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ABSTRACT 

The repercussions of the COVID-19 pandemic were felt not just as a worldwide health 

issue, but also in Namibia's economy and employment rates. Various industries suffered 

economically as a result of lockdown measures put in place to slow the spread of the virus. 

The Namibian hospitality industry was one of the most impacted since it relies heavily on 

foreign tourists; as a result, many workers in the hotel industry were laid off or had their 

salary reduced. The study aimed to investigate and analyse the issues faced by workers 

retrenched from the Safari Court hotel as a result of the COVID-19 outbreak, as well as 

how their livelihoods altered as a result. Data was acquired through semi-structured 

interviews with twenty individuals (15 retrenched workers and 5 relatives/friends of the 

retrenched workers) using the qualitative research approach. Purposive sampling was used 

to select the participants. Based on the findings of the survey, all workers had difficulties 

as a result of retrenchment. Financial issues, health (including mental health), and 

employment challenges were among the most significant challenges faced by workers. 

Finally, the study recommends that the government and many companies should build 

effective pandemic preparation strategies for the future.  
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CHAPTER 1 

1. BACKGROUND OF THE STUDY 

1.1 Introduction  

The World Health Organisation (WHO) indicated that there was an outbreak of 

coronavirus in Wuhan city, China, December 2019 (WHO, 2020). Due to the increase in 

the spread of this virus, on March 11, 2020, the WHO characterized COVID-19 as a 

pandemic. On March 14, 2020, Namibia recorded its first two COVID-19 cases, however 

the number of cases increased as a result of community transmission (Nakale, 2020). To 

this effect, Namibia implemented lock down measures to slowdown the spread of the 

virus. This led to widespread closures of non-essential businesses and a partial lockdown 

of the Khomas and Erongo region (Republic of Namibia, 2020). 

The state of emergency lockdown measures resulted in the closure of the country's 

boarders, and movements within the country from one town to another were also restricted 

(Office of the President, 2020). This had negative economic impacts, particularly, on 

employment in the tourism sector. Bartik (2020) stipulated that the closing down of 

borders due to COVID-19 regulations had a negative impact on business operations as the 

tourism industry that depended on tourists.  

Safari Court Hotel, now known as Mercure Hotel, is one of the many tourism 

establishments in Namibia, that were most affected by COVID-19. Prior to the outbreak 

of COVID-19, Safari Court Hotel was a well-established four-star hotel, with the largest 

conferencing facility in Namibia, and offered other products and services such as 

accommodation, food and beverage, banqueting, spa and wellness as well as shuttle 

services. The hotel did not only depend on international clients, but it also depended on 



 

2 

 

 

local universities to host graduation ceremonies. During the COVID-19 pandemic, it was 

utilized as a quarantine facility. According to Ngatjiheue (2020), the hotel had 219 

employees with salary payments estimated at N$1.9 million monthly. Their clientele 

consisted of both local and international guests, and they are also known for hosting 

graduation ceremonies for local universities, however that all changed due to the negative 

impact of the COVID-19 pandemic.  

To counter the fiscal effects of the pandemic on business operations, and the government 

regulations that prevented the dismissal of employees during the pandemic. The Namibian 

Employers Federation approached the court to declare this very regulation illegal. This 

was addressed in the Namibian Employers' Federation and Others v President of Republic 

of Namibia and Others (2020). The landmark case declared that employers to counter the 

losses be allowed to  

Reduce salaries by 50% and retrench non-essential staff as the business’ operations were 

negatively affected by the lockdown regulations and therefore job losses were unavoidable 

(Ngatjiheue, 2020). This applied to Safari Court Hotel, as the hotel implemented salary 

cuts and the retrenchment of non-essential workers (Ngatjiheue 2020). Posel (2021) stated 

that individuals experience job losses differently. The loss of livelihood can result in 

alcohol abuse, mental health issues and physical ailments.   

 

1.2 Statement of the problem 

The problem at the core of this study is the substantial challenges that the workforce in 

Namibia's hospitality industry are facing, a sector that has been significantly impacted by 

the impacts of COVID-19 regulations. This issue is especially prominent given the 
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country's enduring struggle with high unemployment rates. According to recent data from 

the Namibia Statistics Agency (NSA), Namibia's unemployment rate reached 33.4% in 

the second quarter of 2021, reflecting a disheartening reality for many Namibians seeking 

gainful employment in an already job-scarce environment. 

Namibia has long suffered with unemployment, a challenge that has strained the country's 

economic and social fabric. The hospitality industry, worth an estimated N$24.4 billion 

in 2020, contributed 11.7% to the GDP while employing around 123,000 people, was a 

significant source of income and economic stability for many households (Pinehas, 2018). 

However, the government's imposition of lockdown measures in response to the COVID-

19 pandemic triggered a chain reaction of negative repercussions. These laws unwittingly 

caused a major decrease in tourism activities, thereby harming income and job 

possibilities in the industry (Hashange, 2020). The financial limits imposed by the 

pandemic intensify the challenges faced by the workers in the hospitality industry.  With 

tourist-related income falling, tourism businesses were finding it difficult to satisfy their 

financial responsibilities. In reaction, several companies reduced salaries, while others 

were forced to retrench workers (Kurmann et al., 2020). The consequences of these 

retrenchments extend beyond immediate financial difficulties. The pandemic created a 

ripple effect across the larger labour market, affecting Namibia's employment future. 

 

Unemployment and retrenchments are significant issues that affect individuals' 

livelihoods, financial security, and sense of purpose. These challenges extend beyond 

economic indicators, unemployment can be defined as a human issue as it only impacts 

the statistics but also individuals' sense of purpose and well-being, highlighting the urgent 
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need for long-term solutions. Issues pertaining to retrenchment and unemployment in 

Namibia remains a pressing issue that requires comprehensive policies and interventions 

to address the immediate needs of those affected and consider the broader socioeconomic 

implications. Understanding the human experiences and struggles of retrenched workers 

is crucial to comprehend the challenges faced by them and their families. Solutions should 

not only alleviate hardships but also contribute to a more equitable and resilient labour 

market in Namibia. 

1.3 Objectives 

The objectives of the study are: 

1.3.1 to analyse how employees experienced the COVID-19 challenges;  

1.3.2 to analyse ways in which employees have adapted to the hardships emanating from 

COVID-19;  

1.3.3 to evaluate how employees’ livelihoods changed due to retrenchments.   

 

1.4 Significance of the study  

This study may be of importance to employers in the tourism sector to be innovative and 

create strategic plans to combat income losses during financial crises. It may further assist 

the Namibia Tourism Board (NTA) to encourage businesses in the tourism sector to have 

packages that cater to local and African consumers. Finally, it may add to the body of 

knowledge in Namibia, as it may serve as a point of future references on how people dealt 

with unforeseen circumstances, such as pandemics. This study may hold significant 

importance for workers in the hospitality industry as it sheds light on potential strategies 

and innovations that can be implemented to protect their job security, improve working 
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conditions, and boost their resilience during financial crises and unforeseen circumstances 

such as pandemics. 

 

 

1.5 Limitations of the study 

The researcher experienced several limitations. Firstly, the researcher initially aimed on 

interviewing both the retrenched workers and those that are still currently employed at 

Safari Court Hotel, however, the establishment does not allow any form of research to be 

conducted in their hotel. To counter this, the researcher only conducted interviews with 

retrenched employees. Another setback encountered in the study was the tracking down 

of retrenched workers, as most of them changed their numbers, relocated to villages and 

towns or found new jobs. In this case, the researcher resolved this by getting referrals from 

the retrenched workers interviewed.  

 

Another limitation arose when some participants declined to participate in the study. To 

overcome this challenge, the researcher had to look for alternative participants who were 

willing to partake in the study even though this required extra time. However, the 

researcher successfully met the target in terms of the required number of participants to 

fulfil the study’s objectives. Some participants were not willing to meet in person for the 

interview, thus the researcher scheduled telephonic interviews. 

 

Time constraints was also a limitation, as some participants would agree to a certain time 

and only make it for the interview an hour or two later then the agreed time, some 
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participants on the other hand would agree to a certain date and time, only to tell the 

researcher at the scheduled interview time that they wouldn't make it on that specific day. 

Some participants were a bit hesitant to freely express themselves, because of the fear that 

the researcher was a reporter or a journalist, and in cases like this, the researcher reassured 

the participants about the research ethics again. 

 

1.6 Delimitations of the study 

Research study was conducted in Windhoek, Khomas region, and the participants were 

solely retrenched workers from Safari Court Hotel and relatives and friends of those 

participants, thus the results may not be generalised to the entire tourism accommodation 

industry in Namibia. 
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CHAPTER 2 

2. LITERATURE REVIEW  

2.1 Introduction  

As the COVID-19 pandemic spread across the globe, its effect was not only experienced 

as a global health problem, but it also affected the economy and employment rates in 

Namibia, sub-Saharan Africa and the high-income countries in the global north. The 

COVID-19 regulations that were imposed by the government impacted the working class 

negatively and resulted in high retrenchment rates across the country. This study aimed to 

cover the research gap on how retrenched workers from the hotel industry in Namibia 

experienced the COVID-19 regulations and how it affected their lifestyles. The pandemic 

negatively impacted the world, and with lockdown measures put in place, this resulted 

into a collapse of the tourism sector, as a result, many lost their jobs, and some had their 

salaries cut. In this chapter, various literature will be reviewed on the topic of COVID-19 

and how the challenges that came with the pandemic affected employment in the hotel 

industry. 

2.2 Theoretical framework  

This study views the impact of COVID-19 through the lens of Karl Marx’s ideas on crises 

and leans heavily on Klein’s shock doctrine theory. Clarke et al. (1994) as cited in 

Cutterham (2020) narrated how capitalism thrives on crises and uses them to accumulate 

wealth for the bourgeoisie. Furthermore, Clarke et al. (1994) stated that economic crises 

were frequently blamed on human activities rather than the underlying defects of the 

capitalism system throughout history. This narrative arose as a result of capitalism 

ideology emphasising market-driven economy and individuality. These concepts 
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impacted public perception throughout time, hiding structural difficulties and protecting 

the capitalist system from criticism. Clarke et al. (1994) emphasized the need of 

recognising the role of the capitalism system in producing and prolonging economic crises 

by disclosing these historical roots and processes. 

 

While Naomi Klein's body of work is consistent with numerous fundamental themes 

found in Marxist thinking, such as criticising capitalism systems and advocating for social 

and economic fairness, it is important to emphasise that her viewpoint does not exactly 

conform with classical Marxist philosophy. Humans have lived through several decades 

of frontier capitalism, a condition characterised by an unending cycle of crises (Klein, 

2007). As soon as rules and laws catch up to solve one crisis, the capitalism system 

advances to meet other challenges, resulting in a never-ending cycle of crisis-response-

adaptation. This dynamic nature of capitalism, characterised by a never-ending sequence 

of crises, represents an ever-expanding frontier where the system's borders are always 

shifting. In capitalism, Marx (1867) made the argument that capitalists thrive on exploiting 

labour and that whenever there is a crisis, the bourgeoisie attempt to restraint workers 

through neoliberal doctrines. This includes limiting labour demands and maintaining 

capital interests' domination over the working class through economic policies and 

ideology that prioritise deregulation, privatisation, and minimising labour safeguards. 

Neoliberal doctrines were characterised by reducing the states involvement in the 

economy and to create a free market, where prices of goods and services are determined 

by supply and demand (Clarke, 1994). It is critical to understand, however, that a free 

market does not entail freedom from pandemics or poverty. While the free-market permits 
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market forces to set pricing and economic decisions, tackling larger social challenges such 

as pandemics and poverty necessitates coordinated government measures and targeted 

policies that go beyond the reach of the free market's processes. During the COVID-19 

pandemic, Namibia faced fiscal restrictions as a result of reduced revenue from economic 

operations and increased state spending on health and social measures. As a result, the 

government's capacity to engage in substantial economic interventions was limited, 

leading to a decline in state involvement. Hence, why capitalism was heavily critiqued by 

Karl Marx, who thought that capitalism never solves socio-economic issues, rather it shifts 

them from one geographically region to another (Marx, 1867). Karl Marx criticised 

capitalism for prolonging socioeconomic problems such as labour exploitation, income 

inequality, poverty, unemployment, social inequities, and environmental degradation. To 

solve these issues and construct a more equitable and just society, he recommended a 

transition to socialism or communism with community ownership and control of the 

means of production. Mattick (2020) contends that wherever capitalism is practised, there 

will always be a crisis. This is consistent with Karl Marx's criticism of capitalism, in which 

he argued that capitalist economies are intrinsically prone to repeating crises owing to 

their core nature of profit, wealth accumulation, and labour exploitation. Mattick's 

assertion suggests that the cyclical character of crises is a property of capitalism systems 

that persists even now, more than a century after Karl Marx's original discoveries. 

 

Marxist theory argues that retrenchments are a strategy for capitalism to exploit workers 

and advance its agenda. During crises, some capitalists seize the opportunity to cut costs 

by retrenching workers, leading to increased profits. Harvey (2010) discusses the capitalist 
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agenda, which has been accused of influencing government policies to favour large 

corporations over SMEs, potentially exacerbating income inequality and stifling smaller 

businesses. The contention lies in whether capitalism itself is responsible for crises, as 

Marxists argue that the capitalist system inherently generates and perpetuates them, while 

proponents might attribute crises to external factors or market fluctuations. The COVID-

19 pandemic led to companies engaging in retrenchments to maintain financial stability. 

Marxists saw capitalists profiting from the crisis, while critics argued government policies 

favoured large corporations, potentially widening economic disparities. The debate 

revolves around capitalism's inherent tendencies and how the system responds to 

economic challenges. 

 

This research encompasses Naomi Klein's "shock doctrine," which focuses on capitalising 

on national crises.  The idea is similar to crisis theory (Klein, 2007). According to Klein 

(2007), the shock doctrine is a strategy for implementing neoliberalism, an economic and 

political philosophy that advocates for less government participation in the economy and 

the creation of a free market in which pricing and economic choices are dictated by market 

forces. Neoliberal policies promote limited government interference and dependence on 

private industry by emphasising deregulation, privatisation, and individual freedom. 

Historically, Dr. Ewan, a psychiatrist employed by the Central Intelligence Agency (CIA) 

of the United States of America, literally practised this notion. Dr. Ewan used shock 

treatment to remove Marxism from people's minds and transform them to capitalists 

(Harrington, 2010). The perils of capitalism on the free market were explained using 

Klein's work as stated in Friedman (2016). Friedman (2016) was a supporter of 
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popularised free economies and monetarist ideas (Krugman, 2007). Dr. Ewan's shock 

therapy is symbolic of how neoliberalism uses crises to erase alternative ideologies. In the 

case of COVID-19, neoliberalism exploited the pandemic to push free-market policies, 

such as labour cost-cutting and privatization. Just as Dr. Ewan sought to reprogram 

individuals, the crisis was used to reshape economies in favour of capitalism, often at the 

expense of workers. The study utilizes this theoretical framework to critically analyse the 

challenges faced by hospitality workers during the COVID-19 pandemic, highlighting the 

interconnectedness of economic policies, crises, and real-world experiences in the hotel 

industry. 

 

Opportunistic actions frequently develop during times of crisis, such as the COVID-19 

pandemic. Klein (2007) showed how neoliberal policies favoured by the rich elite were 

implemented and pushed opportunistically during such crises. According to Bark (2009), 

these measures rewarded corporate elites while pushed the underprivileged deeper into 

poverty. Crises provide opportunity for desperate people to hand over authority to 

anybody providing rapid solutions, whether the crisis entails financial meltdowns or, as 

the Bush administration proved, terrorist strikes (Klein, 2007). According to Kornbluh 

(2020), emergency measures taken during times of shock or crisis tend to become 

permanent solutions. This observation describes how organisations used the COVID-19 

pandemic to force workers to work longer hours for less compensation. Finally, Bark 

(2009) emphasised the risky nature of neoliberal policies, claiming that violence is 

frequently used to preserve and promote them. The COVID-19 crisis in Namibia severely 

impacted the hospitality industry, leading to workers being retrenched. Employers 
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exploited this opportunity to cut labour costs, causing some employees to work longer 

hours for less pay. This negatively impacted job security and financial well-being, 

highlighting the exploitative nature of crises and leaving vulnerable workers in a 

precarious position (Kornbluh 2020). 

 

This conceptual framework, based on Marxist theoretical viewpoints, aims to comprehend 

how the capitalist mode of production combines with pandemic-induced retrenchments, 

resulting in negative implications for the hotel workers.  This approach tries to shed light 

on the complexities of the workers' dilemma and offer viable routes for addressing their 

struggles by studying the fundamental tensions and structural challenges inside capitalism. 

The capitalist system, driven by the quest of profit and accumulation, is prone to cyclical 

crises. Over the years, Namibia's hotel industry has been vulnerable to various crises, 

which are generally caused by variations in tourism demand, economic downturns, and 

speculative activity. The COVID-19 pandemic worked as a catalyst, intensifying the hotel 

industry's underlying capitalist tensions. Hotel businesses suffered financial hardship as 

demand for hospitality services fell, forcing them to retrench as a cost-cutting strategy. 

 

The intersection of capitalist challenges and pandemic-induced retrenchments has had 

serious consequences for hotel workers in Namibia. Employees who were laid off suffered 

unexpected unemployment and the loss of vital income sources, making them 

economically exposed during an already difficult time (Jauch, 2021). According to 

Marxist beliefs, this circumstance exemplifies the capitalist system's exploitative nature, 

since workers bear the brunt of economic downturns while company owners fight to 
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safeguard profits and financial interests. During the job loss process, the retrenched hotel 

staff from Namibia faced an extensive number of challenges.  Financial hardship, 

restricted access to social safety nets, and little state support exacerbated the problems 

these employees faced (Jauch, (2021). Furthermore, retrenched persons' inability to pursue 

alternative income-generation prospects in the informal sector was hampered by a lack of 

formal business experience, exacerbating their vulnerability. 

 

This framework demonstrates how crises such as COVID-19 enable capitalists to protect 

profits at the expense of workers. In the hotel industry, corporations such as Safari Court 

retrenched employees to cut costs, resulting in unexpected unemployment and financial 

difficulty for many. This reflects capitalism's predisposition to prioritise profit over 

people, as Naomi Klein's shock doctrine explains how crises are used to impose such harsh 

measures. The retrenched workers struggled to meet their basic needs, highlighting 

capitalism's exploitative nature during times of crises. 

 

2.3 Work in Africa and the World: Historical perspective and COVID-19 impact 

To understand the serious ramifications of the COVID-19 pandemic on the hospitality 

industry's workers who faced layoffs, a historical perspective on labour in Africa and 

beyond is required. This historical framework illustrates the factors and trends that have 

moulded the workforce and set the stage for the pandemic's exceptional difficulties. 

According to Lucassen (2014), the medieval textile towns in Europe played a significant 

role in the introduction of wage labour, contributing to the development of economic and 

social history, as well as the history of work and labour. However, it is critical to recognise 
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that the study of work and labour history involves a larger perspective that extends beyond 

medieval textile towns and includes diverse historical periods and places. Prior to 

colonization in Africa, the labour force was mostly concentrated in agriculture, which was 

aimed at direct consumption (Britwum et al., 2012). However, in addition to agriculture, 

several precolonial nations had large textile, mining, and smelting industries. These 

industries contributed to textile production, mineral extraction, and metal smelting, 

demonstrating the range of economic activity that occurred across the continent. Britwum 

et al. (2012), further stated that hunting and gathering, subsistence farming, pastoralism, 

and commerce were the primary modes of production. The African economy, on the other 

hand, was not isolated; trading occurred via the Northern African route, where Africans 

engaged in the exchange of valuable commodities such as gold, salt, and textiles 

(Britwumn et al, 2012). This type of commerce demonstrated the need for labour in sectors 

including, weaving and manufacturing of industrial tools. The colonial era ushered in the 

age of coerced work and the labour contract system. Britwum et al. (2012) asserted that 

colonial control modified Ghana's predominantly unwaged work patterns by introducing 

formal sector employment. This notion holds true for other African states under colonial 

rule, where wages were earned through various activities such as providing colonial civil 

services, participating in building and rail transportation, working in retail shops, engaging 

in extractive mining businesses, and labouring on plantation agriculture. These economic 

developments marked the rise of capitalism in the region, leading to the subsequent 

exploitation of workers. 

In the context of the historical perspective on work in Africa, it is essential to acknowledge 

how ancient African communities employed various strategies to manage pandemics. 
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Indigenous knowledge systems guided these practices, as demonstrated by Chirikure 

(2020), who highlighted the use of disinfectant measures such as burning settlements 

before reoccupation or shifting homesteads. Such practices were established ways of 

managing diseases within these communities. 

Furthermore, Chirikure (2020) pointed out that settlement layouts in countries like 

Zimbabwe and Mozambique were carefully planned to promote social coherence and 

social distancing during pandemics. Dispersed settlements, housing only one or two 

families, allowed for daily care, support, and cooperation while minimizing the risk of 

disease transmission. Additionally, these communities prepared for unpredictable 

outbreaks by diversifying their diets to include fruits and roots, aiming to strengthen the 

immune system. This holistic approach to health and well-being demonstrates the 

resilience and adaptability of ancient African communities in the face of health challenges. 

While ancient African societies displayed resilience in the face of pandemics via strategic 

planning, the COVID-19 pandemic presented significant challenges to the contemporary 

workforce, including retrenchments in areas like as the hotel business. This juxtaposition 

illustrates the changing nature of pandemic employment implications, emphasising the 

importance of addressing both past lessons and modern realities in worker management 

and assistance. 

 

Finally, historical practices in managing pandemics offer insights into the connection 

between work and daily life, public health measures, and community organization. This 

understanding can reveal coping mechanisms used by workers during uncertain times and 

their evolution over time. Connecting historical pandemic management to the COVID-19 
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pandemic can provide valuable lessons for workers in the hospitality industry in Namibia. 

Studying ancient African strategies can appreciate the resourcefulness of individuals and 

societies in crisis and inspire effective measures to address the challenges faced by 

workers in the hospitality sector. 

2.3.1 Analysing labour challenges from a Marxist perspective 

Karl Marx believed that work must be enjoyable and not a source of exploitation. 

According to Marx (1867), exploitation occurs when there is an unfair exchange of labour 

for work. Marx condemned capitalism as he believed it to be a system that alienates the 

masses. His reasoning was based on the fact that despite workers producing products for 

the market, market forces, and not workers were in control of things. Thus, the masses 

were required to work for capitalists, who control the means of production and power in 

the workplace. As a result, it makes work to be degrading and tedious. A situation that is 

not suitable for human beings. Marx, believed that such a situation, with no concern over 

human wellbeing and sense of worth creates an inhumane society which is bent towards 

the exploitation of workers. Hence the labour theory of value (Prychitko, 1988).  In 

essence, Karl Marx's insights on labour exploitation and alienation serve as a theoretical 

framework for comprehending the difficulties faced by hotel workers during COVID-19 

retrenchments, as this research investigates the real-world impact of these issues on 

employees' lives and livelihoods. 

