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ABSTRACT

This master thesis is trying to give a theoretical overview about general aspects which have to be
regarded by the management of a company in order to establish and sustain employee trust. At
the outset, the thesis will explain that trust is a necessary variable to reduce the social
complexity of a system respectively a company. Afterwards, it will show that the most important
trust aspects can be divided into the five categories of leadership factors, organizational factors,
communication factors, competence factors and factors related to the handling of mistakes.
Thereafter, the possible effects of layoffs on the employees’ trust level towards their executives
and line managers will be examined. Finally, the thesis will approach the question on how the
indispensable downsizing of a company or a department can be conducted with a minimum
influence on this trust level. Therefore, the theoretical aspects of the thesis will be combined
with the empirical findings of expert interviews. As a result it can be shown, that there already
has to exist a stable relationship of trust between the management and the employees. This
relationship has to be initiated by the management long before the occurrence of any
downsizing plans and has to be based on the already mentioned five categories of trust aspects.
In conclusion, the management’s behavior both towards the laid-off and remaining employees is
crucial. Their actions during the actual downsizing process and afterwards have to be based on,
respectively derived from these aspects in order to ensure a minimum impact on the remaining
employees’ trust (the survivors’ trust).



