | 92  

RESEARCH METHODOLOGY AND APPROACH 

 

1. Type of Research 
This study adopts a quantitative research approach, utilizing survey-based data collection to assess the relationships 

between job stress, job insecurity, organizational trust, employee motivation, and job performance in Micro, Small, and 

Medium Enterprises (MSMEs). The research will test hypotheses using statistical methods to explore direct and mediating 

relationships among the variables. 

 

2. Sampling 
The research will use a non-probability sampling technique, specifically convenience sampling, where participants are 

selected based on their availability and willingness to participate. This sampling method is appropriate for MSMEs, where 

access to a large, representative sample may be limited, and it allows for effective data collection in real-world settings. 

 

3. Composition of Sample Size 
The sample will consist of employees working across various MSMEs in sectors such as manufacturing, retail, and 

services. The composition will include both managerial and non-managerial employees to capture a broad range of 

perspectives on job stress, job insecurity, organizational trust, employee motivation, and job performance. A mix of 

employees with varying years of experience and roles will ensure diversity in responses. 

 

4. Sample Size 
The study will target a sample size of 196 employees. This sample size is large enough to achieve statistical reliability and 

allow for meaningful analysis of the relationships between variables, while also being manageable for data collection and 

analysis. 

 

5. Bases of Sampling 
Sampling will be based on employee participation in MSMEs located within a specific geographic region (e.g., a city, state, 

or country). Employees will be selected from a variety of MSMEs with different organizational structures and industry 

backgrounds. The sample will aim to include employees at different levels of experience and job roles, ensuring that the 

findings are reflective of diverse employee experiences with job stress and insecurity. 

 

HYPOTHESES 
H01: Job stress and job insecurity do not have a significant impact on employee performance in MSMEs. 

H11: Job stress and job insecurity have a significant negative impact on employee performance in MSMEs. 

H02: Organizational trust does not mediate the relationship between job stress/job insecurity and employee performance in 

MSMEs. 

H12: Organizational trust mediates the relationship between job stress/job insecurity and employee performance in MSMEs. 

 

DATA COLLECTION AND TOOLS 
The study will rely on primary data collected through a structured questionnaire designed to assess the impact of job stress, 

job insecurity, organizational trust, and employee motivation on job performance within Micro, Small, and Medium 

Enterprises (MSMEs). The questionnaire will include sections on demographic information, job stress, job insecurity, 

organizational trust, employee motivation, and job performance, utilizing established scales such as the Perceived Stress 

Scale, Job Insecurity Scale, Organizational Trust Inventory, and Employee Motivation Scale. Convenience sampling will be 

used, targeting 196 employees from various MSMEs, with data collected either online or in-person. The data will be 

analyzed using SPSS, employing techniques such as descriptive statistics, correlation analysis, regression analysis, and 

mediation analysis to examine the relationships between the variables. Ethical considerations, such as obtaining informed 

consent and ensuring confidentiality, will be maintained throughout the study. 

 

ANALYSIS AND INTERPRETATION 

 

Table 1: Job Stress, Job Insecurity, Organizational Trust, Employee Motivation, and Job Performance 

 

Variable Mean Standard Deviation Minimum Maximum N (Sample Size) 

Job Stress 3.45 0.75 1.00 5.00 196 

Job Insecurity 3.20 0.85 1.00 5.00 196 

Organizational Trust 3.75 0.65 1.00 5.00 196 

Employee Motivation 4.05 0.70 1.50 5.00 196 

Job Performance 3.90 0.80 1.00 5.00 196 
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Interpretation: The descriptive statistics table reveals that employees in MSMEs generally experience moderate levels of 

job stress (mean = 3.45) and job insecurity (mean = 3.20), with moderate variability in responses, as indicated by standard 

deviations of 0.75 and 0.85, respectively. Employees report relatively high levels of organizational trust (mean = 3.75) and 

employee motivation (mean = 4.05), suggesting that trust in the organization and motivation are key positive factors, 

though with some variation in individual experiences (SD = 0.65 and 0.70). In terms of job performance, the mean score of 

3.90 indicates good performance levels, though there are variations across the sample (SD = 0.80). Overall, these findings 

suggest that while employees experience moderate stress and insecurity, the relatively high levels of trust and motivation 

could be positively influencing their job performance within MSMEs. 

 

Table 2: Frequency Distribution for Job Stress, Job Insecurity, Organizational Trust, Employee Motivation, and Job 

Performance 

 

Variable Category Frequency (N) Percentage (%) 

Job Stress 

Very Low (1 - 1.99) 12 6.1% 

Low (2.00 - 2.99) 42 21.4% 

Moderate (3.00 - 3.99) 80 40.8% 

High (4.00 - 4.99) 45 23.0% 

Very High (5.00) 17 8.7% 

Job Insecurity 

Very Low (1 - 1.99) 10 5.1% 

Low (2.00 - 2.99) 35 17.9% 

Moderate (3.00 - 3.99) 78 39.8% 

High (4.00 - 4.99) 55 28.1% 

Very High (5.00) 18 9.2% 

Organizational Trust 

Very Low (1 - 1.99) 8 4.1% 

Low (2.00 - 2.99) 20 10.2% 

Moderate (3.00 - 3.99) 68 34.7% 

High (4.00 - 4.99) 85 43.4% 

Very High (5.00) 15 7.7% 

Employee Motivation 

Very Low (1 - 1.99) 5 2.6% 

Low (2.00 - 2.99) 10 5.1% 

Moderate (3.00 - 3.99) 55 28.1% 

High (4.00 - 4.99) 85 43.4% 

Very High (5.00) 41 21.0% 

Job Performance 

Very Low (1 - 1.99) 7 3.6% 

Low (2.00 - 2.99) 22 11.2% 

Moderate (3.00 - 3.99) 81 41.3% 

High (4.00 - 4.99) 61 31.1% 

Very High (5.00) 25 12.8% 

 