 

According to Marx, exploitation of workers is based on the premise that the value that is 

created by workers is appropriated by capitalists. The labour theory of value claims that 

“the value of a commodity can be objectively measured by the average number of labour 
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hours required to produce that commodity” (Prychitko, 1988, p. 2). Thus, the value of a 

commodity is based on the value that workers sell to capitalists in exchange for wages, 

this commodity is referred to labour power (Prychitko, 1988). According to Marx (1897) 

as cited in Prychitko (1988), labour power is the capacity of a worker to produce goods 

and services. The value of labour power is said to depend on the number of labour hours 

it takes to provide food, clothing and housing to a worker. In order for such a worker to 

have the capacity to produce goods and services. However, Marx (1897) argues that the 

goods and services produced by workers do not reflect their true value, hence capitalist 

make massive profits. This is what Marx (1897) believed to have led to the exploitation 

of workers (Prychitko, 1988). Marx's concept of labour exploitation and the theory of 

value highlight the importance of investigating how the hotel industry, as a sector within 

a capitalist system, may impact the fair exchange of labour and wages in the context of 

this study on the challenges faced by hotel workers as a result of COVID-19 

retrenchments. This knowledge serves as a vital foundation for analysing the economic 

and employment problems confronting hotel workers during the COVID-19 pandemic. 

 

2.3.2 Work in Namibia: A historical perspective and its encounter with COVID-19 

Colonialism played a significant role in shaping the nature of work in colonialized 

Namibia. Between the 1920s and 1971, Namibians living in northern Namibia were 

subjected to an exploitative contract labour system. A paper by Likuwa and Shiweda 

(2017) described the contract labour system as a system in which young and able-bodied 

young men were recruited for work in central and southern parts of Namibia. The system 

was regarded as exploitative as the workers had no legal right to decide on the type of 
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employment they would like or to negotiate the salary. It was believed that the contract 

labour system was fueled by famine, Rinderpest outbreaks that led to food shortages, 

impoverishment and colonial labour policies in the late 19th and early 20th century. This 

historical account of exploitative labour practices in Namibia during colonialism 

highlights the ongoing importance of fair employment conditions as well as the need to 

examine how contemporary challenges faced by hotel workers, such as COVID-19 

retrenchments, intersect with broader labour rights and social justice issues. 

 

Despite the contract labour system undergoing a major facelift, widespread labour 

exploitation and the apartheid policy of colonial South Africa remained a stumbling block 

for black Namibians (Jauch, 2018). Black Namibians were deprived of opportunities to 

advance in the labour market and were predominantly confined to low-paying wage 

labour. Excluded from the majority of managerial, professional, and administrative 

occupations, and with incomes below the poverty line, black Namibians found it difficult 

to rise beyond the poverty line. Race, class and gender played a big role in employment. 

Jauch (2018) further states that at the time of independence, more than 50% of black 

working population were involved in subsistence agriculture in communal homelands. 

Roughly a quarter constituted of low-wage migrant workers, 14% were low-wage 

domestic workers, while the remainder were either jobless or involved in a range of 

informal economic sector activities. Permanent jobs, subsidized housing, health care, and 

education - all of which were severely racially stratified - were available to the white 

population as a whole. Wherever black women could find work, it was in the form of 

domestic work or menial work as cleaners and janitors at businesses, however in many 



 

19 

 

 

cases they would only depend on their husbands’ remittances. These historical 

struggles highlight the ongoing importance of tackling labour inequities and social 

injustices, giving useful insights into the current issues faced by hotel workers as a result 

of COVID-19 retrenchments. 

 

After independence, two-thirds of the Namibian population are believed to be living in 

absolute poverty (Jauch, 2018). Currently, Namibia has high poverty rates, as most of the 

citizens live below the poverty line. The country continues to have very high 

unemployment rates. The 5% increase in unemployment between 2014 and 2016 remains 

a serious source of concern (Jauch, 2018). Before the COVID-19 pandemic, 

unemployment rates have always been high in Namibia, however, with the pandemic the 

unemployment levels increased even more. The Namibian Ministry of Labour, Industrial 

Relations and Employment (MLIREC) (2021), disclosed data revealing that between 

January 1 and December 15, 2020, 896 employers laid off 12,198 individuals, of which 

8,803 workers were laid off for economic reasons, while 2,842 were laid off for COVID-

19-related reasons. The historical perspective on work in Namibia highlights the long-

lasting impact of colonialism on the labour landscape, particularly in sectors like 

hospitality. The exploitative contract labour system, apartheid policies, and socio-

economic disparities have exacerbated the vulnerability of black Namibians. 

Understanding the historical context of work in Namibia helps formulate targeted policies 

and interventions to address workers' needs and foster a more resilient and equitable 

labour environment. This allows policymakers and stakeholders to develop tailored 

strategies and initiatives that directly address the unique challenges faced by hotel workers 
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affected by COVID-19 retrenchments, ultimately fostering a more adaptive, just, and 

responsive labour environment. 

2.4 COVID-19's impact on decent work and precarious employment in Namibia's 

hospitality industry 

According to an Anker et al. (2003) decent employment is an aspirational statement about 

the kind of work that should be available to all individuals who wish to work across the 

world. The worldwide notion of decent work can be traced back to the United Nations 

Declaration of Human Rights, which stated the importance of labour as an inherent 

component of human rights (Blustein et al., 2016). Blustein et al. (2016), further stated 

that, labour that is productive and pays a fair wage, job security and social support for 

families, greater potential for personal growth, and social integration were all examples 

of decent work. 

 

Decent work has to do with promoting employment through long-term institutional and 

economic frameworks, as well as defining, developing, and enriching social protection for 

employees, which includes social security and labour protection. It also aims at affirming, 

developing, and realizing the fundamental rights that characterize a dignified and just 

workplace (Blustein et al., 2016). This in simplest words means that decent work is fair, 

equitable labour that ensures fundamental worker rights, safe, secure working conditions, 

proper salary and benefits.  

 

As much as everyone desires decent work, not everyone has access to it. According to 

Kantamneni (2020), inequities in access to decent work and in experiencing 

discrimination have been highlighted by COVID-19 and the changes that have resulted in 
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society as a result of social distancing measures. As a result, many vulnerable populations 

in the United States, such as racial/ethnic minorities, people from low socioeconomic 

backgrounds, and women have experienced a much more severe impact on work-related 

and economic factors. Kantamneni, (2020) further revealed that the workers most likely 

to experience unemployment as a result of COVID-19 had lower levels of education, 

fewer financial resources, and less liquid assets. In a nutshell, these were Americans who 

were most likely to lose their jobs and their money. The COVID-19 pandemic further 

exposed significant barriers to decent work for many employees worldwide, particularly 

frontline workers, many of whom were employed in low-wage or precarious positions. 

While employees in critical services, such as grocery shops, were provided with the 

appropriate safety equipment to keep them safe from the virus, they still faced job 

insecurity and other risks, leading to a continued state of precarity (Kantamneni, 2020).  

 

The perception of decent work conditions before COVID-19 depends on factors like 

industry, location, and labour protections. While some regions had fair treatment, job 

security, and social benefits, others faced challenges like informal employment, low 

wages, and inadequate safeguards, eroded the notion of decent work even before the 

pandemic. The COVID-19 pandemic has however highlighted the fragility of work 

conditions and exacerbated existing disparities, such as job insecurity, income inequality, 

and lack of social safety nets. According to United Nations Global Compact (2022), the 

COVID-19 crisis has shown huge decent work gaps in 2020, emphasising the vulnerability 

of millions of employees and the inadequacy of social protection coverage, while small 

firms confront precarious conditions and inadequate global supply networks. The 
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pandemic has amplified labour market vulnerabilities, making it crucial to examine the 

immediate effects of retrenchments and their implications for the wellbeing of workers in 

the hotel industry. 

 

Precarity has been defined as a condition of vulnerability and uncertainty (Matanzima & 

Nhiwatiwa, 2022). Similarly. Matilla-Santander et al. (2021) defined precarious 

employment as jobs with various poor employment quality characteristics, such as job 

instability (for example; contractual temporariness, contractual relation insecurity, 

underemployment, and multiple job holding), insufficient income, and restricted rights 

and protection (for example; lack of unionization, social security, regulatory support, and 

workplace rights). Blustein (2019) associated mental and physical illness to precarious 

employment and indicated that there is a relationship between these variables. Precarious 

work, on the other hand, is defined as work with job insecurity, low wages, and unsafe or 

limited workplace protections (Kantamneni 2020).  

 

Young people, especially those in the hospitality industry were highly affected by the 

pandemic due to the nature of their jobs (Cook et al., 2021). COVID-19 was not only a 

health crisis, but a crisis of precarious work too. Buckle (2021) indicated that the pandemic 

exacerbated the inequality between race, gender, sexuality, and migrants. People with 

precarious employment were affected negatively as they either got retrenched or got salary 

cuts and yet were still expected to make timely payments on rent or home mortgages.  A 

study by Matanzima and Nhiwatiwa (2022) on the precarity in the tourism industry in 

Zimbabwe indicates that the conditions of COVID-19 created uncertainty in the tourism 
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industry. Subsequently, leading to businesses closing down or scaling down operations, 

this resulted in the redundancy and vulnerability of the workers.  

 

Matilla-Santander et al. (2021) also made the following arguments on precarious 

employment, those whose jobs were unstable before the pandemic risk having them 

become much more unstable. Such workers will be more prone to unjust treatment, abuse, 

and exploitation if they have less negotiating power. Many precarious employment 

workers may not qualify for unemployment benefits since they may experience 

unemployment without being formally laid off. Examples include not having contracts 

extended or having their working hours reduced to zero. Allan and Blustein (2022) 

reported that having precarious employment in March 2020 meant having high chances 

of losing employment. Mathekga (2021) argued that since multi-national organisations 

benefitted largely from the pandemic, they should do away with contracted employees and 

provide benefits to its employees. Especially considering, in the case of grocery store 

workers, who were considered essential workers but remained contract workers, with no 

additional benefits.  

 

According to the International Labour Organization (2020), obligatory or recommended 

workplace closures affected 94% of the worldwide workforce as of September 2020, with 

millions of employees facing layoffs and reduced working hours. The pandemic did not 

only affect those with permanent employment, people with precarious employment were 

also affected. The ILO (2020) indicated that historically marginalized people have a high 

rate of being employed in precarious work.  
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2.5 The laws of retrenchment and layoffs  

Retrenchments, often known as layoffs or redundancies, are a method for businesses to 

reduce the size of their personnel in response to a variety of conditions, such as cost-

cutting initiatives, greater automation, or the need to respond to market changes (De Klerk, 

2018). These steps are intended to increase efficiency, retain competitiveness, or handle 

financial issues. According to Starke (2020), retrenchments refer to a political decision 

aimed at reducing the level of social protection guaranteed by the state. In essence, it is a 

conscious policy choice to scale back cash benefits and services that are guaranteed, 

though not necessarily directly provided, by the state, focusing on individual social rights 

or entitlements rather than aggregate spending. Layoffs and workforce reductions have 

been a pre-existing phenomenon, predating the COVID-19 pandemic. The pandemic, on 

the other hand, has dramatically increased the incidence of retrenchments. Namibia, for 

example, witnessed multiple cases of company layoffs prior to the pandemic. According 

to De Klerk (2018), the National Institute of Mining and Technology (NIMT) 

retrenched staff in September 2018. Furthermore, following its shutdown, Air Namibia 

resorted out a huge layoff, laying off all of its employees. These incidents demonstrate 

that retrenchments have been a regular occurrence in the country, with the COVID-19 

pandemic compounding their frequency. 

 

Changing economic circumstances, new capital, as well as changing ownerships are some 

of the things that can result into reorganization and restructuring within a company. Job 

losses are not uncommon, and in many cases, they may be the only solution in order for a 

company to thrive and move forward (Ahmed et al., 2016). Ahmed et al. (2016) defines 
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retrenchment as the termination of an employee's contract of service as a result of a 

redundancy scenario caused by a variety of circumstances such as restructuring, 

production reduction, mergers, technical advances, company takeover, economic 

downturn, and others. The rate of layoffs is closely attributed to unemployment, which 

may lead to an economic downturn in both the organization and the country (Ahmed et 

al., 2016). Because COVID-19 forced the closure of whole businesses like as travel, 

hospitality, sports, and entertainment, tens of millions of individuals in the United States 

alone filed fresh jobless claims in early 2020 (Kniffin et al., 2021).  

 

There are countries who have strict anti-retrenchment laws and regulations. The likes of 

India, France and Zimbabwe. According to Basu et al. (2009), in India a company that has 

50 or more workers needs to compensate any worker they retrench, and a company that 

has more than 100 workers, first needs to seek permission from the government prior to 

retrenching workers, with three months’ notice. Regarding closures, companies who 

employ more than 100 workers, should first seek permission from the government before 

closure, this permission can however either be granted or denied, even if the company is 

in no position to continue operating (Basu et al., 2009). These legislations were put in 

place to protect the labour welfare, but they also negatively influenced the economy as 

companies could not make suitable adjustments when they encounter adverse business 

conditions. Long-run demand for employees declined by 25.2 percent and 17.5 percent, 

respectively, as rules were toughened, making it more difficult to lay off a worker (Basu 

et al., 2009). 
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2.5.1 Retrenchment in Namibia 

In Namibia, if an employer plans on laying off their employees, due to economic or 

technological reasons, restructuring, or unforeseen circumstances like the COVID-19 

pandemic, they firstly have to contact the relevant trade unions and in cases where there 

are no trade unions, elected workplace union representatives, not less than one month 

before the termination (The Labour Act of 2007). Workers' representatives should have 

the chance to negotiate on their behalf the conditions and circumstances of the dismissals, 

with the goal of reducing or avoiding any negative consequences. Failure to comply with 

these standards by an employer may result in san N$4 000 fine, or 12 months’ 

imprisonment, or both. According to the Namibian Labour Act, when terminating 

employment contracts, there are certain procedures to follow. Firstly, the number of days 

to give a notice depends on how long an employer or employee have been providing 

services. For example, if either of them has been providing services for less than four 

weeks, they'll only put it a day notice, more than four weeks but less than a year of service, 

they'll need to put in one-week notice, more than one year of service, will need to put in 

one-month notice. All notices to terminate an employment contract should be in writing, 

with an exception of illiterate workers. However, there are calls for the reform of the 

Namibian Labour Act of 2007 (No. 27 of 2007) to close the loopholes which employers 

tend to use to exploit their employees. One such common practice is the use of temporary 

contracts for workers as a means of increasing the profitability of the company against the 

wellbeing of the workers. The use of temporary contracts for periods longer than one (1) 

year is not well regulated by the labour laws, hence the exploitation. A paper by 

Aleksynska and Muller (2015) wrote that temporary contracts can be described as 
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exploitative as they offer employees little to no protection, most especially in regards to 

termination and dismissal. In addition, temporary workers do not have access to trade 

unions who the act accorded bargaining powers during negotiations with employers on 

matters pertaining to improving the wellbeing of workers. Hence, workers employed on 

temporary contracts for long periods are characterized by job instability and reduces staff 

morale. According to Hussien, Sadek and Elkadi (2022), the use of temporary contacts is 

highly prevalent in the tourism and hospitality industry.  

 

Through the lens of Marx (1897), he would have thought of retrenchment as freedom from 

exploitation by capitalists. However, a study by Chinedu (2010) found that retrenchments 

only benefit the capitalists. The benefits include, reduced staff, hence improved cash flow; 

reduction of redundancy and overcrowding; workers become more disciplined and 

efficient to avoid a similar fate and lastly enhanced performance. According to Ochurub 

et al. (2022), retrenchment leaves the remaining workers feeling demotivated and 

demoralised. They also experience burn-out as their workload has increased. The effects 

of retrenchments, as seen in Chinedu's study (2010) benefiting capitalists while leaving 

workers demotivated and burdened, exemplify the consequences of crises of capitalism 

and the pandemic on the labour landscape. These economic decisions highlight the 

exploitation and hardships faced by workers, necessitating a critical analysis of the 

broader implications of retrenchments amidst the crises of capitalism and the ongoing 

pandemic. 
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The COVID-19 pandemic not only highlighted weaknesses in global supply chains, but it 

also caused a worldwide rise of retrenchments. As businesses struggled to cope with 

decreased demand and financial uncertainty, many turned to employee layoffs to save 

money and preserve their survival (Shafi, Liu, & Ren, 2020). The subsequent mass layoffs 

and retrenchments increased both community and individual economic difficulties.  The 

convergence of supply chain disruptions and greater retrenchment demonstrated the 

interdependence of numerous economic factors during a crisis.  

As governments and industries coped with the pandemic's aftermath, the significance of 

establishing more adaptable and socially responsible economic models became clear, 

addressing both supply chain resilience and labour well-being. This simultaneous problem 

provided a chance to rethink capitalism assumptions and investigate alternative ways that 

prioritize sustainable growth, social equality, and crisis readiness in the event of 

unanticipated crises. 

 

2.6 Robotisation of work and its impact on retrenchments in the hospitality industry 

In the context of the COVID-19 pandemic, the integration of robots into the workforce, 

with its potential to change employment patterns, takes on new significance. The 

pandemic has heightened debates on the role of automation and its implications for the 

labour sector. Robots perform work nowadays, and employment wise it is quite scary 

because it might replace human labour (Osawa et al., 2017). The influence of robots on 

employment and commerce is a hotly debated issue among academics and the general 

public. It is believed that automation may endanger jobs in developing nations due to the 

erosion of the labour cost advantage. According to Carbonero et al. (2020), robots have a 
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statistically significant negative impact on global employment. Developing countries are 

more affected by this. Robots have a negative impact on global job growth that is more 

than eleven times greater in developing economies than in established nations. While it is 

minor in wealthy nations, it amounts to -14% in emerging economies between 2005 and 

2014 (Carbonero et al., 2020). The increasing use of robots in the present Information, 

Communication and Technology (ICT) revolution has created a heated discussion 

regarding the possible threat that robots pose to human labour. According to Chang and 

Huynh (2016), these transformative technologies including predictive analytics, artificial 

intelligence, additive printing, the Internet of Things, nanotechnology, automation, and 

robotics are not solely improving, but also combining. Cost reductions and increased 

accessibility promise future prosperity and the development of new employment. Over the 

next decade or two, technology is expected to displace around 56% of all jobs in the 

ASEAN-5 (Chang & Huynh, 2016). 

 

Some sectors are more likely to be taken over by automation than others. Hotels and 

restaurants, wholesale and retail commerce, and construction and manufacturing are 

significant businesses with substantial automation potential, while sectors like education 

and training, as well as human health and social work, have minimal automation risk 

(Chang & Huynh, 2016). In addition, Chang and Huynh (2016), further stated that certain 

countries, prominent vocations face severe dangers of automation. For example, women 

are more likely than men to work in an occupation that is at high risk of automation. 

Furthermore, less educated workers and those earning lesser incomes are more vulnerable 

to automation.  
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According to Spencer et al. (2021), numerous analysts analysed that the Second Machine 

Age or Fourth Industrial Revolution that civilizations are currently entering will result in 

a substantially different world, which may possibly be a world without labour. Spence et 

al. (2021) further explains that the COVID-19 pandemic is accelerating digital automation 

by increasing incentives for enterprises to automate in order to continue output amid social 

alienation. However, by producing enormous pools of inexpensive labour, it also offers 

the possibility for corporations to stockpile labour and avoid costly technological 

advances. When employees work remotely, technology may be utilized to monitor them, 

thereby affecting their job quality (Ho et al., 2022). It is too soon to predict how these 

forces will interact, but it is apparent that the current crisis will influence what technology 

is created and how it is used. Finally, it might be argued that a post-crisis economy must 

embrace technology in order to improve people's freedom, health, and well-being. The 

fast pace of digital automation in the aftermath of the COVID-19 outbreak emphasises the 

need and difficulty of responding to a shifting labour landscape. As we manage the 

developing link between technology and employment, it becomes evident that properly 

leveraging technology may both improve human well-being and promote economic 

success in a post-crisis environment. 

 

Until recently, industrial robots dominated the history of robotics. However, an increasing 

number of robots are being employed for professional and personal services. Cleaning, 

laboratory, medical, underwater, logistics, construction, and demolition applications are 

examples of professional service applications, as are mobile robot platforms and field 
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robots for forestry, mining, agriculture, search and rescue, entertainment, games such as 

soccer playing robots, hazardous area repairs, defence, security, and battlefields 

applications (Sirinterlikci et al., 2011). Education, vacuuming, lawnmowers, 

entertainment and leisure robots, and other cleaning tasks are examples of personal service 

applications. In 2006, the global robot population was expected to be 4.49 million, with 

3.54 million (78.84%) being service robots and the remaining 0.95 million (21.16%) being 

industrial. The overall population is predicted to rise to 8.37 million, up from 7.2 million 

and 1.17 million in 2010, (Sirinterlikci et al., 2011).  

 

Companies employ automation for diverse purposes, such as increasing labour 

productivity, lowering labour costs, dealing with the effects of labour shortages, reducing 

or eliminating routine manual tasks, improving worker safety, improving product quality, 

reducing manufacturing lead time, automating processes that cannot be done manually, 

making production and resource planning more consistent, and making processes and 

systems flexible and agile for changing designs due to deregulation applications 

(Sirinterlikci et al., 2011). Fixed automation, programmable automation, and flexible 

automation are the three basic forms of industrial automation. Fixed automation, also 

known as hard automation, is used when the production volume is very high (10,000 or 

more) and the product variation is limited to one kind (Sirinterlikci et al., 2011). This sort 

of automation, which is based on mechanization and accompanying fixtures, is best shown 

by integrated transfer lines performing sequential machining operations on automobile 

components. Programmable automation is effective when the manufacturing volume is 

relatively low (ranging from a few to a thousand) in an environment with a wide range of 
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goods. This category includes robots and other controller-based technologies. A welding 

robot with an automatic positioner is an excellent example. Lastly, different goods can be 

manufactured and assembled at the same time using flexible automation. In comparison 

to the preceding two examples, this method is best suited for mid-variety and mid-volume 

applications (Sirinterlikci et al., 2011).  

 

2.6.1 Robotisation and employment in the hospitality industry 

In general, a discussion of robotics addresses the subject of employment, namely whether 

robots would eliminate jobs. There are certain occupations in specific areas where this 

may be a concern, however robots may also be a catalyst for the development of new 

employment and industries, as well as a push to enhance some sorts of professions. Much 

of South Africa's robotics work is presently focused on automation, notably in the 

automobile industry (Utete et al., 2013). In Namibia for example, automation is used in 

production industries, like the machinery used for mass production such as beer brewing. 

Robots are seen to be more reliable than humans in many instances, thus in some parts of 

the globe they are used more. According to Millington (2017), robots and machines do 

not pay social security or income tax. The financial consequences of robot deployment 

must be examined. Robot-based production cannot provide the fiscal revenues required to 

sustain both social transfers, which help people rendered redundant by robots, and 

minimum wages, which prevent a decrease in the living standards of low and medium-

skilled workers (Millington, 2017). The rise of automation and robotics in the hotel 

industry raises questions about its impact on workers affected by COVID-19 
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retrenchments. Understanding the role of automation and robots offers valuable insights 

into the challenges and opportunities within the workforce. 

The robotisation of the Namibian tourism and hospitality industry will mostly likely result 

in several job losses and gains. According to a paper by Millington (2017), jobs that are 

likely to be lost include concierge services, room service and housekeeping duties. 

However, jobs that require human interactions i.e. reception, and culinary services are less 

likely to be lost due to the constant need for human connection. However, robotisation is 

anticipated to be more likely to create employment opportunities in the areas of asset 

management, analytics, remote diagnostics, field services, and robotic maintenance. It will 

further create opportunities for the education sector to create opportunities for individuals 

to up-skill and create new training programs to this effect (Millington, 2017).  

Furthermore, Ivanov (2020) narrated how automation will eliminate the number of some 

jobs, change the tasks and the nature of work for others, while create new job positions. 

In the tourism industry, the following employment positions would most likely be 

automated; information processing, standardised communications and other repetitive 

tasks. These tasks are anticipated to be automated using a variety of technologies such as 

computer programmes, mobile applications, kiosks, chatbots, and robots, amongst other 

automation technologies. Tasks that require social skills and emotional intelligence (for 

example, receptionists, sales agents, cooks, waiters, and cleaners) would be difficult to 

automate. However, a decrease in the creation of such entry-level positions is expected. 

This will prove difficult for persons with little to no education (Ivanov, 2020). However, 

automation allows for the creation of new employment positions within the tourism sector. 

There will be an even greater need for specialists in automation process planning and 
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control, big data analytics, kiosks maintenance and repair, and robot maintenance and 

repair (Ivanov, 2020). This further requires persons to have qualification sin the following 

fields of study, engineering, data science, and software development. Alternatively, such 

services could be outsourced instead of hiring specialists, who are more likely to be 

expensive (Ivanov, 2020).  

 

Algocracy is a new style of management, known as the algorithmic rule (Lorenz et al., 

2021). It differs from its industrial predecessor primarily in two ways; first, control is 

becoming less and less diffused through intricate worker systems rather than via 

hierarchies, it is more impacted through information and software systems that organize 

the many types of work behaviour. Second, there is algocratic Governance appears to 

modify some of the early subject-object connections when a superior must keep an eye on 

the work of a subordinate. The American workplace has changed dramatically in recent 

years (Lorenz et al., 2021). The post-war "Fordist" mass-production systems, with 

massive bureaucratic hierarchies, standardization, and routinization that deprived 

employees of decision-making and power while allowing for high productivity and steady 

positions are giving way to what is commonly known as a post-Fordist regime of 

flexibility, personalization, and specialization. This shift appears to have several 

ramifications. On the negative side, there are frequent layoffs, temporization of 

employment, and worker displacement as permanent jobs are progressively replaced by 

temporary and part-time labour, with an increase in the number of persons transitioning 

from regular to contingent roles. With algocracy, the professional bureaucracy is 

automated (Aneesh, 2016). Advanced technologies permit greater extension of technology 
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into areas of human decision-making in the algocracy by standardizing skills rather than 

standardizing jobs. The algorithmic system's data analysis results in skill standardization 

(Lorenz & Schuppan, 2021). 

 

2.7 The sociology of organisations and the impact of the COVID-19 pandemic on the 

hospitality industry 

A subfield of sociology that focuses on organizations is called organizational sociology. 

Understanding social structures is a major focus of sociology, and organizational 

sociology pays close attention to both the internal structures of companies, like the 

administrative hierarchy, and the exterior structures that link them, like strategic alliances 

(Ahmady et al., 2016). Ahmady et al. (2016), defines organizational structure as the 

framework of relationships between occupations, systems, operational processes, people, 

and groups working to achieve goals. An organizational structure is a collection of 

mechanisms for delegating and coordinating tasks. Although it is fundamentally equally 

concerned with for-profit and other forms of organizations, organizational sociology tends 

to concentrate on work organizations (Ahmady et al., 2016). As a result, it has specific 

connections to other sociological theories that also focus on work contexts. The huge body 

of literature on organizational sociology is a distorted history of the study of bureaucracy. 

Meyer (1987) as cited in Yeatman (2020) states that the term of bureaucracy refers to 

organizing concepts that are meant to provide control and coordination of work in huge 

companies.  
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In every business, organizational success is the most important element in reducing 

employee retrenchment. This means that if an organization is effective and successful, 

there won’t be a need for retrenchments. Continuous performance is the primary goal of 

every organization since it is the only way for the organization to develop and flourish. A 

culture of continuous improvement has been found to increase employee engagement, as 

employees that actively contribute to the company's improvement feel a feeling of 

satisfaction and success. As a result, employees have a stronger sense of belonging and 

have less reasons to quit the firm. Thus, organizational performance is one of the most 

essential elements in accomplishing organizational objectives, particularly in terms of 

human capital management, which includes concerns such as recruiting and retrenchment 

(Ahmed et al., 2016). With the COVID-19 pandemic compelling millions of workers at 

all hierarchical levels to work from home, it is heartening to learn that leadership can also 

function effectively from a distance (Kniffin et al., 2021). Leading from a distance can 

contribute to effective communication and although leaders are not physically present, the 

subordinates still get the job done, with the help of virtual communication. 

 

Max Weber is one of the founders of organizational sociology. According to Weber 

(2009), legitimate power is essential to the bureaucratic style of government. Weber 

(2009) defines a bureaucracy as an organizational structure that includes full-time 

employees who are grouped in a hierarchy of subordination and whose work is controlled 

by rules and documents as well as function-specific specialization. According to 

Donaldson (n.d), a bureaucracy is a social organization with full-time administrators who 

are arranged in a hierarchy, have well defined responsibilities, and adhere to norms. In 
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comparison to other organizational styles, bureaucracy is better able to maintain control 

over employees and force them to put work demands ahead of personal preferences, which 

promotes productive labour. Efficiency and regularity of work are benefits of bureaucracy. 

 

Organizational sociology offers valuable insights into company structures and dynamics, 

emphasizing the importance of success in mitigating employee retrenchments. The 

hospitality industry in Namibia, particularly during the COVID-19 pandemic, must adopt 

principles of continuous improvement, efficient human capital management, and effective 

leadership. These concepts can help retain skilled workers, foster employee engagement, 

and navigate challenges, ultimately contributing to a resilient and prosperous future for 

the hospitality sector. 

 

2.8 COVID-19 impact on hospitality industry and calls for degrowth and post 

capitalism 

COVID-19 emerged in late 2019 and the situation quickly escalated into a global 

pandemic in March 2020 (Lone & Ahmad, 2020). The COVID-19 pandemic has resulted 

in a global health catastrophe with serious economic, social, and psychological 

ramifications. Even though there have been several crises in recent years, including natural 

disasters, economic crises, and even epidemics, the coronavirus pandemic is the first in 

100 years to have a global impact (Maison et al., 2021). COVID-19 resulted in so many 

different challenges. This section expands to discuss the impact of COVID-19 of 

hospitality industry and subsequently its effect on employment and retrenchment of 

workers.  
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For a better understanding of hospitality industry and how it was impacted by COVID-19, 

one needs to understand the tourism sector. The tourism sector was one of the first to be 

negatively impacted by the imposed measures, which required hotels to close and all 

airplanes to be grounded. According to the United Nations World Tourism Organization 

(2020), COVID-19 had unprecedented impacts on the sector. More than 100 million jobs 

(direct and indirect) were lost (some temporarily), governments lost more than U$ 100 

billion in export earnings and 7% of global trade that was fuelled by the sector was lost. 

Ndlovu et al. (2010) further asserts that because the tourism industry is not affected by 

tariffs and quota barriers, many developing countries rely on it heavily. Hence, the impact 

on the tourism sectors of developing nations was more severe. Pre-COVID-19, the World 

Travel and Tourism Council reported that in 2015, the industry was estimated to have 

contributed to 15% of GDP, 17.1% to employment creation and captured 10.8% of foreign 

expenditure. The tourism sector not only creates jobs domestically; it is also seen as one 

of the sectors with the most jobs worldwide (World Travel and Tourism Council, 2016). 

Baporikar (2016), years before COVID-19 expressed the potential of the tourism sector 

to generate 3.8 million jobs, and an additional 2.4 million indirect jobs, in Sub-Saharan 

Africa over the next decade. 

However, the fall of the hotel industry within the tourism sector had some advantages for 

the natural environmental according to Rume and Islam (2020). For starters, there has 

been a massive improvement in the air quality and reduced Green House Emissions 

(GHGs), which according to the United Nations World Tourism Organization (2020) a 

third of GHGs were caused by the tourism sector. Furthermore, a massive reduction in 

water and noise pollution was detected. The reduction in the pressure on the tourist 
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destinations, also played a role in the restoration of the ecological system (Rume & Islam, 

2020). This led to increasing calls for a tourism degrowth and tourism postgrowth (see 

Fletcher et al., 2020; Volger, 2022 and Hall & Seyfi, 2020). The difference was 

highlighted by Savini (2022:1), as “post-growth is an approach, degrowth is an agenda”. 

The term degrowth was described in a paper by Butcher (2021:1), as “a distinctive political 

and philosophical approach to development that emphasizes a smaller economy, localism 

and anti-consumerism as a radical corrective to the putative environmental and cultural 

problems afflicting modern society”. Degrowth calls for industries to downsize in an effort 

to protect the environment and maintain the culture in communities. While detaching the 

sector from capitalism, which according to Fletcher et al. (2019:1750) is threatening the 

very existence of the sector, “the capitalist system as a whole sustains itself in the face of 

fundamental contradictions that threaten its long-term survival”. According to Fletcher et 

al. (2019), the aim of tourism degrowth is to kill over-tourism and promote sustainable 

tourism in line with the Sustainable Development Goals (SDG). Another concept that is 

closely related to degrowth is that of postgrowth. Postgrowth was described as an agenda 

that advocates for a “an overall reduction in production and consumption though 

maintaining growth in the world’s least developed societies to facilitate global equality”, 

according to Sharpley (2021:3). Postgrowth advocates for the implementation of 

processes and policies, which will shift the values of people from materialistic and 

consumption-oriented to community-focused (Sharpley, 2021). 

The COVID-19 pandemic has significantly impacted the hospitality industry, causing job 

losses and retrenchments. The decline in tourism has sparked discussions about degrowth 

and postgrowth as potential solutions (Fletcher, Murray Mas, Blanco-Romero, & 
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Blázquez-Salom, 2019). Degrowth advocates for downsizing industries and moving away 

from a capitalist system, which may exacerbate challenges faced by workers. Postgrowth 

advocates for reducing production and consumption while maintaining growth in 

underdeveloped societies, offering a more equitable approach to economic development. 

Implementing these concepts must carefully consider the impact on workers' employment 

and well-being, balancing sustainable practices with safeguarding livelihoods for a just 

transition in the post-COVID era. 

Calls for degrowth, postgrowth and the crises of over tourism, have raised an important 

question. Is the tourism sector at the brink of entering the post-capitalism stage? The term 

first coined by Marx (1897) as cited in Beech (2019) has been described post capitalism 

as a stage where the politics of work is no longer viewed through a racial and gender lens.  

Post capitalism extends and other “dimensions of difference”, it extends the agency of 

exploitation from capitalists to other representatives of social systems and discourses. In 

a post capitalist world, workers have confronted capitalists, in a bid to take charge of the 

challenges affecting them as workers. As a means of addressing issues related to tourism 

development, there have been calls (see Tzanelli, 2021) for the sector to shed its capitalist 

skin, basically opt towards post capitalism. Fletcher et al. (2021) has described the ways 

in which post capitalism in the tourism sector can be achieved. Firstly, all forms of 

production must not be based on the private appropriation of surplus value, basically profit 

must not be regarded as the value of production. Secondly, the production of goods and 

services in exchange of wages must not be based on the accumulation of surplus capital. 

Thirdly, the costs of production involving the environment and society must be 

internalized instead of viewed as a commodity (Fletcher et al., 2019). In a nutshell, the 
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objectives of the tourism sector must be to foster and promote the wellbeing of people, 

and personal development (Fletcher et al., 2021). 

 

In addition to post capitalism, there have been calls for the socialization of the hospitality 

industry, which is “community-centred tourism framework that redefines and reorients 

tourism based on the rights and interests of local communities and local peoples” 

(Higgins-Desbiolles, 2020, p. 610). However, Fletcher et al., (2021) acknowledged that 

such a drastic shift requires high level political intervention to succeed. Finally, post 

capitalism, as a viable alternative to the present capitalist system, provides opportunities 

for resolving the issues experienced by hotel workers during COVID-19. It prioritises 

people's well-being and personal growth, particularly employees, over profit-driven goals. 

To achieve this shift, however, major political involvement and institutional adjustments 

are required, which may be difficult in the aftermath of a global catastrophe. Workers may 

encounter uncertainty and changes as the hospitality industry transitions to fairer and 

community-cantered practises. It is critical to strike a balance between postcapitalist 

principles and tackling present pandemic concerns in order to ensure a fair and sustainable 

future for tourist sector employees. 

The notion of a post-industrial society came as a result of frustration stemming from large 

corporations and/or industries destroying the natural environment and employing corrupt 

practices to increase profits. Large corporations and industries would rather put the 

wellbeing of workers on the backseat in an effort to increase their profits. The concept of 

post-industrialization and de-industrialization was revolutionized by Bell (1973), who 

argued that these processes were driven more by political agendas aimed at increasing 
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profits than by a genuine effort to improve the lives of workers. De-industrialization is 

defined as the decline in manufacturing activity within an economy (Pike, 2020). The state 

of deindustrialization is associated with stagnant earnings, widening income disparity, and 

high unemployment. On the upside, it is associated with favourable effects on standards 

of living and employment (Rowthorn & Ramaswamy, 1997). 

 

Deindustrialisation is an effect of a huge competition for resources that are scarce (Orsini 

& Pletikosa, 2019). A paper by Copeland (1991), described how this occurs in the tourism 

sector. According to Copeland (1991) a tourist boom will similarly prompt a reallocation 

of resources towards non-tradable goods and services, these are meals at restaurants or 

accommodation in hotels. Similarly, tourists consume abstract goods, which cannot be 

priced, these are scenery and natural attractions. As a result, the spending effect occurs 

both directly, through domestic purchasing power and indirectly, through competition 

between tourists and locals for non-tradable goods and services. According to Orsini and 

Pletikosa (2019), this an inefficient way of receiving payment from natural amenities, as 

such the benefits for the economy from a boom in tourism, falls short. Hence, the notion 

that massive tourism growth will eventually lead to deindustrialization. However, there is 

a need for concern for policy makers. The benefits of deindustrialisation would be skewed 

towards certain groups of people or a specific geographical location. A paper by Jennet 

and Scheiring (2022), highlighted the implications deindustrialization, which include job 

losses; increased risk of workers being exploited due to an increase in workload and/or 

precarity; an increase in social inequality towards a specific income group or race and 

lastly, community services may be disrupted (Jennet & Scheiring, 2022). 
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The COVID-19 pandemic has severely impacted Namibia's hospitality industry, causing 

a decline in tourism activities and affecting hotels, restaurants, and other establishments. 

This has led to potential deindustrialization, where reduced demand and revenue may 

result in resource reallocation away from traditional manufacturing and supporting 

industries. The hospitality industry is nearing deindustrialization, causing job losses, 

reduced working hours, and increased precarity for workers. Financial constraints increase 

the risk of exploitation, reduced benefits, and challenging conditions. Reliance on mainly 

a single industry for economic growth and employment can exacerbate workers' 

vulnerabilities during crises like the COVID-19 pandemic. To tackle challenges in the 

hospitality industry, a comprehensive approach is needed. Policy interventions promoting 

economic diversification, skill development, and social protection are crucial. Enhancing 

domestic tourism and exploring alternative revenue streams can improve the sector's 

resilience and provide stable employment opportunities. These strategies help Namibia 

navigate the post-pandemic era while safeguarding the rights and livelihoods of its 

hospitality workforce. 

 

2.9 Impact of COVID-19 adaptation and mitigation measures on employment and 

retrenchment in Africa and the world 

Like Namibia, many countries in Africa and the world, imposed measures to slow the 

spread of COVID-19. Despite, Africa having recorded the lowest cases of COVID-19 in 

the world, African countries still imposed lockdowns, similar to upper-income countries. 

A group of scholars across Africa conducted a study to investigate lockdown measures of 
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nine countries, they listed three types of lockdowns, namely, geographic containment, 

home confinement and closure of establishments (Haider et al., 2020). Geographic 

containment was associated with China’s decision to limit movement in and out of Wuhan 

city, home confinement is when people are only allowed to move at certain times, 

commonly referred to as curfew. Lastly, closure of establishments limits gathering of 

people at businesses, schools, and churches (Haider et al., 2020). Some countries imposed 

all three lockdowns, for example Namibia.  

 

The COVID-19 pandemic has caused a global social and economic disaster on an 

extensive level. To combat the virus's spread, governments throughout the world enforced 

lockdown policies that limited the mobility of people and products, stifling economic 

flows at the local, regional, and international levels. One of the consequences of these 

lockdown tactics has been a disturbance in the supply chain, resulting in a negative supply 

shock. Border closures and international travel restrictions have hampered global trade by 

raising trade costs and delaying or prohibiting border clearance (Lashitew & Socrates, 

2021). The strict lockdown measures taken by many countries in the first half of 2020 to 

curb the rise in infections have significantly slowed down most economic and social 

activities (ILO-OECD, 2020). As much as lockdowns helped in reducing the spread of 

coronavirus, it had a great social and economic disruption. Lockdowns resulted in business 

closures and a reduction in economic activity, resulting in widespread unemployment and 

a decrease in demand for globally traded products, notably durables. The closure of 

borders meant that the hospitality industry, which primarily relied on international clients, 

was unable to receive tourists. Simultaneously, restrictions on internal mobility also 
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prevented local clients from visiting the establishments, posing double challenges for the 

industry. 

 

This led to the belief that workers may have experienced exploitation during the COVID-

19 pandemic as a result of the implemented measures. According to Zuk and Zuk (2022), 

workers were exploited due to the following measures: social isolation made it difficult 

for workers to maintain social solidarity; the conditions were not suitable for organising 

social and political protests; and the media and public attention directed towards the threat 

of the disease and not on the issues of inequality and unconducive working environments. 

In addition, most countries banned mass demonstration and imposed curfews and travel 

bans.  Neoliberal policies were implemented under the pretence of protecting law and 

order. Rather, authoritarian laws, which had nothing to do with the economy or the 

environment were implemented instead. Public funds were used to protect the market, 

instead of protecting workers from the economic downfall caused by the COVID-19 

pandemic. Public funds were used to provide financial support to companies, while 

employees were told to tighten their belts and brace for the future (Zuk & Zuk, 2022).  

 

2.9.1 Impact of COVID-19 on employment in the hospitality industry of the United 

States of America and Europe 

Globally, the United States of America (USA) lockdown measures included limiting the 

movement of people and social distancing. However, movement was allowed between 

different states, and it was highly recommended for people to self-isolate (Houvèssou et 

al., 2021). On the other hand, Italy imposed a total lockdown on the 23rd March. The total 
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lockdown shutdown schools, businesses and all economic activities came to a halt 

(Houvèssou et al., 2021). According to Antipova (2021), the unemployment rate increased 

to 14.7% at the start of the pandemic from 3.5%, pre-COVID-19. This translated into a 

loss of 20.5 million jobs (Kozicki & Gornikiewicz, 2020. The hardest-hit industries 

included the tourism sector. However, some industries flourished, hence stabilising the 

unemployment rate. According to Shabbir et al. (2022), businesses such as food shops and 

pharmacies stayed open to serve clients during the pandemic (Shabbir et al., 2022). 

Companies in the communication sector, specifically those offering video conferencing 

and internet services made massive profits (Maison et al., 2021). Maison et al. (2021) 

additionally explain that Amazon, Microsoft, apple, as well as social media apps like 

Facebook, were some of the companies that made great profits during the COVID-19 

pandemic. In European countries, the situation was different, as the unemployment rate 

was lower than individuals who were available to work but not actively seeking 

employment. According Kurmann et al. (2020) employment in the leisure and retail trade 

declined by 60% between mid-February and end of April 2020 in European countries. 

Furthermore, the weekly hours of workers who were still employed were reduced by 

approximately 10% (Kurmann et al., 2020). 

 

A study by Sun et al. (2022) on the impact of COVID-19 on employment found that 

workers in Upper middle countries experienced the highest rate of retrenchments, the 

lowest was recorded in lower middle-income countries. The study also analysed the level 

of government support to workers who lost their jobs, to which the study found that 

countries in high income bracket received support in the form of a 50% salary 
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replacement. Sun et al. (2022), has acknowledged the challenges experienced by workers 

as a result of COVID-19. Which include difficulty seeking reemployment due to the 

extension of COVID-19 measures that made it impossible to conduct tourism safely. 

Workers that were older, were no longer ideal candidates for reemployment, despite their 

skills and experience. Women and persons of colour were at greater risk of not being 

reemployed. This was due to existing structural inequalities and discrimination in the 

labour market (Sun et al. (2022).  

 

2.9.2 Impact of COVID-19 on employment in the hospitality industry of Sub-

Saharan Africa 

Tanzania, though she implemented closures and travel bans, did not implement a 

lockdown. However, due to travel bans in other countries, the tourism industry suffered 

from a 75% decline in international tourists during the pandemic. To this effect the 

Tanzanian government encouraged lower entry fees to tourist attractions, hence a shift to 

increase domestic tourism (Tchouamou Njoya, 2021).  A paper by Tchouamou Njoya, 

(2021) found that Tanzania had experienced job losses, with workers sinking deeper into 

poverty. Economic growth in Tanzania dropped from 6.8% to 2.1% in 2020 due to 

COVID-19 (Jilenga & Selevan, 2022) In comparison, Uganda had closed off airports with 

exception to cargo, prohibited non-essential businesses from operating, restricted 

gatherings to 10 people and lastly, imposed a home confinement from March till June 

2020 (Haider et al., 2020).  

 



 

48 

 

 

South Africa’s lockdown measures were very similar to those implemented in Namibia. 