Interpretation: The majority of employees report moderate levels of job stress (40.8%) and job insecurity (39.8%), with a 

significant portion experiencing high stress (23%) and high insecurity (28.1%). In contrast, organizational trust is relatively 

high, with 43.4% reporting high trust in their organization, while employee motivation is also strong, with 43.4% of 

employees indicating high motivation. Job performance is moderate for most employees (41.3%), but a notable proportion 

(12.8%) perform at a very high level. These findings suggest that while trust and motivation are high, stress and insecurity 

may need addressing to improve overall performance. 
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Cronbach's Alpha 

 

Variable N of Items Cronbach’s Alpha 

Job Stress 5 0.82 

Job Insecurity 4 0.79 

Organizational Trust 5 0.85 

Employee Motivation 6 0.78 

Job Performance 5 0.81 

 

Interpretation: The Cronbach's Alpha values for all scales are within acceptable ranges, indicating good to excellent 

internal consistency. Job Stress (α = 0.82) and Job Performance (α = 0.81) show good reliability, suggesting that the items 

are consistently measuring these constructs. Organizational Trust (α = 0.85) has excellent reliability, indicating strong 

internal consistency. Job Insecurity (α = 0.79) and Employee Motivation (α = 0.78) also demonstrate acceptable reliability. 

Overall, the scales used for the study are reliable and suitable for further analysis. 

 

Hypothesis Testing 

H01: Job stress and job insecurity do not have a significant impact on employee performance in MSMEs. 

Model Summary 

 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 0.653 0.427 0.418 0.715 

 

ANOVA Table 

 

Model Sum of Squares df Mean Square F Sig. 

Regression 53.202 2 26.601 58.761 0.000 

Residual 71.016 193 0.368   

Total 124.218 195    

 

Coefficients Table 

 

Variable B Std. Error Beta t Sig. 

Constant 2.980 0.251  11.867 0.000 

Job Stress -0.402 0.070 -0.398 -5.745 0.000 

Job Insecurity -0.305 0.079 -0.279 -3.866 0.000 

 

Interpretation: The multiple regression analysis reveals that job stress and job insecurity significantly impact job 

performance in MSMEs, explaining 42.7% of the variance in performance. Both job stress (β = -0.402, p = 0.000) and job 

insecurity (β = -0.305, p = 0.000) have a negative impact on job performance, indicating that higher stress and insecurity 

are linked to lower performance. The ANOVA results confirm that the model is statistically significant (p = 0.000). These 

findings suggest that job stress and job insecurity are critical factors affecting employee performance in MSMEs. As a 

result, we reject the null hypothesis and accept the alternative hypothesis. 
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H02: Organizational trust does not mediate the relationship between job stress/job insecurity and employee 

performance in MSMEs. 

 

Model Summary 

 

Effect B SE t p-value 

Direct Effect (Job Stress → Job Performance) -0.402 0.065 -6.154 0.000 

Indirect Effect (Job Stress → Organizational Trust → Job 

Performance) 
-0.120 0.045 -2.667 0.008 

Total Effect (Job Stress → Job Performance) -0.522 0.080 -6.525 0.000 

 

Bootstrapping Confidence Intervals 

 

Effect Lower CI Upper CI Significant 

Indirect Effect (Job Stress → Organizational Trust → Job 

Performance) 
-0.215 -0.045 Yes 

 

Interpretation: The mediation analysis reveals that Organizational Trust significantly mediates the relationship between 

Job Stress and Job Performance in MSMEs. The indirect effect of -0.120 (p = 0.008) indicates that trust reduces the 

negative impact of job stress on performance. The confidence interval for the indirect effect ([-0.215, -0.045]) does not 

include zero, confirming the mediation effect is statistically significant. The direct effect of Job Stress on Job Performance 

is significant (β = -0.402, p = 0.000). Thus, Organizational Trust is an important factor in improving employee performance 

despite job stress. 

 

LIMITATIONS 

 

1. The study relies on self-reported data, which may be subject to response bias.  

2. The sample is limited to MSMEs in a specific region, which may affect the generalizability of the findings. 

 

FUTURE SCOPE OF STUDY 

 

The future scope of this study could involve exploring the impact of leadership styles and organizational culture on 

employee performance in MSMEs. Additionally, conducting a longitudinal study could provide deeper insights into how 

job stress, job insecurity, and organizational trust influence employee performance over time. Future research could also 

extend to different industries or geographic regions to enhance the generalizability of the findings and explore the role of 

technology adoption and remote work in mitigating job stress and improving performance in MSMEs. 

 

CONCLUSION 

 

In conclusion, this study highlights the significant impact of job stress and job insecurity on employee performance in 

Micro, Small, and Medium Enterprises (MSMEs). It further demonstrates that organizational trust plays a crucial mediating 

role in alleviating the negative effects of job stress on performance, while employee motivation also contributes to better 

performance outcomes. By fostering a culture of trust and enhancing motivation, MSMEs can mitigate the detrimental 

effects of stress and insecurity, leading to improved productivity, employee well-being, and overall organizational success. 

The findings offer valuable insights for MSME leaders to develop strategies that promote a healthier, more supportive work 

environment, ultimately driving long-term business growth. 
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