International and internal travels were restricted, gatherings of more than a hundred people 

were not allowed, and non-essential businesses were closed including parks and gyms. 

Lastly, the whole country was put on home confinement and movement was not allowed 

after 17:00 (Haider et al., 2020). Another African country with similar restrictions was 

Zimbabwe, whereby borders were closed by the 23rd of March, large gatherings were 

prohibited, and home confinement was implemented on the 30th March (Haider et al., 

2020). As a result of lockdowns, many employers in the tourism industry decided to let 

go some of their workers. South African Airways offered incentives to employees who 

chose voluntary retirement, while Comair retrenched 400 employees. Additionally, the 

hotel Sun African in Zimbabwe retrenched 300 employees (Nyaruwata & Mbasera, 2021).  

 

The COVID-19 pandemic resulted in an unprecedented fall in employment across 

different economies. In 2020, tourism in Africa had reduced with -74% compared to 2019 

(UNWTO, 2022). Jobs in the tourism industry were on an upward trajectory pre COVID-

19. Lone and Ahmad (2020) indicated that the pandemic destroyed economies in Africa, 

especially of developed countries and those with low to medium incomes severely. 

Problems such as inflation rising due to borders closing and the tourism sectors declining 

due to travel bans are expected to occur (Lone & Ahmed, 2020). 

 

2.9.3 Impact of COVID-19 on employment in the hospitality industry of Namibia 

As COVID-19 cases increased in Windhoek, His Excellency Dr. Hage Geingob, the 

President of the Republic of Namibia exercised his constitutional powers to declare a State 
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of Emergency in terms of Article 26 of the Namibian Constitution and section 30 of 

the Disaster Risk Management Act No. 10 of 2012. To prevent community transmission 

of COVID-19, the President enacted a number of regulations, including lockdowns and 

suspending specific legislative provisions of the Labour Act No. 11 of 2007, that prohibit 

employers from dismissing employees and the termination of employees’ contracts, in 

addition, employers could not force employees to take unpaid leave or annual leave, nor 

can they reduce the remuneration of employees unilaterally (International Labour 

Organization, 2020). 

 

A paper by Marenga and Amupanda (2021) summarised the lockdown regulations which 

started on the 14th April 2020. Only essential workers from critical sectors were allowed 

to circumvent the regulations while carrying out their duties. However, due to 

socioeconomic challenges faced by the citizens, the measures were relaxed to allow 

informal sellers to resume operations. These lockdown measures greatly affected the 

Namibian employment rate and saw an increase in unemployment and retrenchments 

(Julius et al., 2020).  The lockdown measures and closures of businesses led to salary cuts 

and, even worse, retrenchments. Despite the enacted regulations, the socioeconomic 

impact led to significant salary cuts and retrenchments. This change was brought as a 

result of the landmark case of Namibia Employers Federation President of the Republic 

of Namibia. In the case, the Namibian Employers Federation challenged the legality of 

aspects of lockdown measures that were taken by the government as a response to 

increasing positive COVID-19 cases. The court found that the President has the legal 

mandate to act as per the constitution and the rule of law. Hence, individual rights and 
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freedoms are deemed essential and cannot be overlooked as a result of a health emergency. 

An analysis of the judgment by Mutandwa (2020) expressed an oversight of the court. The 

court did not take cognizant of the rights of workers and the economic impact of COVID-

19 on them. Meaning the court took the side of the employers, without consideration for 

the workers.  

 

The Namibian tourism sector was not spared from the devastation that arose from the 

COVID-19 pandemic. According to Tervo-Kankare et al. (2017), tourism is one of 

Namibia’s largest employer, not excluding the billions in earnings that is pumped into the 

economy. The tourism industry is made up if different subsectors, namely, transport, 

hospitality, accommodation, food, recreation, and travel (Westcott, 2019). As a result, the 

Namibian economy was deemed overly dependent on the tourism sector for its economic 

and employment growth. However, recently the vulnerability of the Namibian tourism 

sector was exposed by the COVID-19 pandemic, which was its total dependence on 

foreign actors. As a result, analysts predicted a growth output of -2.9% in 2020, which the 

Namibia Tourism Board anticipated would translate into a decline of N$ 2 billion in GDP 

(Erastus & Amukeshe, 2020). Lendelvo et al. (2020) further stated that the Namibian 

economy lost an estimated N$55.3 million in 2020 due to the travel ban. It can be 

concluded that the COVID-19 pandemic exacerbated an economy that was already in the 

midst of a recession since 2017 (Mazarire, 2020).  

 

According to The Ministry of Labour, Industrial Relations and Employment Creation 

(MLIREC) (2020), in 2020 Namibia experienced massive wave of retrenchments over the 
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past three years, of which a total of 5 748 employees were made redundant by 388 

employers. Of these employees, 1816 were terminated for reasons related to COVID-19, 

while 3 932 were terminated for other reasons. Additionally, the Ministry dealt with 405 

unfair dismissals, of which 13 were COVID-19 related. In 2022, a total of 15 422 were 

retrenched by 1278 employers Petersen (2022). This translated into a 63% increase in 

recorded retrenchments. Petersen (2022) reported that according to the report by the 

Ministry of Labour, Industrial Relations and Employment the tourism industry was the 

most affected with 4 349 losing their jobs. According to Ngatjiheue (2020), 177 of 219 

employees from Safari Court Hotel were retrenched and salaries were cut by 50%. In 

addition, Hilton Hotel Namibia retrenched 100 workers, due to the collapse of the tourism 

sector, as the result of national lockdown on 27 March 2020 (Brandt, 2020). The Chief 

Executive Officer of the Hospitality Association of Namibia (HAN) Gitta Paetzold, stated 

that the tourism sector has been hit by COVID-19, and further explained that the industry 

faced a difficult economic situation in 2020 (Brandt, 2020).  

 

To combat the impacts of COVID-19 on employees, the government of Namibia had 

imposed a mandatory no retrenchment policy for three months (Hulke et al., 2022). After 

the ban lapsed, companies in the tourism industry not only retrenched seasonal employees 

to save on expenditures and keep businesses running, salaries of low earners were also cut 

by 50% (Lendelvo et al., 2020). Lendelvo et al. (2020) further illustrated the devastation 

caused by the reduction in salary for employees who are already in the low earning 

bracket. This action has a subsequent socio-economic impact, as people were forced to 

conduct illegal activities in order to survive economic hardships. Rapuleng (2020) 
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conducted a study in Namibia to investigate whether contract employees that were 

retrenched due to operational requirements were entitled to severance package. Rapuleng 

(2020) found that despite the Labour Act of 2007, stating that employees were entitled to 

remuneration after retrenchment, only a few of the employers complied with this law. An 

article by Brandt (2020) narrated the dissatisfaction of Hilton Hotel workers with 

management, who were yet to pay out their severance packages. Another article by 

Ngutjinazo and Wolf (2020) narrated the same issue, but this time of employees of Avani 

Windhoek Hotel and Casino.  

 

2.9.4 Challenges of workers as a result of COVID-19 

In addition to economic challenges experienced as a result of COVID-19, the International 

Labour Organisation (2021) also recognized the impact on the mental health of workers. 

Employees have undoubtedly been tested emotionally and faced several difficulties to 

their mental health and well-being throughout this pandemic (International Labour 

Organisation, 2021). Some workers, their families, and company owners have all dealt 

and are still dealing with escalating mental health issues as a result of this 

pandemic.  Psychosocial factors such as work-life balance, isolation, anxiety, and stress 

from work overload combined and job-related uncertainties such as; possible business 

closure and the threat to employment security, return to the workplace, and employer-

employee issues are key risk factors that could lead to depression and other mental 

illnesses (International Labour Organisation, 2020). Other highlighted challenges include 

that stem from the COVID-19, especially the lockdowns include restrictions on movement 
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and travel; changes in active lifestyle; boredom and monotony, and ultimately, uncertainty 

about the future (Maison et al., 2021), 

According to Deligiannis (2022), financial concerns are at the top of the list of 

contemporary mental health difficulties, cited by 40% of professionals as the greatest 

threat to their mental health and wellbeing, followed by concerns about physical health 

(Deligiannis, 2022). The uncertainty of whether you will have a job tomorrow or not, to 

survive or make a living is one of the factors that resulted into mental health challenges. 

Deligiannis (2022), further explains that returning to work with anxiousness was indeed 

another challenge that employees have encountered, as professionals who have been 

working remotely have been affected by re-entry anxiety. This is because working 

remotely can sometimes lead to feelings of isolation and loneliness. Workers have also 

experienced challenges such as sickness, deaths of colleagues and loved ones, as well as 

occupational health and safety challenges such as compulsory weekly or monthly testing 

for Coronavirus and in some organisations getting vaccinated was mandatory. 

 

The termination of employment has resulted in workers experiencing not only a 

deprivation of their financial earnings but also a significant loss of social connections. 

Prior to being retrenched, employees often cultivated meaningful relationships with their 

colleagues (Husin e al., 2022). However, the retrenchment process has destroyed these 

social relationships, leaving impacted individuals without the vital support and 

companionship they formerly had at work. This circumstance emphasizes the deeper 

implications of job loss, which go beyond simple financial consequences to include 
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substantial social ramifications that can have a negative influence on the overall well-

being of retrenched people. 

 

According to Deepa e al. (2023), a lack of social connection prevents employees from 

having opportunities for sharing knowledge and learning from one another, creating 

relationships, stress alleviation, and emotional well-being. Workers who are laid off not 

only lose their source of income, but they also lose the social bonds they had with their 

co-workers. This can have a negative impact on their general well-being, particularly in 

terms of missing opportunities for sharing knowledge and creative thinking.  Furthermore, 

a lack of social support can compound the stress and emotional toll of leaving a job, 

emphasizing the need of building social ties at work.  

 

Furthermore, it is essential to acknowledge that social interaction has a substantial 

beneficial impact on job effectiveness (Deepa et al., 2023). Employees that participate in 

frequent social exchanges with their colleagues have more possibilities to cooperate, share 

expertise, and problem-solve jointly, which leads to increased productivity and work 

performance. Social relationships among colleagues generate a supporting network that 

leads to a sense of belonging and dedication to the organization. As a result, the loss of 

social bonds caused by retrenchment impacts workers not just personally, but also has 

serious repercussions for workplace productivity and efficiency. 

 

The COVID-19 pandemic had a tremendous influence on economies throughout the 

world, causing a rise in retrenchments in various industries owing to lockdowns, decreased 
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consumer spending, and supply chain disruptions. While the pandemicincreased the 

volume and frequency of layoffs at some times, the practice of workforce reduction 

existed long before the outbreak. The informal sector, which includes a variety of 

unregulated economic activity, appears to be a viable option for job recovery. Particularly 

in rural areas where formal employment opportunities are few, participation in the 

informal sector may provide a feasible source of immediate income and livelihood 

sustainability (ILO, 2013). Nonetheless, this analysis notes that an informal sector 

presents challenges for laid-off employees. One major source of concern is a lack of 

business understanding among persons looking to work in the informal sector. The lack 

of formal business training may jeopardize the success and long-term profitability of 

informal businesses.  Furthermore, acquiring such knowledge through courses or training 

programmes may be financially costly for retrenched individuals with restricted access to 

resources during times of crisis. Understanding the dynamics of informal sector 

participation and its potential to alleviate the sufferings of retrenchment in rural settings, 

therefore, demands a thorough study of existing literature.  

 

2.10 Contribution of COVID-19 to the Great resignation  

Great resignation has to do with employees resigning in big numbers. It became a 

prevalent phenomenon only after the global impact of the COVID-19 pandemic. 

According to Tessema et al. (2022), COVID-19 sparked the Great Resignation of 2021, 

in which a record number of staffs willingly resigned in the USA. In 2021, the United 

States witnessed the Great Resignation, whereby 4.4 million American workers resigned, 

marking the highest employee resignation rate on record. Tessema, et al. (2022) further 

states that the COVID-19 pandemic is the primary cause of mass resignations, which has 
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had a significant impact on companies and their workforce in the United States. This is 

because the pandemic gave employees more time to think about their careers, it created 

fear of being infected by the COVID-19 virus, it contributed to employee stress, it also 

led to mandatory vaccination or weekly testing. With all of these stress, fear, and 

uncertainty, employees were able to sit, reflect and revaluate their careers. Employees felt 

safe throughout the pandemic and opted not to leave their employment due to the 

uncertainties of their economic future. However, amid the pandemic's recovery in 2021, 

they felt empowered to resign and seek better chances.  Employees either quit the 

workforce or looked for jobs that provided them with complete independence.  

The "Great Resignation" and retrenchments are two contrasting trends in the labour 

market, reflecting discussions about the future of work and post-capitalist economic 

structures. The Great Resignation refers to workers leaving their jobs voluntarily due to 

factors like the COVID-19 pandemic, highlighting the desire for more meaningful, 

flexible, and socially responsible work. This trend aligns with discussions about post-

capitalist economic models that prioritize well-being, work-life balance, and employee 

agency. Retrenchments, on the other hand, involve employers reducing their workforce 

due to financial challenges or changes in management, reflecting the instability within the 

current capitalist system. These trends highlight the vulnerabilities of the traditional 

industrial model and the need for alternative economic systems that prioritize 

sustainability, social equity, and meaningful work. The "Great Reset" envisions a 

reimagining of economic systems to address societal challenges such as inequality and 

climate change. 
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During the first year of the pandemic, employees worldwide were able to examine the 

extent to which their employment was enjoyable and hunt for a position that would allow 

them to earn more money. The pandemic encouraged some employees to reconsider their 

employment, experiment with entrepreneurship, and save more money, through reduced 

spending during the lockdown. Tessema et al. (2022) additionally emphasized that, many 

employees discovered that their occupations were unsatisfactory and as a result, when 

many employees opted to use their time differently than before the pandemic, and their 

perceptions of the danger of resignation changed. This is due to the fear and uncertainty 

that came with the pandemic, and some employees were afraid that they might die without 

enjoying their pension benefits. The Great resignation phenomenon is not new, it has been 

going on for some time now. According to Fuller and Kerr (2022), we are not only 

experiencing short-term turmoil as a result of the pandemic, instead, it is a continuation 

of an increasing quit rate trend that began more than a decade ago. Recent worker surveys 

and historical data on resignations demonstrate that the Great Resignation is not as 

exceptional as one may expect. During the post-war period's rapid recovery, waves of 

resignation were widespread (Hobijn, 2022).  Over 47 million Americans willingly 

resigned from their employment in 2021, resulting in an unprecedented mass exodus from 

the labour, fuelled by COVID-19, which is now popularly referred as the Great 

Resignation (Fuller & Kerr, 2022). COVID-19 greatly contributed to the Great 

Resignation, in such a way that there are worker shortages almost everywhere, for 

example in the tourism industry there were so many layoffs and resignations, that a job 

that used to be done by five people, is now done by one person. According to reports, the 

Great Resignation has upended the relationship between workers and the labour market 
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(Fuller & Kerr 2022). They further assert that in September 2021, 4.4 million American 

workers resigned, the highest employee resignation rate on record. 

 

The pandemic exposed employees to a lethal virus, a game changer that risked their lives 

as they often worked in hazardous settings. The COVID-19 pandemic had multiple 

infection outbreak waves such as the Delta and Omicron variants. Due to the waves, 

COVID-19 related infections and deaths increased rapidly, and as a result fear was created 

in many people. They missed their typical social engagements, which had a negative 

impact on their physical and emotional wellbeing (Tessema et al., 2022). Due to the labour 

shortage, employees' responsibilities and working hours rose, they were made to wear 

masks as part of COVID-19 protocols and take vaccinations. Furthermore, employees had 

difficulty accessing daycare services since child-care agencies were not operating at full 

capacity (Tessema et al., 2022). Many employees have found it difficult to manage job 

and personal life and have had to live physically far from their loved ones (e.g., friends, 

family, and co-workers). As a result, these variables accelerated the rate at which 

employees felt stressed, which influenced their decision to leave. 

 

Additionally, according to the Legal Assistance Centre (2021), the Namibian Government 

has stated that it currently has no plans to introduce legislation that would mandate 

COVID-19 vaccinations. However, despite this lack of compulsory vaccination laws, 

individuals who choose not to get vaccinated may still face repercussions, such as 

employment challenges or limitations on participating in certain activities. During the 

COVID-19 pandemic in Namibia, some companies implemented mandatory vaccination 
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policies for their employees, except for those with critical illnesses. Consequently, some 

workers decided to resign from their positions as they were not willing to comply with the 

vaccination requirement. The Great Resignation highlighted the delicate balance between 

public health measures and individual rights, posing significant challenges for businesses 

losing valuable and skilled workers during an already difficult period. 

 

Following a transitory rise in layoffs, such as during the pandemic, firms advertise a large 

number of job openings to meet the recovery in demand for their goods and services 

(Hobijn, 2022). This explains the extremely high job vacancies rate, which has coincided 

with a record quit rate. These openings do not just attract jobless people, they also workers 

seeking better opportunities. Workers who obtain a better offer will either leave their 

existing job for a higher-paying position or renegotiate their compensation, perks, and 

working conditions with their current employer. 

 

The phenomenon of the Great Resignation is not as prevalent in Africa as it is in other 

parts of the world. This is due to high unemployment rates in Africa. In South Africa, for 

example, the phenomenon of the Great Resignation is observed primarily among 

professional and specialized fields that require unique market skills. According to Richter 

(2022), staff turnover increased to 18% in 2020, up from the South African average of 

10%, however this was mostly due to retrenchments and job losses as enterprises 

downsized, closed, or dissolved.  

The fact is that employees who participate in The Great Resignation aren't always leaving 

their jobs completely (Follmer et al., 2018). Instead, they're looking for vocations and 
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employment that will make them happy and give a better work-life balance, and this is 

where Great Reset comes in. The COVID-19 threat is impacting every aspect of people's 

life throughout the planet. However, tragedy does not have to be its sole legacy. On the 

contrary, the pandemic provides a rare but limited chance to contemplate, reinvent, and 

reset our world in order to create a healthier, more egalitarian, and prosperous future. 

 

The Great Reset plan would consist of three major components. The first would guide the 

market toward more equitable results. Governments should increase coordination, update 

trade agreements, and establish the circumstances for a "stakeholder economy" to achieve 

this goal. Governments have a strong motivation to seek such action in an era of shrinking 

revenue bases and increasing public debt. Furthermore, governments should carry out 

long-overdue changes that promote more egalitarian results. These may include 

adjustments to wealth taxation, the elimination of fossil-fuel subsidies, and new 

regulations regulating intellectual property, commerce, and competition, depending on the 

country. The second aspect of a Great Reset agenda would be to guarantee that 

investments achieve common values like equality and sustainability. The third and final 

goal of a Great Reset agenda is to use the Fourth Industrial Revolution breakthroughs to 

benefit the public good, particularly by tackling health and social concerns (Schwab & 

Malleret, 2020). This simply means that Schwab and Malleret (2020) saw the COVID-19 

pandemic as a window of opportunity for a new and better future.  

 

The hope for a positive reset stem from the belief that the pandemic has served as a 

stunning wake-up call to the general population about the gravity of the hazards associated 
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with environmental degradation and climate change (Schwab & Malleret, 2020). 

However, hope must be tempered by the fact that more coordination and cooperation 

within and across countries is an important condition for an effective reset. 

 

High unemployment and a reduction in smaller business activity have already prompted 

governments to give financial assistance to their citizens that is unconnected to labour. 

This is expected to result in new fiscal and monetary policy missions aimed at providing 

residents with economic and social security. For instance, in Namibia, during the COVID-

19 pandemic the government gave an emergency income grant of N$750.00 to people who 

lost their jobs and those who were affected by the COVID-19 pandemic (Namandje, & 

Sheefeni, 2023). This led to further calls for a Universal Basic Income (UBI) grant or a 

Basic Income Grant (BIG). According to the Desk for Social Development (2005), a BIG 

is a monthly cash grant that is paid to every Namibian by the state to reduce poverty and 

inequality. Such calls have been receiving support from civil society, Non-Governmental 

Organizations (NGOs) and church organizations. The grant caters for persons between the 

ages of 0 to 60 years, regardless of their employment status, income, or assets (Kearney 

& Mogstad, 2019). A presentation by Haarmann and Haarmann (2020), found that an 

income grant during COVID-19 supported the survival strategies implemented by 

vulnerable to adapt to the impacts of COVID-19 in Namibia. The grant proved useful in 

supporting income generating activities; support efforts to conduct subsistence farming 

and reduced the waste of food that is common with food distribution efforts. On a social 

aspect, Haarmann and Haarmann (2020) revealed decreased child malnutrition, increased 

school attendance and a decrease social crime.  
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2.11 The Post-COVID-19 future of work 

The future of work refers to an informed perspective on what businesses and organizations 

need to know about how work could shift in the face of digitization and other relevant 

trends. The term also includes how workforces and workplaces can prepare for those 

changes (Mckinsey & Company, 2023). According to Beno (2019), future of work is 

affected by a number of factors, namely: demographic, social and environmental changes; 

globalisation and glocalization; labour flexibility and technological progress, IT 

platforms, the sharing and knowledge economy. A paper by Malhotra (2021) described 

the characteristics of future of work, of which it was found that businesses and 

organizations must be prepared for knowledge work to be performed on a virtual basis. 

The progress to working virtually at home was accelerated by the COVID-19 pandemic. 

Hence, paying less attention to the need for offices, as workers can simply work while at 

home. However, Maholtra (2021) noticed a challenge, which is that of the way in which 

to maintain a culture in non-traditional setting. Malhotra (2021) also picked up on an 

increase in collaborative work and having individuals reporting to multiple people, hence 

a matrix organization. Lastly, there is likely to be an increase in people doing freelance 

work (Maholtra, 2022).  

 

2.11.1 Future of work in the hospitality industry 

How is the hotel industry going to be affected by future of work? According to the ILO 

(2022), with an increase in the use of technology, there will be greater interaction between 

consumers and tourism business using digital platforms. By doing business on a digital 

platform, it allows business to provide better services to their clients in real time. 
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Moreover, the use of Artificial Intelligence (AI) and big data in tourism, will allow for 

consumers to receive personalized experiences of tourism, based on personal preferences 

in terms of the where to sleep, where to eat and what to experience. The use of service 

robots and passenger assistance robots can assist in reducing waiting times for assistance 

by clients. The future of work may also involve the use of virtual reality. According to the 

ILO (2022), virtual reality enhances the way in which clients experience tourism, by 

giving online tour guides of tourist destinations or even their hotel room.  

 

Though a lot of focus is placed on automation, there is still room for a human touch. 

Hence, it remains important for workers in the tourism sector to have the necessary skills 

in providing excellent service to clients. Moreover, addressing the skill gap requires a 

holistic and comprehensive approach, which must involve all stakeholders (the workers, 

employers and government). This is to ensure that the sector does not experience a skills 

shortage, nor does it struggle to attract or retain skilled personnel (ILO, 2022). 

 

The future of work in the hospitality industry, as projected by the ILO (2022), will be 

shaped by technological advancements like automation, Artificial Intelligence, big data, 

and virtual reality. These innovations will enhance consumer experiences by providing 

personalized services and efficient interactions. However, it is crucial to maintain a human 

touch in the industry to deliver excellent customer service. To bridge the skill gap, a 

comprehensive approach involving workers, employers, and the government is necessary 

to ensure a skilled and adaptable workforce. As the hospitality industry in Namibia 
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addresses the challenges brought on by COVID-19 retrenchments, preparing for the future 

of work becomes paramount for sustaining a thriving and resilient hospitality sector. 

 

2.12 Conclusion  

The COVID-19 pandemic had a significant impact on many aspects of life, including the 

social, cultural, public health, and economic aspects in the lives of workers. The workers 

in the hospitality industry suffered a great loss in the past three years due to the COVID-

19 pandemic, not only in Namibia but globally. In the process, many lost their jobs and 

salaries were cut. Like many tourism establishments in Namibia, the Safari Court Hotel 

was one of the hard-hit establishments, hence they retrenched more than 50% of their 

workers due to the pandemic.  Working under conditions of human dignity, justice, 

security, and freedom is what is meant by decent employment. However, it is under threat 

by robotisation and automation, trends that were accelerated as a result of the pandemic. 

Despite governments worldwide implementing measures to curb the spread of the virus, 

it had a negative impact on the rights and working conditions of workers. This chapter 

provided a review of existing and relevant literature on the impact that COVID-19 had on 

workers in the tourism sector. The chapter further looked at it from the lens of Karl Marx, 

while looking at the relevance of his work in the 21st century. The next chapter presents 

the research methodology that was employed to collect data as per research objectives.  

The study aims to give new insight into the challenges experienced by employees in 

Namibia's hotel industry during the COVID-19 pandemic, with an emphasis on the effects 

of retrenchments and the prospective risks to decent employment posed by robotisation 

and automation. This study tries to shed light on how capitalism systems interact with 
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crises and the repercussions for workers in the 21st century by analysing the situation 

through the prism of Karl Marx's theories. Finally, the study adds to a better understanding 

of the complex dynamics between the pandemic, capitalism, and worker well-being in 

Namibia's hospitality industry. 
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CHAPTER 3 

3. RESEARCH METHODOLOGY 

3.1 Introduction 

Research methodology outlines the systematic procedures used in realising the overall 

objectives of the study. This chapter, therefore, provides a detailed description of the 

research methodology and design implemented in the study. It further covers on the study 

population, sampling, data collection, data analysis, validity, and reliability, including 

ethical codes which were complied with. This study used a post-positivist approach to 

analyse the challenges faced by workers from Safari Court Hotel due to the COVID-19 

pandemic. According to Ryan (2006), post-positivist research emphasizes exploring 

meanings, generating new knowledge, and aligning with social movements for positive 

change and social justice, embracing subjectivity and holistic understanding. It balances 

objectivity with interpretation, drawing from empirical evidence and interpreting human 

experiences (Ryan, 2006). The research aims to provide a comprehensive understanding 

of the hospitality industry's challenges while preserving the human essence of the 

experiences. It includes qualitative data narratives, ensuring a well-rounded exploration 

of the subject matter. This approach ensures a comprehensive understanding of the 

challenges faced by the retrenched hotel workers. 

 

3.2 Research design 

The study used a qualitative research methodology because it provides detailed 

description of participants' opinions and experiences, interprets their behaviour and gives 

in-depth information (Rahman, 2016). Case study design was also used in the study, as 
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this helped the researcher to generate in-depth knowledge on the challenges experienced 

by workers from Safari Court Hotel, due to COVID-19 retrenchments.  

 

3.3 Population  

The target population of the study comprised of individuals that met the criteria of being 

a) men and women, b) between the ages of 18 and 65 years, c) must have been retrenched 

from Safari Court Hotel due to COVD-19. The study further included key informants, 

who had to be, a) men and women, b) between the ages of 18 and 70 years, and c) were 

close friends and relatives of the affected employees. The target population were deemed 

suitable to understand the worker's experiences in terms of livelihoods after employment.  

 

3.3 Sample 

A purposive sampling method was used to select participants, whereby participants were 

selected based on characteristics of a population of interest (Hesse-Biber & Leavy, 2011). 

This allowed the researcher to obtain rich data. A total sample of 20 participants was 

drawn from the target population, based on the set criteria. Of which, 15 of the participants 

were retrenched employees of Safari Court Hotel, while the remaining 5 were key 

informants, comprised of close friends and family members of the affected employees.  

 

3.4 Research instruments 

The researcher developed a suitable data collection instrument which was used to collect 

the qualitative data.  The researcher used semi-structured interview guides (SSI) 

(Appendix 4) and key informant interview schedules (KII) (Appendix 5) in order to gain 
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in depth knowledge from participants. These research instruments were deemed 

applicable as they allowed the researcher to be focused while giving participants the 

freedom to explore topics that the researcher has not initially conceptualized as part of the 

research, therefore its able to provide qualitative in-depth knowledge (Kumar, 2011).  

 

3.5 Procedure 

Research instruments were prepared prior to the interviews. Each interview lasted thirty 

minutes (30 minutes). Additionally, research participants were allowed to choose the 

venue that's appropriate and conducive for the interviews to be conducted. The interviews 

were recorded on a digital voice recorder and in cases where the participants were not 

comfortable with the voice recorder, notes were taken. Several participants that were no 

able to make it for face-to-face interviews due to personal reasons, were interviewed over 

the telephone. The researcher first interviewed the retrenched workers, this helped the 

researcher to attain first hand and in-depth knowledge. Secondly the researcher 

interviewed the key informant participants, in order to attain various experiences of the 

retrenched workers. 

 

3.6 Data analysis 

Qualitative data analysis through thematic analysis was used in the study to analyse data.  

Thematic analysis is defined as the identification of themes and patterns in text data and 

how these themes will help answer the research objectives (Marshall & Rossman, 2011). 

The researcher analysed the raw data using thematic analyses, whereby the transcribed 

interviews were analysed via coding by creating themes, categories and patterns for the 
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data. The transcription was thorough, including accurate transcription, time stamping, and 

pseudonymization for confidentiality.  Coding entailed locating codes within the data, 

categorising them into themes and sub-themes, and interpreting their significance. The 

method intended to get in-depth insights into the data while also ensuring its credibility 

through member verification. 

 

3.7. Research ethics 

The researcher obtained ethical clearance from the University of Namibia’s Decentralised 

Ethics Committee before conducting the research (Appendix 1). Permission to conduct 

the research was similarly issued by postgraduate research support services (Appendix 2). 

Additionally, a written consent form, which explains what the study is about, and the 

issues of confidentiality was issued to participants to ensure voluntary participation 

(Appendix 3). Confidentiality and anonymity of participants was achieved by using 

pseudo names. No participants were forced to partake in the study, and they were granted 

the right to withdraw from the interview at any time without facing any detrimental 

consequences. 

 

The researcher is trained and obtained a double major Honours degree in Sociology and 

Industrial Psychology, thus they were able to monitor the participants' emotional reactions 

by taking breaks in between or discontinue the interview to minimize stress, and 

performance anxiety, since it is a sensitive issue.  According to Wilson and Neville (2009), 

research participants from populations identified as vulnerable should feel that their voice 

is heard, that they are respected, and that the research process feels safe. The researcher 
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ensured this by being transparent and respectful towards the participants as well as giving 

participants space when they needed it and stopping the interview at any given point, when 

they felt like they could not continue. The information will not be used for any other 

purpose but solely for the proposed study. Upon the completion of the research study, the 

data will be safely stored on the researcher’s email, in an encrypt storage for three years, 

and then destroyed.  
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CHAPTER 4 

4. FINDINGS AND DISCUSSIONS 

4.1 Introduction 

The focus of this thesis is the challenges experienced by workers who were retrenched 

due to COVID-19 and the different experiences they went through. Relevant and extensive 

literature regarding challenges emanating from COVID-19 related job losses were 

examined and served as a background for the current study. The previous chapter 

highlighted the methodology that was used. In this chapter, the findings of the study were 

presented based on the final major themes identified as categories with supporting 

literature, and the results will be discussed.  

 

4.2 Demographic information of the participants 

The demographic data of the participants interviewed was gathered during the data 

collection process. This data included their sex, age, and highest qualifications obtained. 

The sample for the study consisted of males and females, between 18 and 60 years of age. 

This is because both males and females were retrenched due to COVID-19, and the 

participants were in the age category of 18-60 years, because that is the legal age for 

employment.  

 

4.2.1 Sex  

Sex composition is an important component of the demographic information in this study, 

which was achieved by a purposeful sampling process. The sex of participants comprised 
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of nine (9) females and eleven (11) were male. The sex of the participants in this study 

was determined by the sampling method. This method ensures that the selection process 

is in line with the study objectives, allowing for an in-depth investigation of gender-

specific viewpoints and insights. This study aims to completely analyse and explain the 

distinctive contributions of both female and male participants to the research area by 

including gender as a significant demographic variable. 

 

4.2.2 Age 

According to the demographic data, the age range of the participants was between 18 and 

60 years. The demographic information indicates that the majority of the participants fell 

within the 30-39 age groups.  

 

4.2.3 Education 

The educational backgrounds of the participants can be categorized as follows: two (2) 

participants have obtained diplomas or higher qualifications, three (3) of the participants 

possess certificates in various fields, ten (10) participants have completed their Grade 12 

(Matric) qualification, and the remaining five (5) participants completed Grade 10 level.  

 

4.3 Presentation and discussion of findings  

A qualitative approach was used in the research study to investigate the phenomenon 

under study. Data was collected through semi-structured interviews were held with 

questions derived from the semi-structured interview schedules for both participants and 

key informant. Thematic analysis was used to meticulously scrutinize the gathered data, 
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revealing main themes and sub-themes to structure the results. To gain a deeper 

understanding, the themes were discussed in combination with existing literature relevant 

to the topic. This helped the researcher to easily interpret the findings in a more 

comprehensive way. To substantiate these themes, direct quotations from the participants 

have been incorporated into the findings. This approach allowed for a more 

comprehensive interpretation of the findings and emphasized the connection between the 

emerged themes and earlier research findings. A total of four (4) themes emerged from 

the study findings as a result of thematic analysis (Table 4.1).  

Table 4. 3 Presentation of themes and sub-themes 

Themes Sub-themes 

1. Workers experience 1.1 Fear/ anxiety 

1.2 Vulnerability 

1.3 Eye opener 

2. Challenges 2.1 Employment related challenges 

2.2 Financial Challenges 

2.3 Social challenges 

2.4 Psychological and health 

challenges 

2.5 Political and legal challenges 

3. Changes in livelihood 3.1 Expenditure reduction 

3.2 Seek for affordable 

accommodation 

3.3 Urban-rural migration 
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4. Adaptation mechanisms 4.1 Start business 

4.2 Seek for employment in other 

sectors 
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4.3.1 Workers experiences with COVID-19 

In the aftermath of the mass layoffs triggered by the COVID-19 pandemic, it became 

evident that workers' experiences during this period were marked by considerable 

diversity. Despite the variations in their circumstances, a common thread woven through 

their narratives was the pervasive struggle and immense challenges they faced while 

attempting to navigate through the pandemic-induced upheaval. The description provided 

by one participant, who likened their experience to a "hurricane," encapsulates the 

magnitude of the disruption and chaos they encountered. This vivid metaphor underscores 

the overwhelming nature of the crisis and the impact it had on individuals' lives. Moreover, 

multiple participants emphasized the severity of their experiences, using words like 

"tough" to convey the harsh realities they endured. The psychological toll of sudden job 

loss, coupled with the uncertainty of the future, inflicted significant emotional distress on 

these workers. They grappled with feelings of anxiety, vulnerability, and a loss of control 

over their professional trajectories. 

 

For some participants the experience they had with COVID-19 was not only hard, but it 

was also an eye opener. Additionally, the findings revealed how many were too 

comfortable before the pandemic, some took life for granted and some did not take their 

finances seriously. All of these changed because of the pandemic as some people started 

appreciating life more, and implemented several changes to their lives. Including an 

improvement in saving habits which led to the opening of saving accounts and prudent 

spending habits. Other mechanisms included the application of creativity and innovation 

in creating unique businesses as a means of earning an income and pass the time.  One 
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participant stated that he started a barbershop at home in order to make a living. Below 

are some of the responses from the participants when asked how they would describe their 

experiences with COVID-19. The participants narrated their experiences as flows,  

“It was very hard and tough. Just the feeling of being home every day instead of being at 

work, and the inability to afford things like groceries. It was something a person would 

not want to experience again.” (Participant 5) 

 “It was tough, really tough. Whether it was directly involved with me and my family’s 

health or the economic disadvantages that we suffered from it.” (Participant 12) 

“I would say it was an eye-opener. You know, I was too much in my comfort zone, and 

with COVID-19 coming in, it is where I got to realize a lot of things that I have taken for 

granted.”  (Participant 15) 

 “It was quite an experience. It’s something I have never experienced in my life, and at the 

same time never want to experience. It was bad.” (Participant 18) 

Although the experiences varied amongst participants, the study findings do indicate that 

the majority of the experiences can be described as being of a negative nature. Due to 

sudden job loss many faced the subsequent financial strain, leading to increased stress and 

anxiety. Some had difficulty finding new employment due to the economic downturn and 

limited job opportunities in their industry. Others had to learn new skills to remain 

employable. The study also revealed that retrenched workers experienced feelings of 

uncertainty, loss, and a sense of identity crisis. 

The COVID-19 pandemic has triggered existential reflections and reshaped participants' 

relationships with their everyday lives, which can be best explained using Bourdieu's 

theory of practice. Bourdieu's theory comprised of three (3) key elements of habitus, field, 
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and capital. Bourdieu's demonstrated that dispositions and behaviours of individuals are 

acquired through their interactions with society, which shape the choices that they make. 

This essentially means that the choices made by the participants differed during 

employment and subsequently changed as they lost their jobs or sense of identity during 

the COVID-19 pandemic. Hence changes in spending and saving behaviours. However, 

the workers being retrenched placed them back on the labour market, where they are 

competing with other unemployed persons. The findings seeming demonstrated that the 

participants engaged in several activities that would be able to provide them with much 

needed economic and social resources (Keating, 2010). The theory of practice further 

illustrates how employment serves the role of providing an income but also the formation 

of habit and socialization which allows humans to thrive (Keating, 2010).  

 

Participants also discussed health concerns, economic setbacks, transformative nature of 

crisis, and the permanence of indelible moments that shape one's existence. These 

narratives highlight the transformative nature of crisis and the importance of 

understanding the interconnectedness of personal well-being and socio-economic 

dimensions. The challenges that workers experienced due to retrenchments, reflect how 

dominating economic systems may impose constraints and hardships on individuals in 

their daily lives, limiting their agency and contributing to the battle against oppressive 

establishments. Additionally, Workers typically faced a disappointing reality in the 

aftermath of COVID-19-induced retrenchments in the hospitality industry. Job loss can 

rob individuals of their identity, leaving them financially insecure, socially isolated, and 

reliant on others. They may face exploitative working circumstances while battling 
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restricted re-employment prospects, illustrating how prevailing economic forces may 

severely reduce their agency and well-being in their daily lives.  

 

In summary, the experiences of hotel workers following COVID-19-induced 

retrenchments were predominantly negative, characterized by immense difficulty, 

hardship, and emotional distress. These narratives underscore the profound impact of the 

pandemic on individuals' lives, emphasizing the necessity of providing appropriate 

assistance and resources to aid in their recovery. 

4.3.2 Challenges experienced by workers due to COVID-19 

 COVID-19 pandemic has been proven to be very destructive. It has deteriorated the 

hospitality and tourism sector around the globe (Gauterm, 2021). In addition, the 

pandemic has caused havoc in the economy thus causing social and financial disruptions 

(Gauterm, 2021). The research study conducted revealed a multitude of difficulties 

encountered by the retrenched workers due to the COVID-19 pandemic. While these 

challenges differed among individuals, several common issues were identified. 

Additionally, the impacts of the pandemic were not restricted to work-related obstacles 

but also affected their personal lives. 

 

4.3.2.1 Employment challenges 

The COVID-19 pandemic came with many challenges. Retrenchment is one of many 

serious employment challenges faced globally during the COVID-19 pandemic (Ke et al., 

2022). The tourism sector was one of the hardest-hit sectors and as a result many people 

lost their jobs. The findings of the study state that initially the shifts of the employees were 
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adjusted from working full time to one day in and one day off, which eventually resulted 

into retrenchment.  This is in line with a study by Schott et al. (2021) which reported that 

the COVID-19 pandemic measures had a lasting impact not only on job loss and 

unemployment, but also on the working hours and earnings of workers. In addition, a 

study by Guek et al. (2022) also revealed that during the pandemic businesses of all sizes, 

and in all sectors have make use of a variety of approaches to survive through the 

subsequent economic crisis which include downsizing their workforce. Retrenchment was 

the common response approach used to reduce costs, to alleviate declining performance, 

reduce complexity by focusing on existing activities, and ultimately restore profitability. 

All participants indicated that they got retrenched in 2020, without any notice period or 

any severance package. This is an indication that the COVID-19 crisis has surfaced very 

inhumane realities, where business owners have been confronted with the terribly hard 

decision of retrenching workers that had become very close after many years of 

employment or keeping them in the payroll at a potentially high, and often unsustainable 

financial cost. This was supported by Participant 2 who narrated that,  

“I did not anticipate this; I had plans on how to spend my salary for the next three (3) 

months which include throwing a party for my last born. Waking up to such news has 

disappointed me very much.”  

The pandemic, and subsequent containment measures have decimated international travel 

and tourism activity around the world. The study revealed that as the government enforces 

ways of reducing and controlling the spread of coronavirus, lockdown measures were put 

in place, as a result, boarders were closed thus prohibiting foreigners’ entry into the 

country as no one was allowed to travel in or out of the country. The regulations have also 
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limited domestic travel and shut down hotels and restaurants for a period of time. For a 

sector and businesses that are dependent on attracting visitors and tourists, the economic 

impact has been catastrophic. 

 

Safari Court Hotel depended primarily on the influx of international tourists, the clientele 

dropped, and this had an impact on the hotel revenues due to a decrease in hotel room 

occupancy rate. According to Gauterm (2021) there is a significant influence of hotel 

occupancy rate on hotel employees meaning the lower the level of hotel occupancy rates 

the less the number of workers to be employed. As a result, with the sudden stop in 

foreigner arrivals the hotel had to let go of some workers because there was no work and 

on the other hand, they could not afford to pay people. This was the position of Participant 

5, “We didn’t have guests, so there was no work to do, besides cleaning.”  

Participant 8 added: 

“Since the outbreak of COVID-19 the government ensured movement restrictions and 

border closures. As a result, our hotel was deprived of both domestic and foreign clientele 

and this has turn had a significant effect on the number of visitors we book in.” 

 In addition, restrictions such as social distancing resulted in closure of conference 

facilities at the hotel because such facilities considered to create crowds which aggravating 

the spread of the virus according to the health protocols. To support these findings, 

Ministry Environment Trade and Forestry (METF) (2020) reported that!during the second 

and third quarters of 2020, statistics showed a year-on-year drop of over 80% in hotel, and 

other short-stay occupancy rates and, a reduction in international tourist arrivals given the 

restrictions imposed. According to the METF (2020), an estimated 97% of the tourism 
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businesses in Namibia reported either a moderate or significant decline in the number of 

visitors since the advent of COVID-19. As a result, a considerable 25% of businesses that 

surveyed reported their occupancy rate at 0% while around 70% of the businesses 

evaluated their occupancy rate below 20%.   

The study revealed that following their retrenchment, the participants identified diverse 

outcomes for workers in terms of securing subsequent employment. While some workers 

were fortunate enough to find new job opportunities relatively quickly, others experienced 

prolonged struggles before eventually obtaining employment, and unfortunately, some 

participants remained unemployed to date. The research findings align with the study 

conducted by Sun et al. (2022) and Husin et al (2021), who both described the challenges 

that retrenched workers faced in their efforts to secure new employment opportunities as 

a result of the prolonged implementation of COVID-19 measures. This is because in the 

labour market, other job seekers with similar skills and work experience flood the market, 

and businesses are not at the stage of recruiting new workers but rather attempting to 

reduce operating, recruiting, and training costs. 

One participant expressed their fortunate circumstance of securing a job within a month 

after being retrenched.  

Conversely, Participant 10, highlighted the immense difficulty she encountered during her 

job search, to the extent that she eventually relinquished her efforts. These contrasting 

experiences exemplify the wide range of outcomes individuals encountered during their 

endeavours to find new employment following the loss of their previous jobs due to 

retrenchment. This concurs with a study by Giuntoli et al. (2015) that emphasized that the 
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unsuccessful search of employment and the lack of control over the employment search 

often leads to feelings of despair and frustration. 

 

On the other hand, Barros and Moreira (2015) emphasized that being jobless is 

unbearable, describing that it feels like a failure, resulting in frustration, financial issues, 

and low social standards, among other things. According to Demir, Dalgic, and Ergen 

(2021), the reduced demand for hospitality services and ongoing travel restrictions made 

it difficult for people in hospitality to find new employment opportunities. The study 

revealed that many retrenched workers found it hard to get gain other employment 

opportunities in different industries because they had dedicated their careers to the 

hospitality industry and possessed specialized skills and knowledge specific to hotel 

operations. Transitioning to other industries may require reskilling or retraining, which 

could be time-consuming and challenging, particularly during a pandemic when access to 

resources and training opportunities might be limited. In concurrence, a study by Husin et 

al. (2021) revealed that there is negative impact on the periodic amount on the number of 

days between getting laid off and finding new employment and even if such workers are 

to get a different line of work, they were more likely to earn lower- than-average wages.  

 

4.3.2.2 Financial challenges 

Labour earnings were by far the most important source of household income prior to the 

pandemic therefore job loss is one of the worst financial shocks employees faced, making 

it extremely difficult to make ends meet. The spread of COVID-19 around the world led 

to workplaces closure. Consequently, millions of workers lost part or all of their incomes. 
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Those who were still working had to accept shorter hours and/or wage cuts in different 

industries such as airlines, retail and accommodation, food services, or the textile and 

garment sectors, which are highly feminized sectors (Mohamed, 2021) 

 According to Social Policy Institute (2020), households that experienced a COVID-19-

related job or income loss are three times more likely to experience economic hardship 

comparing to those that did not experience a loss. The findings of the research study 

indicated that workers who were retrenched encountered significant financial difficulties. 

Retrenched workers faced immediate financial hardships as they lost their primary source 

of income. The sudden loss of employment made it challenging for them to cover their 

daily expenses, bills, and financial obligations. This situation was exacerbated by the 

economic uncertainties and limited job opportunities in the tourism industry. According 

to Participant 3,  

 “I am struggling financially, and it is visible all over me. I was retrenched without any 

notice and I am finding it difficult to deal with this income loss.”  

The participant indicated the difficulties she incurred staying financially afloat in the 

absence of alternative sources of income or opportunities to supplement her savings to 

cover living expenses. To support these findings, Ogbechie (2015) revealed in her study 

that after retrenchment, workers struggle to meet even essential household necessities, 

leading to the gradual depletion of their existing savings. Some participants stated how 

they were not able to afford essentials like cosmetics, some on the other hand could not 

provide for their families any longer. This was supported by Participant 11, who 

mentioned “COVID-19 has made difficult for me to afford food and pay rent for my family. 

I was evicted due to retrenchment.” 
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Some participants further revealed that they had to take loans to pay loans, in order to feed 

their families. This was confirmed by some participants’ family members, who were also 

interviewed. Participant 16 explained, “it hurt to see my brother blame himself for his 

unemployment, because he would constantly take loans to feed us, as well as take loans 

to repay loans, it was just so sad.” 

 

 Additionally, due to unemployment, many workers were trapped in debt. The study 

findings found that retrenched workers were forced to take out informal loans or borrow 

money at various places in order to make ends meet. However, the retrenched workers 

remained hopeful that they will obtain gainful employment. The hopeful attitude was, 

however, short-lived as many did not manage to get jobs as soon as anticipated. To support 

these findings, Ogbechie's (2015) study unveiled that retrenched workers who remain 

unemployed encounter a surge in indebtedness and heightened financial distress. On the 

contrary, a study by Husin et al. (2021) indicated that retrenched workers admitted that 

they had yet to make payments on their mortgage or car loans. However, they chose not 

to borrow money out of fear of not being able to repay. Different participants experienced 

different financial challenges differently. Participants with major savings did not incur 

severe financial difficulties in comparison to those with little to no savings. Similarly, 

those who managed to get another job after retrenchment, did not suffer financial 

challenges as those who were still actively looking for work. However, with another job 

found such workers, and their families may have to alter to their standard of living if the 

new job includes lower pay and fewer benefits. 
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A participant revealed that, financial wise, being unemployed is draining. The findings 

indicated that workers had to cut back on spending in order to meet the needs of the 

temporary period of unemployment. This came in the form of reductions in immediate 

consumption, termination of insurance contracts, and selling or holding assets. According 

to the study findings, the retrenched workers, particularly those with children, experienced 

significant disruptions in their family's future prospects as various study policies for their 

children had to be discontinued or temporarily suspended. This situation placed their 

children's educational advancement at risk. Additionally, some of the workers had taken 

out life insurance policies and funeral cover to ensure the financial security of themselves 

and their loved ones. However, the loss of their jobs compelled them to cancel or defer 

these essential policies, leaving their families exposed to unforeseen financial burdens in 

the event of an unfortunate incident. According to Participant 9,  

“I have cancelled all my insurance policies because I cannot afford to allow their monthly 

contribution to be deducted from a little, I have saved otherwise I will end up not having 

money to spend on immediate needs.”  

 Furthermore, a subset of the retrenched workers had obtained vehicles through credit 

arrangements with banks. Unfortunately, because of their job loss, the banks were forced 

to repossess these vehicles, further exacerbating the financial setbacks experienced by 

these individuals. These findings underscore the wide-ranging economic implications that 

retrenchments have on individuals' ability to maintain critical insurance coverage, study 

policies for their children, and personal assets. The following were the supporting 

sentiments:  
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“Our car was repossessed because we (me and my husband) both got retrenched and our 

savings together is unable to pay it off. This is sad.” (Participant 6) 

 “I was repaying a home loan. I don’t know how to continue but I do not want loose this 

property because my kids will become homeless.” (Participant 13) 

According to the study, the retrenched workers faced severe financial constraints resulting 

from their job losses. Therefore, some individuals were compelled to abandon their 

investments and resort to selling personal belongings in order to obtain necessary funds. 

This unfortunate situation highlights the detrimental impact of retrenchments on 

individuals' financial stability, forcing them to make difficult decisions that negatively 

affect their personal assets and long-term financial plans. This is in line with the findings 

of Cheng and Beresford (2012), who reported that the hardship caused by retrenchment in 

China's textile metropolis has led some laid-off workers into different illicit activities in 

order to preserve household finances and pay for quickly growing tuition fees and medical 

bills. The financial constraints faced by retrenched workers, leading them to sell personal 

belongings and engage in illicit activities, exemplify the adverse consequences of job 

losses on individuals' lives.  

“I had a lot of kitchen utensils because I was planning to establish a catering company. 

When I got retrenched, I sold all of them since I realized that my dream is shattered, and 

I have no guarantee if I will get another job for me to execute my plan.” (Participant 3). 

This study highlighted the distressing nature of job loss, as it is often not a voluntary 

choice and can lead to financial instability and uncertainty. The inability to afford 

necessities, such as food and groceries, is a practical difficulty faced by those affected. 

The emotional toll of involuntary job loss cannot be understated. The hotel's decision to 
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retrench its employees was a response to the financial constraints imposed by the COVID-

19 pandemic, which forced difficult decisions in the hospitality industry. Companies 

worldwide were forced to take similar steps, reflecting the harsh economic realities of the 

pandemic. While the retrenchment was distressing for workers, it may have been a 

necessary response given the dire financial circumstances faced by the hotel and other 

businesses during this period. 

 

4.3.2.3 Psychological and health challenges 

Retrenchment can be de-motivating and very disappointing therefore dealing with 

retrenchment can cause a great deal of physical and mental stress. According to Parker et 

al. (2016) unemployment has devastating effects on one’s well-being. Losing one's job 

can have significant emotional and psychological effects. The research study found that 

retrenched workers often experienced feelings of shock, anxiety, stress, and a loss of 

identity tied to their previous roles. The uncertainty surrounding future employment and 

financial stability further added to the emotional toll. This is in line with Ogbechie (2015), 

who alluded that the termination of workers' employment exacerbated various 

psychosocial issues, including diminished self-esteem, heightened irritability, gastric 

ulcers, depressive symptoms, hypertension, cardiovascular ailments, financial 

deterioration, and an inclination towards engaging in unlawful activities. 

This study further found that many workers were emotionally and mentally drained during 

the pandemic, and it came as a result of the challenges experienced because of COVID-

19. According to some key informants, some workers were so stressed that they locked 

themselves up in their rooms for days and refused to eat, as narrated:  
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“Retrenchment has brought me shame, depression and frustration. I spend a lot of time in 

my room not knowing of any solution to this problem.” (Participant 4) 

 “I did not like to be asked about my employment status because it always brought the 

worst feeling in me.” (Participant 2) 

The study findings further alluded to the use of alcohol as a coping mechanism against the 

stress associated with being retrenched. The aforementioned results align with research 

conducted by Zhou et al. (2019) which revealed that unemployment is linked to numerous 

negative physical and psychological consequences such as increased alcohol 

consumption, depression, and heart disease. It further leads to a low self-esteem, an 

increase in the prevalence of mental health issues and a general low psychological well-

being. Including a negative relationship when it comes to life satisfaction and happiness. 

Additionally, the study findings indicated that the negative emotions of retrenchment and 

unemployment also extends to the close friends and relatives. The study reported that close 

friends and family felt helpless, as they had no means to improve the emotional, mental 

and psychological wellbeing of the retrenched employee. In addition, the retrenched 

workers also expressed fear of the unknown, which took a negative toll on their mental 

wellbeing. According to Participant 1, “When I heard that we will be sent home 

(retrenched) I panicked when I thought of job uncertainty and the future in general.” 

The study findings align with research carried out by the International Labour 

Organisation (ILO) (2021), which demonstrated that employees have experienced 

significant emotional strain and encountered numerous challenges to their mental health 

and overall well-being during the COVID-19 pandemic.  
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According to the findings, the participants all dealt with mental issues differently. The 

type of personality a person has also played a role in dealing with mental breakdowns. 

Participant 1, who is an introvert alluded that they used that alone time to reflect and re-

evaluate their life during the difficult times, as well as use exercise as an escape 

mechanism. Similar to Participant 6 who narrated that,  

“I wasn’t in a good space mentally, but I took that time to reflect and readjust my life. It 

was not easy to accept but to all uncertainty presented by the pandemic one has 

anticipated losing their jobs.” 

This study further found that by the time of data collection, most participants were in a 

good space mentally. They have accepted the situation, took it one day at a time, and 

moved on with life. Several of the participants had already found new employment, 

although many were still struggling to make ends meet. Although several of the retrenched 

workers had accepted their reality, they still held resentment over the little accordance 

they received from the hotel. Including not being provided with a notice or even a 

severance package. According to the participants 

“I have no choice but to accept the situation however the company knew better and 

supposed to give an early notice, so we search for alternative ways of earning an income.” 

(Participant 15) 

 “If the company could have provided us with a severance package, I could have opened 

a tuck-shop at home in order to make a little income.” (Participant 9)  

In addition to encountering emotional hardships, the individuals who were laid off from 

their jobs also faced detrimental health consequences as a result of the COVID-19 

pandemic. The study revealed that health wise, all the participants were negatively 
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affected. The participants described how they were worried about contracting the virus. 

As a result, a vast majority had severed contact with family members who were frontline 

workers and those with chronic health issues who were at higher risk of infected with 

COVID-19.  Furthermore, those that weren’t directly affected, were indirectly affected, 

for example those who had their children or spouses tested positive for COVID-19, putting 

their own health at risk. One participant narrated how they contracted COVID-19 three 

times. While another participant described how their entire household contracted COVID-

19, except for them. The findings also state that many participants lost people due to 

COVID-19, which caused emotional breakdown, which was further exacerbated by the 

inability to attend their funerals due to the imposed travelling and gatherings prohibitions. 

Hence, the individuals expressed being overwhelmed by negative implications caused and 

associated with the pandemic.   

 

The study further revealed that there was a significant decline in access to adequate 

healthcare services, as the loss of employment led to the inability to sustain medical aid 

coverage. Consequently, these individuals and their children encountered substantial 

challenges in affording health services that met established standards. The absence of 

comprehensive medical coverage not only hindered their ability to seek timely and 

appropriate medical attention but also exacerbated their vulnerability to various health 

issues. Similarly, Ogbechie (2015), indicated that the healthcare expenses and medical 

bills incurred by retrenched workers who were unemployed have experienced a notable 

increase. Due to their limited financial means, these individuals resorted to cost-effective 

alternatives such as traditional therapies, herbal remedies, and alternative medicine in 
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order to manage their health issues. The ramifications of this financial strain extended 

beyond the immediate health concerns of the affected individuals, permeating their family 

dynamics and intensifying the health challenges faced by their children. This was 

supported by Participant 19 who highlighted that “I could not afford immune boosters 

because I lost my medical aid benefit when I got retrenched.” 

 

The findings of this study under this subtheme are in line with the views of the Latent 

deprivation Model. According to Jahoda (1982) the Latent deprivation model illustrates 

that employment is the core provider of five sub-constructs of experience, namely time 

structure, social contact, collective purpose, status, and activity. These experiences 

strongly link to individual mental health. This study has revealed how lack of benefits of 

work associated with unemployment, leads to job insecurity, mental and psychological 

distress. In addition, the psychological health issues experienced by the retrenched 

workers can be better explained by this model as it illustrated that being employed assists 

in the accomplishment of essential human needs such as the ability of afford important 

resources for continued survival, the opportunity to experience self-determination and, the 

ability to access social support, and make real-world connections. In relation to this study, 

retrenched hotel workers experienced psychological distress, anxiety, depression and 

psychosomatic symptoms, low self-esteem and lack of confidence following the loss of 

employment. All these issues resulted from the loss of manifest functions (i.e financial 

income) and latent functions (i.e social status). In addition, employment provided them 

with a purpose, personal identity and self-worth and on a contrary; it is evident that 

unemployment brought about a feeling of helplessness, worthlessness and isolation. 
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4.3.2.4 Social challenges  

Job loss can lead to social isolation as individuals may experience a decrease in social 

interactions and a sense of disconnection. The workplace often serves as a social network, 

providing social connections, a sense of belonging, and opportunities for socializing 

(Peterson, 1967). Losing this social support system can lead to feelings of loneliness and 

isolation. The research study revealed that because of experiencing retrenchments, a 

significant number of retrenched workers exhibited signs of social disconnection, leading 

to feelings of loneliness. This essentially means that the loss of employment and 

associated changes in social circumstances can contribute to the development of loneliness 

among affected individuals. Additionally, the study found that in the process many lost 

friends, and not only did they lose friends, but some relationships were also broken, in 

such a way that some families fell apart. The participants stated, 

“I was the only one who lost my job due to Covid-19 amongst my friends, and I must say, 

there was a change of scenery, and behaviour.” (Participant 3) 

 “In the beginning it was just so hard. A lot was going on, I could not even socialize or 

keep in touch with my friends and relatives. All I wanted was to be alone.” (Participant 4)  

Another participant in the research study described facing the challenge of losing friends 

because of their personal transformation following retrenchment. The process of re-

evaluating their goals and aspirations led to a significant disconnect from their social 

circle, including friends and loved ones. Furthermore, in the study, it was found that 

certain participants expressed a desire to disconnect from their friends and loved ones as 

a means of coping with the challenges they faced after experiencing unemployment. These 



 

93 

 

 

individuals felt the need to create distance in their relationships, possibly to shield 

themselves from negative emotions or to protect their self-esteem. Furthermore, the 

research findings revealed that some participants experienced insecurities arising from 

their unemployment status, which contributed to their decision to disconnect from their 

loved ones. The study findings are consistent with the study findings of Ogbechie (2015), 

which revealed that the financial hardships resulting from job displacement result in a 

decline in confidence, self-esteem, and credibility. This highlighted the psychological 

impact of job loss, as individuals may perceive their unemployment as a source of 

vulnerability or feel a sense of shame that affects their interactions with close 

relationships. 

 

Furthermore, the findings of this study demonstrated that the stress and uncertainty 

stemming from the loss of employment had a profound impact on personal relationships. 

The ramifications of financial difficulties, disruptions in daily routines, and emotional 

distress manifested in heightened tension, conflicts, and strained interactions with family 

members, friends, or partners. Consequently, these strained relationships engendered 

feelings of isolation and distress among individuals affected by the pandemic-induced job 

loss. The interconnected nature of these challenges highlights the complex interplay 

between personal and social dimensions, underscoring the need for comprehensive 

support systems to address the multifaceted consequences of the COVID-19 pandemic on 

individuals' well-being. 
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The study’s findings revealed that a significant number of households experienced 

disruptions in their harmony and tranquillity as a result of retrenchments. Consequently, 

individuals within these households resorted to alcohol consumption as a coping 

mechanism, while others went to the extent of physically leaving their homes. This 

suggests that the adverse effects of job loss extends beyond the individual level and 

permeated into the dynamics of households, leading to increased tension, and distress. 

Including the use of maladaptive coping behaviours including excessive alcohol 

consumption and seeking alternative living arrangements. These findings that emanated 

from the study underscored the profound impact of retrenchments on the overall well-

being and stability of households, highlighting the need for comprehensive support 

systems to address the multifaceted challenges arising from unemployment. 

 

COVID-19 came with many fears, of which the ability to go out and socializing was one 

of them. As a result, many had anxiety when it came to socializing. This research study 

found that several individuals who used to socialize before the pandemic, experienced 

anxiety when it comes socializing after the pandemic ended. This was attributed to the 

effects of the pandemic and the financial challenges that they were going through due to 

job losses. Due to retrenchments, many workers had to re-evaluate their finances. This 

research study revealed that many workers had to reassess their financial situations due to 

widespread layoffs, leading them to curtail their participation in social activities. 

According to Participant 3, “I have developed low self-esteem now I avoid socializing and 

attending events.”  
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On the other hand, the study participants pointed out that the lockdown, curfew, and social 

distance measures introduced to curb the spread of COVID-19 has also resulted in 

reduction in social activities. The study revealed that even if people were not working, 

they had limited time to socialize because they had to abide to curfew hours in order to 

comply with the regulations. Events such weddings and funerals were only permitted to 

be attended by a limited number of people mostly close family members. In addition, the 

participant indicated that they felt disconnected from the real world as there have been 

restrictions on movement, and the country was divided in zones, and they could not travel 

out of their zone to attend their family events in other regions as they were confined to the 

Khomas region even if they were no longer going to work. The study further revealed that 

they resorted to online communication, and social media platforms to virtually attend 

events in the case that they were being live streamed. However, despite embracing the 

internet and its avenues, it failed to cater for the need for physical connection. In addition, 

using internet-based communication was not always feasible as most their relatives 

resided in rural areas with little to no internet or mobile phone network coverage.   

 

4.3.2.5 Political and legal challenges 

The research findings revealed that workers faced significant political and legal 

impediments during the process. The study participants expressed their dissatisfaction 

with the inadequate amount of time provided for them to prepare, as they felt that the 

notice period of approximately one month was insufficient. According to Participant 8 “I 

personally feel like we were not given enough time to prepare ourselves.” Additionally, 
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this study discovered that employees did not receive any form of severance package; 

instead, they only received their regular monthly salary.  

 

A vast majority of the study participants perceived this lack of compensation as unjust, 

considering the circumstances, and believed that they should have been entitled to some 

form of package. The study findings found variability in severance pay provision among 

retrenched workers, with some participants reporting receiving packages while others 

reported not receiving a severance package at all.  This uncertainty raised questions about 

the consistency of compensation practices and the lack of compliance with national labour 

laws and regulations. Further investigation and clarification may be needed to determine 

the accuracy and comprehensiveness of the severance pay distribution within the study 

population. This in clear contravention of the Labour Act of 2007 (No.11 of 2007) under 

Section 35, which clearly states that all retrenched employees who were employed for a 

period longer than 12 months are entitled to a severance package. The act further states 

that the amount of the severance package must be equal to one week remuneration for 

each year of continuous service with the employer. In addition, the same act stipulates 

upon termination the employer has a responsibility to remunerate the employee all unused 

annual leave days and due transport allowance.  

 

The study findings further indicated that the retrenchment of employees was based on 

political influences and favouritism rather than individual performance. The study 

participants expressed their lack of knowledge regarding the selection criteria used to 

determine which workers would be retained and which ones would be let go. According 
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to section 34 of the Labour Act of 2007 (No.11 of 2007), in the event that an employer 

deems it necessary to terminate the employment contracts of employees on the basis of 

reducing the workforce due to unfavourable economic conditions. The employer must 

notify the Labour Commissioner and the representative trade union within four (4) weeks. 

Upon which, employees must be accorded a four (4) week notice of their intention to 

terminate the employment contract of the employees. In addition, before resorting to 

retrenchment, acting in good faith the employer ought to engage in negotiations with the 

trade union to deliberate amongst other, alternatives; criteria of selecting employees to be 

retrenched; the conditions upon which the dismissal will occur and the mechanisms 

required to reduce the negative effects that dismissal will have on the employees.  

 

The labour laws were enacted with the main aim of safeguarding the rights of all workers 

in Namibia, while ensuring that retrenchments are carried out fairly and for valid reasons. 

However, the retrenchments that occurred during the COVID-19 pandemic were clearly 

not conducted as per the regulating laws.  According to the study findings, most of the 

participants saw the retrenchments as being particularly unjust because they were not 

given enough time to prepare for the layoffs. Furthermore, several participants believed 

that labour rules did not effectively safeguard their interests. It is notable that in 

circumstances where a company's financial issues are directly connected to external events 

like the COVID-19 outbreak, labour unions and the labour act may be limited in their 

ability to prevent layoffs. Due to the extraordinary circumstances posed by the pandemic, 

employees' and unions' options may be constrained in such cases. 
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Namibia has made significant progress in improving workers' conditions and rights since 

the colonial era. Labour laws and regulations have strengthened legal protection, covering 

minimum wages, working hours, and safety standards. Labour unions have given workers 

a voice for better working conditions and fair wages. Access to education and vocational 

training has expanded, enhancing employability. Namibia's economic growth has created 

employment opportunities in various sectors. However, income inequality remains a 

significant concern, with informal employment prevalent. Addressing income inequality, 

expanding access to formal employment, and improving working conditions are crucial 

steps to ensure equal benefits for all workers in Namibia. This further speaks to the legal 

impediments of Social Security Act of 1994 (No. 34 of 1994), which must be reformed to 

include clauses pertaining to an unemployment insurance fund, which will act as a buffer 

against poverty by providing retrenched individuals with a source of income until they 

acquire other work (Olivier et al., 2015).  

 

4.4 Changes in livelihoods due to job losses 

The study by Mohamed et al. (2018) revealed that workers had to rationalize spending to 

meet the needs of the interim period of unemployment. This came in the form of 

reductions in immediate consumption, termination of insurance contracts, not to mention 

selling or holding assets. Even when they secure alternative employment, employees and 

their families may have to accept lower living standards if the new job includes reduced 

wages and benefits. 
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According to this research study, the repercussions of retrenchments were found to 

necessitate substantial adjustments across various domains of individuals' lives. These 

adjustments encompassed not only social and family spheres but also entailed significant 

modifications in lifestyle. 

 

4.4.1 Expenditure reduction 

Loss of income during COVID-19 has left many families struggling to meet their basic 

needs such as housing, utilities, food, and medical care (Karpman et al., 2020). In order 

to cope with the financial constraints imposed by job losses, individuals were compelled 

to adopt strategies aimed at reducing expenditures. This was mostly implementation of 

cost-cutting measures. This shift towards cost-cutting demonstrates the practical choices 

individuals had to make to adapt to their new livelihoods. This study highlighted how 

retrenchments had a wide-ranging impact, leading individuals to re-evaluate their 

priorities and make intentional changes in their lifestyles to navigate the financial 

challenges they faced. Similarly, Ogbechie (2015) pointed out that retrenched workers 

often faced financial difficulties in their pursuit to maintain their previous lifestyles after 

being dismissed from their jobs. They had to cut costs in all ways possible in order to 

survive. The participants revealed that they had to reduce food expenses, however they 

had indicated that making such a decision has been difficult because the pandemic has 

presented food insecurity, and people were being encouraged to stock up food in order to 

limit movements to the grocery stores. To achieve food security during such difficult 

times, some participants indicated that they have been relying on food transfers from 

families in rural areas. According to Participant 9, “My family at the northern part of the 
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country came to my rescue by sending us traditional food because cutting spending on 

food could have exposed my kids to hunger.”  In addition, the participants indicated that 

they have also reduced spending on education. As the schools closed due to COVID-19, 

learners were required to attend online classes however some parents decided stop paying 

for internet connectivity and diverted the money to essential needs. Participant 13 

narrated, “I do not enjoy seeing my kids missing out on their school activities, but I have 

no choices I have no money.”  

 

Furthermore, some participants pointed out that they had to reduce on the amount of water 

they use in the household as a result the amount use to be spent on water also went down. 

For those that reside in informal settlement and were using cards to purchase water, they 

had indicated that the amount they usually recharged to use per month has now been 

stretched to accommodate for two months. This further resulted in the reduction in the 

number of laundry done. This further translated in skipping taking baths. On the other 

hand, phone bills were not spared from the cut. All participants indicated that when they 

were in employment, they would register Aweh every week. Aweh is a voice and data 

bundle package offered by the Mobile Telecommunications Company (MTC) (MTC, 

2024). However, after retrenchment they could only afford to top up airtime to call in case 

of emergency or alternatively use text messages as a way of communicating. Participant 

9 elaborated, “I do not know how it feels to make long calls anymore. My calls are now 

about stating the main point.” 
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The study also revealed that participants also reduced electricity expenses. Majority of the 

participants mentioned that they started to use firewood as a means of cooking and used 

electricity only for light. According to Participant 15,  

“Since we reside in the informal settlement my kids go out every day to collect firewood 

in the riverbed and we supplement them with charcoal. This is much cheaper comparing 

to purchasing electricity.” 

Furthermore, the research findings revealed that a considerable number of workers were 

compelled to adjust their standard of living as a direct result of the loss of employment.  

Female participants narrated that the cost-cutting measures were even extended to 

personal aspects such as toiletries and self-indulgence practices. Notably, a participant 

specifically cited that they curtailed indulgences like manicures and pedicures as a means 

of adapting to the challenging circumstances. This exemplifies the necessity for 

individuals to make difficult choices and forego luxury treatments in order to 

accommodate the financial limitations imposed by job losses. The findings highlight the 

far-reaching impact of employment disruptions on individuals' ability to sustain their 

desired lifestyle and engage in self-care practices. The study further revealed that even if 

there was reduction on expenditures, the participants still utilized their savings for 

purchases, and some have increased debts due to lack of salaries. 

 

4.4.2 Seek for affordable housing 

Following the retrenchments due to COVID-19, a considerable number of participants 

encountered financial difficulties, which made it unfeasible for them to continue affording 

their current rental expenses. Consequently, they were compelled to explore alternative 
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housing arrangements that would better align with their constrained budgets. This 

situation led to diverse strategies, with some individuals opting to relocate to more 

affordable dwellings, while others chose to return to the familiar comforts of their parental 

homes. Additionally, a notable portion of the affected participants sought temporary 

refuge by moving in with close relatives or friends, seeking a support network during these 

challenging times.  

The experiences of the participants were described below,  

 “Times were very tough, that I could not even afford rent, so I moved in with my cousin.” 

(Participant 13) 

“I was renting a two-bedroom flat in Khomasdal, but because of finances, I had to settle 

for a one-bedroom backyard flat in Katutura because it is cheaper.” (Participant 2) 

The repercussions of the retrenchments were undeniably felt in the housing choices of 

these participants, as they navigated through the strain of their changed financial 

circumstances. Additionally, Participant 4 explained, “I decided to give up my private flat 

and instead rent a place to stay with a friend in order to split living expenses.” Based on 

the study's findings, a significant number of participants were forced to reduce their rental 

expenses. Approximately half of the respondents chose to relocate to more affordable 

housing options in order to achieve cost savings. This involved some individuals moving 

in with relatives, while others opted to reside in rural areas where rental fees were not a 

requirement.  
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4.4.3 Urban-rural migration 

Notably, a few participants specifically mentioned escaping the high costs associated with 

urban living as their primary motive for moving to the rural areas. Although the specific 

reasons for migration varied, the common underlying motivation across all cases was the 

imperative to cut costs, as rural areas generally offer a less expensive standard of living 

compared to urban settings. According to Participant 3, “Things were so bad, that I 

decided to pack my bags and go to the village. The fact that money was just going out and 

nothing was coming in, really made it hard for me.”  

Considering the prevailing trend of rural-to-urban migration driven by prospects of better 

opportunities, the COVID-19 pandemic and subsequent retrenchments instigated a 

notable reversal in migration patterns. As workers faced job losses and financial hardships 

in urban areas, many sought cost-cutting measures, prompting a substantial shift towards 

rural areas. This migration was driven by the workers' pursuit of more affordable living 

conditions and a potential retreat to familiar social support networks. Consequently, the 

pandemic-induced retrenchments acted as a catalyst for altering migration dynamics, with 

urban-to-rural migration becoming a prominent response to the changing economic 

landscape. 

This research study found that some participants could not afford to cater to their 

children’s needs due to unemployment and as a result, they sent their children to the 

grandparents at the villages. With these results, it is an indication that livelihood of the 

retrenched workers changed, however changes differ from worker to worker.  During the 

COVID-19 pandemic, the shift towards online education in schools presented challenges 

for retrenched workers, who predominantly belonged to low-income brackets. The 
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financial constraints they faced rendered them unable to afford internet connectivity for 

their children to participate in online classes, consequently leading to missed lessons. 

Moreover, the study highlighted that some individuals relocated with their children to 

rural areas, where access to reliable internet connection was limited or non-existent. As a 

result, these children experienced further disruptions in their education as they were 

unable to attend certain classes.  

In conclusion, as much as workers were negatively affected by the retrenchments, and 

their livelihoods were damagingly affected, very few workers were optimistic about the 

situation, hence they took it as an opportunity to reassess their work-life balance. 

Additionally, it allowed them to spend more time with family, pursue personal interests, 

or engage in activities they previously had limited time for. Some of the participants 

disclosed how staying at home helped them make financial adjustments and adapt to new 

routines.  

 

4.5 Adaptation mechanism 

Due to retrenchments, workers found themselves forced to seek avenues for adaptation. 

This adjustment process proved to be a challenging endeavour, with varying degrees of 

success and differing rates of acceptance among the participants. While some swiftly 

embraced and implemented adaptive measures, others struggled, requiring more time to 

navigate through the changes imposed upon them. Additionally, some of the participants 

remains resistant to acknowledging the reality of the circumstances, lingering in a state of 

denial. As observed, the paths to adaptation have been diverse, yielding both fruitful 

outcomes and instances of less successful adaptation among the affected workers.  
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4.5.1 Start business 

According to the study, several participants indicated that they chose to start small 

businesses after losing their jobs due to the COVID-19 pandemic. These projects covered 

a wide range of businesses, demonstrating the adaptability and versatility of the impacted 

labour. However, a considerable proportion of these newly founded small businesses 

encountered major challenges and, in many cases, proved to be short-lived. According to 

Participant 10, “I moved to village with an intention to start farming however, I failed due 

to lack of knowledge and resources.” One of the primary reasons for the failure of these 

businesses was the impact of lockdown measures, which severely restricted their 

operations. The mandated closures, reduced foot traffic, and supply chain disruptions 

posed significant obstacles to the sustained growth and profitability of these enterprises. 

Consequently, a considerable number of participants were compelled to cease their 

entrepreneurial endeavours prematurely. 

A lack of entrepreneurial expertise and experience was also highlighted as a key 

contributing factor to business failures in the study. Many individuals entered 

entrepreneurship out of need, without appropriate preparation or awareness of basic 

business practices. This lack of experience resulted in poor decision-making, financial 

mismanagement, and an inability to react to changing market conditions, ultimately 

leading to the failure of their businesses. According to Participant 2 who recounted their 

post-retrenchment journey, 

 “I went back to my village with the modest savings I had managed to accumulate. I 

decided to establish a small tuck shop at my residence to secure a livelihood. I have skills 
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in hairstyling, so I also ventured into offering barber services as an additional income 

stream. However, the imposition of lockdown measures pushed me to close down both the 

barbershop and tuck shop, as the prohibition of gatherings and non-essential business 

operations severely impacted my ability to sustain these ventures.” 

 

4.5.2 Seek for employment in other sectors 

This research study further revealed that, in response to the challenges posed by 

retrenchments, some of the displaced workers sought new employment opportunities in 

different sectors. However, the outcomes varied significantly among the participants, with 

only a minority securing jobs successfully. The majority encountered considerable 

difficulties in their job search, particularly those individuals whose skill sets were 

primarily confined to the hotel industry. One participant narrated how they managed to 

acquire a job in a completely unrelated sector, which they attributed to their administrative 

background. The relatively swift reemployment was attributed to the transferability of 

administrative skills across industries, mitigating her struggle to a considerable extent. 

However, this is a stark difference from the experiences of Participant 9, with more than 

10 years’ experience in the tourism and hospitality industry. Due to her limited experience, 

they remained unemployed for an extended period as a result of a lack of employment 

opportunities in the industry. The dilemma of Participant 9 was aggravated by the tourism 

industry's severe impact from the COVID-19 pandemic, which lowered demand for 

workers and made it difficult for her to locate alternative career options. 

Participant 1 narrated,  
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“Unemployment has always been high in Namibia, and because of the pandemic it even 

became worse. This was my first job, so I only had experience in hospitality, which then 

made it very difficult for me to get a stable job after retrenchment.” 

Overall, the study sheds light on the differing employment outcomes among retrenched 

workers, with some successfully adapting by securing jobs in diverse sectors, while others 

faced considerable obstacles, especially those whose skills were closely tied to a heavily 

impacted industry like tourism. These findings emphasize the importance of equipping 

workers with versatile skills and offering support during times of economic upheaval to 

facilitate smoother transitions to new employment prospects. 

 

4.6 Summary 

This chapter presented and discussed the findings on workers experiences and the 

challenges they encountered as a result of job losses due to COVID-19, in Safari Court 

Hotel, Windhoek. The demographic information of the participants was presented in the 

first section of this chapter, followed by the main findings supported by relevant literature. 

The research study revealed that retrenched workers experienced significant hardship 

across various domains, including employment, finances, psychological well-being, and 

physical health. Moreover, the impacts of retrenchment necessitated substantial 

adjustments to their livelihoods and lifestyles. The succeeding chapter provides a 

comprehensive summary and offers recommendations based on the findings and analysis 

conducted in this study. 
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This study explores the challenges faced by individuals in the hotel industry during 

COVID-19-driven retrenchments, offering insights across various theoretical 

perspectives. Marxist perspectives highlight the exacerbation of class divisions during 

crises, highlighting the exploitative nature of capitalist frameworks. The expansion of the 

reserve labour pool further erodes workers' collective bargaining power. Naomi Klein's 

theories highlight the intersection of disaster capitalism and pandemic-induced layoffs, 

revealing how economic elites exploit disruptions for their own interests. Sociology of 

Industry and Work highlights structural frailties within the hotel sector, highlighting a lack 

of labour safeguards and employment stability. This prompts the need for fortified labour 

unions and rigorous regulatory mechanisms to protect workers from systemic 

vulnerabilities. Overall, these multi-faceted perspectives highlight the socioeconomic 

inequities highlighted by the pandemic and call for reforms to ensure the equitable 

treatment and welfare of the workforce. 

The resurgence of the pandemic raises questions about the treatment of workers in the 

hospitality industry, particularly in terms of job security, wages, and healthcare access. 

Marxist analysis would examine whether class divisions and power dynamics in the 

industry exacerbated these inequalities. It would also examine worker agency and 

representation in decision-making processes, highlighting the need for workers to have a 

voice in shaping their employment conditions. 

 

Furthermore, Naomi Klein's ideas on the potential return of the pandemic raise questions 

about whether governments or corporations exploited the crisis for disaster capitalism. 

This involves examining whether policies prioritized corporate interests over workers' 
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rights and well-being. The concept of the "shock doctrine" suggests that emergencies often 

lead to policies that would face opposition under normal circumstances. Analysing from 

Klein's perspective, it's essential to assess whether workers' rights and protections were 

further eroded during the crisis. This comprehensive analysis considers workers' well-

being, socio-economic, and political dynamics that may impact their experiences. The 

findings of this study seemed to agree with the position of Marxist theory, in the notion 

that the pandemic did create the perfect conditions for businesses to protect and maintain 

their profits over the wellbeing of the workers. In addition, the findings supported the 

element of the theory that government policies at times favour the capitalists over their 

own people.  

 

This study highlights the devastating impact of the COVID-19 pandemic on hotel workers 

via the lens of diverse theoretical frameworks, including Marxist viewpoints, Naomi 

Klein's ideas, and Sociology of Industry and Work. The research emphasises the 

aggravation of class differences, exploitation within capitalism frameworks, and 

economic elites' potential exploitation of crises. Furthermore, it focuses light on structural 

flaws within the industry, emphasising the importance of stronger labour unions and 

powerful regulatory procedures. These findings correspond with broader discussions 

about the future of work, where issues of job security, worker rights, and equal treatment 

are prominent. As the pandemic continues to raise concerns about the treatment of workers 

in the hospitality industry, the ramifications necessitate a re-evaluation of labour rules and 

practises in order to safeguard the well-being and rights of the workforce in a shifting 

work landscape. 
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CHAPTER 5 

5. CONCLUSION AND RECOMMENDATIONS 

5.1 Introduction 

The previous chapter explored the analysis of data derived from the data analysis, which 

were categorized into themes and subthemes, as previously outlined.  This chapter is 

devoted to presenting the conclusions drawn from the results and offering 

recommendations for future research and potential policy development.  

 

The research study had 3 primary objectives: 

• To understand how employees experienced the COVID-19 challenges; 

• To analyse ways in which employees have adapted to the hardships emanating 

from COVID-19; 

• To investigate how employees’ livelihoods changed due to salary cuts/ 

retrenchments. 

 

5.2 Conclusions 

In light of the identified themes in the study, the following conclusions have been drawn. 

Due to the findings, the study concludes that COVID-19 negatively impacted the world, 

and not only economically, but also health wise. As the spread of the coronavirus was 

increasing, countries put down lockdown measures as a way of reducing and containing 

the virus. Due to this the hotel industry suffered a great loss, and as a result many workers 

from the tourism sector were retrenched. The participants were able to share their 

experiences on the challenges they encountered due to COVID-19 related retrenchments. 
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The study found that participants have been faced with challenges that involve, financial, 

psychological and wellbeing, social, legal and political challenges, as well as employment 

challenges. Furthermore, due to retrenchments, many struggled to gain meaningful 

employment, and that resulted into financial challenges, these then led to participants 

cutting on costs, from housing, to basic needs such as food and cosmetics.  

 

In conclusion, this study explored the experiences of retrenched workers from Safari Court 

Hotel who faced challenges resulting from COVID-19-related retrenchment. The findings 

revealed that the retrenchment process was overwhelmingly described as negative, with 

participants facing tough and unprecedented circumstances. Financial hardships, job 

hunting struggles, psychological and health issues, social challenges, and mental well-

being concerns were prominent themes in their accounts. The retrenched workers 

encountered significant financial difficulties due to the sudden loss of income, leading to 

economic uncertainty. Job hunting became a pressing concern, requiring them to navigate 

a highly competitive job market. The emotional toll of the retrenchment was evident, with 

feelings of anxiety, depression, and helplessness prevalent among the participants. 

 

Social problems had a significant influence in the retrenched workers' experiences, 

reaching beyond their job environment. Many individuals mentioned feeling disconnected 

from their social lives outside of work owing to budgetary restrictions. Because they 

couldn't afford the same activities and experiences as previously, they felt excluded from 
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their friends' social groups. As a result, they felt isolated and had a drop-in self-esteem, 

which aggravated the overall impact of the retrenchment and exacerbated their troubles. 

 

Despite the adversity faced, a few of the participants described the retrenchment as an 

eye-opening experience, indicating opportunities for personal growth amidst the 

difficulties. This study underscores the importance of implementing supportive measures 

and resources for retrenched workers to mitigate the long-term effects of such challenges. 

Policymakers, business leaders, and stakeholders in the hospitality industry should draw 

lessons from these experiences to develop more robust safety nets and policies that 

promote resilience among the workforces. 

 

Moving forward, collective efforts are necessary to create a more equitable and resilient 

future, where workers are better equipped to cope with unforeseen challenges like those 

posed by the COVID-19 pandemic. By acknowledging the resilience exhibited by these 

individuals, we gain insights into the potential for growth and renewal in the face of 

adversity. 

 

Considering the challenges faced due to COVID-19 retrenchments, this study explored 

how workers adapted to the overwhelming circumstances they encountered. The findings 

indicated that the workers used a variety of coping mechanisms to deal with the 

difficulties, focusing mostly on cost-cutting measures, accepting the circumstance, and 

adopting lifestyle changes. 

 



 

113 

 

 

Cost-cutting was a common adaptation technique seen among retrenched personnel. 

Participants acknowledged the need of conserving their limited financial resources and 

hence reduced spending on non-essential things such as cosmetics and non-essential food 

items. Furthermore, many workers altered their living arrangements in search of more 

economical living choices. This included looking for cheaper rent and possibly migrating 

to a village where the cost of living is lower than in the city.  By adopting these cost-

cutting measures, the workers were able to alleviate some of the financial burdens and 

adapt to the new economic realities. 

 

Lifestyle adjustments were also evident in the participants' adaptation process. Facing 

reduced financial means, some workers made significant changes in their day-to-day lives. 

They learned to better manage their resources, prioritize necessary spending, and adjust 

their expectations and goals to match their present financial condition. Despite the 

uncertainties brought on by the retrenchment, these lifestyle changes allowed them to 

preserve a sense of security and control over their lives. While the study shows diverse 

adaption tactics, it is important to emphasize that the workers' experiences were not 

uniform, and everyone dealt with the challenges differently based on their unique 

circumstances and support systems. Several of the participants had indicated that they 

utilized a number of tactics to effectively deal with the associated issues. 

 

Due to retrenchments, workers livelihoods changed. The study revealed a significant 

lifestyle degradation experienced by retrenched workers, which resulted in an inability to 

afford some essentials and a departure from the comforts of their previous existence. One 
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of the most noticeable effects on the employees' lifestyles was their inability to maintain 

the same level of living they had before the layoffs. The loss of a regular income created 

a dramatic difference, as many workers found themselves unable to afford some 

necessities and luxuries, they had previously taken for granted. The inability to enjoy life's 

soft comforts created significant problems and adjustments to their everyday lives. 

 

Migration to rural areas, where the expense of living was comparably cheaper, was a 

notable response to changes in livelihoods. As a deliberate response to the economic 

slump, some workers decided to migrate to villages.  This change enabled them to cut 

their living expenditures and explore alternate means of sustaining their families. During 

these difficult times, sending children to schools in the village and adopting a simpler 

lifestyle became a feasible choice for several laid-off workers. Amid the challenges, 

several people sought to generate new possibilities by launching small businesses. 

However, the ensuing lockdown measures enacted in reaction to the pandemic forced the 

closure of these ventures, aggravating their economic uncertainty. 

 

The study also highlighted the implications for workers access to healthcare. Some 

participants' and their families' medical aids were cancelled as a result of 

the retrenchments. As a result, they were forced to rely on public hospitals for treatment, 

providing extra financial and health-related challenges during an already difficult time. 
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5.3 Recommendations 

The outbreak of the COVID 19 pandemic has brought forth difficulties, for individuals 

working in the tourism industry. This has resulted in the recognition of a range of 

problems, including limitations, employment hardships, social barriers, mental and 

physical health burdens and substantial disruptions to livelihoods. Moreover, the first-

hand experiences of workers impacted by job losses have shed light on the enormity of 

these challenges. As a result, this study comes with various recommendations. 

 

• During lockdowns, the Government should prioritize clear communication with 

public about lockdown measures, providing accurate information about virus, 

preventive measures, and rationale, building trust and ensuring compliance. 

• Government should consider allowing tourism-related accommodations to 

function while adhering to COVID-19 regulations, easing travel restrictions and 

allowing tourism enterprises to thrive during lockdown. 

• Policymakers should develop crisis management plans and contingency strategies 

for Namibia's tourism sector, addressing challenges like coordinated responses, 

communication, and financial support.  

• Businesses in the tourism sector should establish transparent communication 

channels between employers and employees, engage in dialogue with employee 

representatives, and gather input from the workforce. 

• The research study suggests the implementation of financial education programs 

for workers within their workplaces. These programs would focus on imparting 

essential knowledge and skills related to financial management. Particularly, the 
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significance of establishing emergency funds to mitigate the impact of unforeseen 

circumstances is emphasized. Such initiatives can play a crucial role in enhancing 

employees' financial well-being and resilience. 

• Ministry of environment and Tourism Namibia should encourage robust financial 

planning and risk management, including emergency funds, business interruption 

insurance, and scenario analysis, to better prepare for and respond to future 

pandemics. 

• The study recommends a collaboration between tourism businesses, government, 

industry associations, and trade unions to develop strategies and contingency plans 

for managing workforce challenges during pandemics. Share resources, expertise, 

and best practices to support job retention.  

• Prioritise adaptive skills development programmes for hospitality workers in the 

aftermath of COVID-19's impact on the hotel sector and equip them not just with 

industry-specific talents, but also with transferable skills that will help them meet 

the changing demands of the future labour market. 

 

5.3.1 Recommendations for future pandemics 

In preparations for future pandemics, the study recommends the following: 

 

• The Government should offer financial and social support to affected individuals 

and businesses during lockdowns, such as income assistance, grants, subsidies, 

and loan deferrals. They should also prioritize mental health support services, such 
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as counselling, helplines, and online platforms, to ensure basic needs are met and 

emotional well-being during challenging times. 

• Ministry of Health and Social Services (MHSS) should invest in strengthened 

healthcare infrastructure to handle patient surges, secure equipment, and ensure 

efficient distribution. During pandemics, they should increase hospital beds, 

ventilators, and medical staff, and build strategic stockpiles of essential supplies 

like PPE to mitigate shortages. 

• MHSS should introduce public health education campaigns should increase 

awareness about pandemics, focusing on preventive measures like hand hygiene 

and vaccination. Accurate information should be disseminated through channels 

to combat misinformation and promote adherence to guidelines. 

• Governments should promote collaboration with international organizations, 

neighbouring countries, and experts to exchange best practices, lessons learned, 

and scientific knowledge for informed decisions and effective pandemic response. 

• The Namibian government should enhance the Sovereign Fund's accessibility and 

transparency, providing clear guidelines and mechanisms for financial support, 

particularly during pandemics, to enhance its effectiveness in providing relief. 

• The WHO Pandemic Treaty should prioritize global equity in access to medical 

resources, fostering collaboration among nations to ensure equitable distribution, 

enhancing preparedness for future pandemics, minimizing vulnerable populations' 

impact, and promoting global health security. 
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5.3.2 Recommendations for Legislative and Policy Reform 

To enhance resilience and sustainability within the tourism sector during future crises, the 

study recommends the following legislative and policy reforms: 

• The Government of Namibia should amend labor laws to strengthen job security 

measures, requiring businesses to implement structured retrenchment policies, 

severance packages, and social security benefits for affected workers during crises. 

• Policymakers should revise the Social Security Act of 1994 to expand coverage, 

ensuring that all workers, including those in the tourism sector, have access to 

unemployment benefits, financial relief, and emergency assistance. 

• The Government of Namibia should establish a legal mandate requiring tourism 

businesses to develop and implement crisis preparedness plans, including financial 

contingency strategies, employee support programs, and pandemic-specific 

operational guidelines. 

• Policymakers and the Government should introduce industry-specific financial 

relief policies that provide targeted support, such as tax breaks, grants, and low-

interest loans, to help tourism establishments remain operational and prevent mass 

layoffs during economic downturns. 

 

5.3.3 Recommendations for future research 

This research primarily focused on a modest quantity of retrenched workers from Safari 

Court Hotel and key informants; therefore, there is a need to expand the number of 

participants and other tourism establishments in order to conduct a deeper analysis on the 

challenges faced by retrenched workers as a result of COVID-19. This will contribute 
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valuable insights to the existing body of literature and enhance our understanding of the 

subject. Additionally, forthcoming research will equip policymakers with a more 

comprehensive understanding of the matter at hand. 

 

5.4 Summary 

This final chapter of the thesis culminates the study with its concluding findings and 

recommendations. The way forward was provided in the form of recommendations based 

on the results of the study.  Overall, the challenges faced by workers in the tourism sector 

during the COVID-19 pandemic have been diverse and significant. The recovery and 

reconstruction of the industry will necessitate assistance, training options and the 

implementation of policies to tackle these challenges and guarantee the welfare and 

livelihoods of tourism employees. Finally, the study is likely to add to the scant literature 

on the challenges faced by workers in Namibia's tourist industries as a result of COVID-

19 retrenchments. 

 

 

  



 

120 

 

 

REFERENCES 

Ahmady, G. A., Mehrpour, M., & Nikooravesh, A. (2016). Organizational structure. 

Procedia-Social and Behavioral Sciences, 230, 455-462. 

Ahmed, A. I., Kakkar, G., & Sharma, K. D. (2016). A review on effects and challenges of 

staff retrenchment on organizational performance of commercial banks. International 

journal for Innovative Research in Multidisciplinary Field, 2(10), 12-19.  

Ahmed, N., Marriott, A., Dabi, N., Lowthers, M., Lawson, M., & Mugehera, L. 

(2022). Inequality kills: The unparalleled action needed to combat unprecedented 

inequality in the wake of COVID-19. Oxfam. 

Allan, B. A., & Blustein, D. L. (2022). Precarious work and workplace dignity during 

COVID-19: A longitudinal study. Journal of Vocational Behavior, 136, 103739. 

Aleksynska, M., & Muller, A. (2015). Nothing More Permanent Than Temporary?: 

Understanding Fixed-term Contracts. ILO. 

Aneesh, A. (2002). Technologically coded authority: The post-industrial decline in 

bureaucratic hierarchies. 7th International Summer Academy on Technology Studies, 

Deutschlandsberg, Austria, 27-31. 

Anker, R., Chernyshev, I., Egger, P., & Mehran, F. (2003). Measuring decent work with 

statistical indicators. Int'l Lab. Rev., 142, 147.  

Antipova A. (2021). Analysis of the COVID-19 impacts on employment and 

unemployment across the multi-dimensional social disadvantaged areas. Social sciences 

& humanities open, 4(1), 100224. https://doi.org/10.1016/j.ssaho.2021.100224 



 

121 

 

 

Australia. Vol. II.  http://www.eolss.net/sample-chapters/c04/e6-99a-20.pdf  Westcott, M. 

(Ed.). (2019). Introduction to Tourism and Hospitality in B.C. Victoria, B.C.: BCcampus. 

Retrieved from https://opentextbc.ca/introtourism/ 

Baporikar, N. (2016). Strategic Approach to Tourism Development in Namibia. 

International Journal of Sustainable Economies Management, 5(3), 1-12.   

Bark, T. (2009). The shock doctrine: The rise of disaster capitalism. Capital & Class, (98), 

172. 

Bartik, A., W., Bertrand, M., Cullen, Z., B., Glaeser, E., L., Luca, M., & Stanton, C., T. 

(2020). How are small businesses adjusting to COVID-19? Early evidence from a survey. 

National Bureau of Economic Research No. 2020-42. Available at: 

https://bfi.uchicago.edu/wp-content/uploads/BFI_WP_202042.pdf (Accessed: 16 

November 2020).  

Basu, K., Fields, G. S., & Debgupta, S. (2009). Labour retrenchment laws and their effect 

on wages and employment: A theoretical investigation. In New and enduring themes in 

development economics (pp. 181-205).  

Beech, D. (2019). Art and postcapitalism: aesthetic labour, automation and value 

production. London: Pluto Press. https://philpapers.org/rec/BEEAAP-2   

Bell, D. (2018). The coming of post-industrial society. In Social Stratification (pp. 1066-

1077). Routledge. 

Beno, M. (2019). The four major factors impacting on the future of work. In New 

Knowledge in Information Systems and Technologies: Volume 1 (pp. 12-24). Springer 

International Publishing. 



 

122 

 

 

Blustein, D. L. (2019). The importance of work in an age of uncertainty: The eroding work 

experience in America.  Oxford University Press, NY. 

Blustein, D. L., Olle, C., Connors-Kellgren, A., & Diamonti, A. J. (2016). Decent work: 

A psychological perspective. Frontiers in Psychology, 7, 407. 

Brandt, E., (2020, June 17). Retrenched Hilton workers received full severance pay-GM. 

New Era Live. p.3. 

Britwum, A. O., Second, I. T. U. C., & Kisumu, K. (2012). LABOUR IN AFRICAN 

HISTORY Trends and organisational forms. Second ITUC-Africa, New Year School, 

Kisumu, Kenya.  

Buckle, C. (2021). Research during the COVID-19 pandemic: Ethics, gender and 

precarious work. International Journal of Housing Policy, 21(3), 433–450.  

Butcher, J. (2021). Covid-19, tourism and the advocacy of degrowth. Tourism Recreation 

Research, 1-10. 

Carbonero, F., Ernst, E., & Weber, E. (2020). Robots worldwide: The impact of 

automation on employment and trade. ZBW - Leibniz Information Centre for Economics, 

Kiel, Hamburg. https://www.econstor.eu/handle/10419/224602  

 

Chang, J. H., & Huynh, P. (2016). ASEAN in transformation the future of jobs at risk of 

automation (No. 994906463402676). International Labour Organization. 

Cheng, Z., & Beresford, M. (2012). Layoffs in China's city of textiles: adaptation to 

change. Journal of Contemporary Asia, 42(2), 155-181. 

Chinedu, O. R. (2010). The effects of retrenchment on the morale of workers: a study of 

Enugu State Civil Services. European Scientific Journal, 14(13), 1857-7881. 



 

123 

 

 

Chirikure, S. (2020). Archaeology shows how ancient African societies managed 

pandemics. The Conversation, 14. 

Clarke, S. (1994). Marx’s theory of crisis. St. Martin’s Press, New York. 

Cook, J., Threadgold, S., Farrugia, D., & Coffey, J. (2021). Youth, precarious work and 

the pandemic. Young, 29(4), 331-348. 

Copeland, B. R. (1991). Tourism, welfare and de-industrialization in a small open 

economy. Economica, 515-529. 

Coronavirus disease (COVID-19): Situation Report 71. (2020, March 31). World Health 

Organisation. https://www.who.int/docs/default-source/coronaviruse/situation-

reports/20200331-sitrep-71-covid-19.pdf?sfvrsn=4360e92b_8 

Cutterham, T. (2020). Class, state, and revolution in the history of American capitalism. 

Journal of Historical Sociology, 33(1), 26-38. 

De Certeau, M., & Mayol, P. (1998). The Practice of Everyday Life: Living and Cooking. 

Volume 2 (Vol. 2). U of Minnesota Press. 

De Klerk, E., (2018). NAPWU declares NIMT retrenchments illegal. 

https://neweralive.na/posts/napwu-declares-nimt-retrenchments-illegal  

Deepa, V., Baber, H., Shukla, B., Sujatha, R., & Khan, D. (2023). Does lack of social 

interaction act as a barrier to effectiveness in work from home? COVID-19 and 

gender. Journal of Organizational Effectiveness: People and Performance, 10(1), 94-111. 

Deligiannis, N (2022). Mental health challenges at work during COVID-19. Retrieved 

from: Mental health challenges at work during COVID-19 (hays.com.au) .  



 

124 

 

 

Demir, M., Demir, S. S., Dalgic, A., & Ergen, F. D. (2021). Impact of COVID-19 

pandemic on the tourism industry: An evaluation from the hotel managers' 

perspective. Journal of Tourism Theory and Research, 7(1), 44-57. 

Donaldson, L., (n.d). Historical Developments And Theoretical Approaches In Sociology: 

Organisational Sociology. Australian School of Business, University of New South Wales. 

Erastus, N., & Amukeshe, L. (2020, April 14). Covid-19 wipes out positive economic 

signals. The Namibian. p.9. 

Eurostat. (2022). Unemployment rate varied across EU regions in 2021. 

https://ec.europa.eu/eurostat/web/products-eurostat-news/-/ddn-20220429-1 

Fletcher, R., Blanco-Romero, A., Blázquez-Salom, M., Cañada, E., Murray Mas, I., & 

Sekulova, F. (2021). Pathways to post-capitalist tourism. Tourism Geographies, 1-22. 

Fletcher, R., Murray Mas, I., Blanco-Romero, A., & Blázquez-Salom, M. (2019). Tourism 

and degrowth: an emerging agenda for research and praxis. Journal of Sustainable 

Tourism, 27(12), 1745-1763 

Fletcher, R., Murray, I., Blázquez-Salom, M., & Asunción, B. R. (2020). Tourism, 

degrowth, and the COVID-19 Crisis. Political Ecology Network, 24. 

Fletcher, R., Murray Mas, I., Blanco-Romero, A., & Blázquez-Salom, M. (2019). Tourism 

and degrowth: an emerging agenda for research and praxis. Journal of Sustainable 

Tourism, 27(12), 1745-1763. 

Follmer, E. H., Talbot, D. L., Kristof-Brown, A. L., Astrove, S. L., & Billsberry, J. (2018). 

Resolution, relief, and resignation: A qualitative study of responses to misfit at 

work. Academy of Management Journal, 61(2), 440-465. 

https://journals.aom.org/doi/full/10.5465/amj.2014.0566  



 

125 

 

 

Friedman, M. (2016). 61. Capitalism and Freedom. In Democracy (pp. 344-349). 

Columbia University Press. 

Fuller, J., & Kerr, W. (2022). The great resignation didn’t start with the 

pandemic. Harvard Business Review, 23. 

Gargallo, E., & Heita, J. (2022). COVID-19, conservation, and tourism in Namibia's 

conservancies: Socioeconomic and land-use impacts. In Conservation, Land Conflicts, 

and Sustainable Tourism in Southern Africa (pp. 150-164). Routledge. 

Gautam, P. (2021). The effects and challenges of COVID-19 in the hospitality and tourism 

sector in India. Journal of Tourism and Hospitality Education, 11, 43-63. 

Gentilini, U., Grosh, M., Rigolini, J., & Yemtsov, R. (Eds.). (2019). Exploring universal 

basic income: A guide to navigating concepts, evidence, and practices. World Bank 

Publications.  

Giuntoli, G., Hughes, S., Karban, K., & South, J. (2015). Towards a middle-range theory 

of mental health and well-being effects of employment transitions: Findings from a 

qualitative study on unemployment during the 2009–2010 economic 

recession. Health:, 19(4), 389-412. 

Haarmann, C. (Ed.). (2019). Basic Income Grant: Otjivero, Namibia-10 Years Later. 

Economic et Social Justice Trust.  

Haider, N., Osman, A. Y., Gadzekpo, A., Akipede, G. O., Asogun, D., Ansumana, R., & 

McCoy, D. (2020). Lockdown measures in response to COVID-19 in nine sub-Saharan 

African countries. BMJ Global health, 5(10), e003319. 

Hall, C. M., & Seyfi, S. (2020). COVID-19 pandemic, tourism and degrowth. In Degrowth 

and tourism (pp. 220-238). Routledge. 



 

126 

 

 

Harrington, D. M. (2010). "Book review: the shock doctrine by Naomi Klein 

(2007)." Inquiries Journal/Student Pulse, 2(07).  

Harvey, D. (2010). A companion to Marx’s Capital. Verso. 

Hashange, H. (2020, October 14). Heavy job losses and salary cuts… pandemic takes its 

toll on Hardap tourism. New Era Live. p.1. 

Healey, S. (2009). The shock doctrine: The rise of disaster capitalism. Canadian Journal 

of Development Studies/Revue Canadienne D’études Du Développement, 28(3-4), 613–

614.  

Hervie, D. M., Amoako-Atta, E., Hossain, M. B., Illés, C. B., & Dunay, A. (2022). Impact 

of COVID-19 pandemic on hotel employees in the greater Accra region of 

Ghana. Sustainability, 14(5), 2509. 

Hesse-Biber, S. N., & Leavy, P. (2011). The practice of qualitative research (2nd ed.). 

Sage. 

Higgins-Desbiolles, F., Carnicelli, S., Krolikowski, C., Wijesinghe, G., & Boluk, K. 

(2019). Degrowing tourism: Rethinking tourism. Journal of Sustainable Tourism, 27(12), 

1926–1944. https://doi.org/10.1080/09669582.2019.1601732. 

Higgins-Desbiolles, F., Carnicelli, S., Krolikowski, C., Wijesinghe, G., & Boluk, K. 

(2019). Degrowing tourism: Rethinking tourism. Journal of Sustainable Tourism, 27(12), 

1926–1944. https://doi.org/10.1080/09669582.2019.1601732 

Ho, B. Q., Otsuki, M., Kishita, Y., Kobayakawa, M., & Watanabe, K. (2022). Human 

augmentation technologies for employee well-being: A research and development 

agenda. International Journal of Environmental Research and Public Health, 19(3), 

1195. 



 

127 

 

 

Hobijn, B. (2022). “Great Resignations” Are Common During Fast Recoveries. FRBSF 

Economic Letter, 2022(08), 1-06.  

Houvèssou, G. M., Souza, T. P. D., & Silveira, M. F. D. (2021). Lockdown-type 

containment measures for COVID-19 prevention and control: A descriptive ecological 

study with data from South Africa, Germany, Brazil, Spain, United States, Italy and New 

Zealand, February-August 2020. Epidemiologia e Serviços de Saúde, 30. 

Hulke, C., Kalvelage, L., Kairu, J., Revilla Diez, J., & Rutina, L. (2022). Navigating 

through the storm: Conservancies as local institutions for regional resilience in Zambezi, 

Namibia. Cambridge Journal of Regions, Economy and Society, 15. 

Hussien, F. M., Sadek, H. S., & Elkadi, M. A. (2022). The Effect of Temporary 

Employment Contracts on Hotel Staff Performance. International Journal of Tourism, 

Archaeology and Hospitality, 2(2), 48-62. 

Husin, N. A., Kassim, A. A. M., & Rasli, S. (2021). Issues and challenges of employee 

retrenchment during COVID-19 in Malaysia. Hong Kong Journal of Social Sciences, 57, 

372-380. 

Husin, N. A., Ahmad, A., Ghazali, A. S. M., & Azim, Z. A. Z (2022). Impact of 

Retrenchment on Employees’ Well-being, Economy, and Social Exclusion during Covid-

19. Empirical Economics Letters, 21 (Special Issue 2) 

https://www.researchgate.net/publication/367655473_Impact_of_Retrenchment_on_Em

ployees%27_Well-being_Economy_and_Social_Exclusion_during_Covid-19  

ILO-OECD. (2020). The impact of the COVID-19 pandemic on jobs and incomes in G20 

economies. ILO-OECD paper prepared at the request of G20 Leaders. Saudi Arabia’s G20 

Presidency 2020.  



 

128 

 

 

International Labour Organization. (2013). The informal economy and decent work: A 

policy resource guide supporting transitions to formality. Geneva: International Labour 

Organization. https://www.voced.edu.au/content/ngv:55691  

International Labour Organisation (ILO), (2021). Leading business in times of Covid 

crisis Analysis of the activities of employer and business membership organizations in the 

COVID 19 pandemic and what comes next. Retrived from: 

https://www.ilo.org/wcmsp5/groups/public/---ed_dialogue/---

act_emp/documents/publication/wcms_766658.pdf   

International Labour Organisation (ILO), (2021). Safety and Health at Work in the face 

of the COVID-19 pandemic. Retrieved from: BackgroundNote.indd (ilo.org)  

International Labour Organization (ILO). (2020). ILO monitor: COVID-19 and the world 

of work. 6th ed. Updated estimates and analysis. Geneva, Switzerland: International 

Labour Organization; 2020. https://www. ilo.org/wcmsp5/groups/public/–-dgreports/–-

dcomm/docu ments/briefingnote/wcms_755910.pdf  

Ivanov, S. (2020). The impact of automation on tourism and hospitality jobs. Information 

Technology & Tourism, 22, 205-215. 

Jahoda, M. (1982). Employment and unemployment. Cambridge Books. 

Jauch, H. (2018). Namibia's Labour Movement: An Overview: History, Challenges and 

Achievements. Friedrich-Ebert-Stiftung.Meyer, M. W. (1987). The growth of public and 

private bureaucracies. Theory and Society, 215-235.  

Jauch, H., (2021). Chapter Twelve The ILO’s Future of Work Project in the Namibian 

Context. Perspectives on Namibia’s Social Protection 2017-2020, 165. 

https://library.fes.de/pdf-files/bueros/namibia/18939.pdf#page=190  



 

129 

 

 

Jilenga, M. T., & Seleman, S. A. (2022). Econometric analysis of the impact of economic 

growth and inflation on unemployment rate in Tanzania. International Journal of 

Economics and Management Sciences, 11, 4. 

Julius, E., Samuel, N., & Lukas Homateni, J. (2020). Estimating the Economic impact of 

COVID-19: A case study of Namibia. MPRA Paper No. 99641. Available at: 

https://mpra.ub.uni-muenchen.de/99641/1/MPRA_paper_99641.pdf (Accessed: 16 

November 2020). 

Kantamneni, N. (2020). The impact of the COVID-19 pandemic on marginalized 

populations in the United States: A research agenda. Journal of vocational behavior, 119, 

103439. 

Karpman, M., Zuckerman, S., Gonzalez, D., & Kenney, G. M. (2020). The COVID-19 

pandemic is straining families’ abilities to afford basic needs. Washington, DC: Urban 

Institute, 500. 

Ke, G. N., Grajfoner, D., Carter, S., DeLima, N., Khairudin, R., Lau, W. Y., ... & Lee, S. 

C. (2022). Psychological wellbeing and employability of retrenched workforce during 

COVID-19: A qualitative study exploring the mitigations for post pandemic recovery 

phase. Frontiers in Public Health, 10, 907797. 

Kearney, M. S., & Mogstad, M. (2019). Universal basic income (UBI) as a policy response 

to current challenges. Report, Aspen Institute, 1-19.  

Keating, M. (2010). Learning from retrenchment: local textile workers redefine 

themselves after global restructuring (Unpublished doctoral dissertation). RMIT 

University, Australia.  

 



 

130 

 

 

Klein, N. (2007). The Shock Doctrine: The rise of disaster capitalism. Macmillan. 

Kniffin, K. M., Narayanan, J., Anseel, F., Antonakis, J., Ashford, S. P., Bakker, A. B., ... 

& Vugt, M. V. (2021). COVID-19 and the workplace: Implications, issues, and insights 

for future research and action. American Psychologist, 76(1), 63. 

Kornbluh, A. (2020). Academe’s coronavirus shock doctrine. Academe, 2, 37. 

Kozicki, B., & Gornikiewicz, M. (2020). Unemployment rate in Poland and USA during 

COVID-19 pandemic: A case study. European Research Studies Journal, 23, 1.  

Krugman, P. (2007). Who was Milton Friedman? New York Review of Books, 54(2), 27. 

Kumar, R. (2011). Research methodology: a step-by-step guide for beginners (3rd ed.). 

Sage. 

Kurmann, A., Lale, E., & Ta, L. (2020).  The Impact of COVID-19 on U.S. employment 

and hours: Real time estimates with home base data [Unpublished manuscript]. LeBow 

College of Business, School of Economics, Drexel University.  

Labour Act of 2007 (No.11 of 2007) 

Lashitew, A. A., & Socrates, M. K. (2021). The effect of lockdown policies on 

international trade: Evidence from Kenya. Global working paper #148. 

https://papers.ssrn.com/sol3/papers.cfm?abstract_id=3833381  

Lazarus, A. (2021, September 03). Safari Hotels joins Accor, rebrand coming soon. The 

Namibian. p.13. 

Legal Assistance Centre (2021). http://www.lac.org.na/index.php/2021/10/15/vaccine-

mandates/#:~:text=The%20Namibian%20Government%20has%20indicated,to%20parti

cipate%20in%20certain%20activities.  



 

131 

 

 

Lendelvo, S. M., Pinto, M., & Sullivan, S. (2020). A perfect storm? The impact of 

COVID-19 on community-based conservation in Namibia. Namibian Journal of the 

Environment, 4, 1-15. 

Likuwa, K., & Shiweda, N. (2017). Okaholo: Contract labour system and lessons for post 

colonial Namibia. Mgbakoigba: Journal of African Studies, 6(2), 26-47. 

Lone, S. A., & Ahmad, A. (2020). COVID-19 pandemic – An African 

perspective. Emerging microbes & infections, 9(1), 1300-1308. 

Lorenz, L., Meijer, A., & Schuppan, T. (2021). The algocracy as a new ideal type for 

government organizations: Predictive policing in Berlin as an empirical case. Information 

Polity, 26(1), 71-86. 

Lucassen, J. (2014). The history of work and labour. TSEG-The Low Countries Journal 

of Social and Economic History, 11(2), 65-84. 

Marenga, R., & Amupanda, J. S. (2021). The Coronavirus and Social Justice in Namibia. 

Politikon, 48(2), 206–225. 

Maison, D., Jaworska, D., Adamczyk, D., & Affeltowicz, D. (2021). The challenges 

arising from the COVID-19 pandemic and the way people deal with them. A qualitative 

longitudinal study. PloS one, 16(10), e0258133.  

Malhotra, A. (2021). The Postpandemic Future of Work. Journal of Management, 47(5), 

1091–1102. https://doi.org/10.1177/01492063211000435 

Marenga, R., & Amupanda, J. S. (2021). The coronavirus and social justice in 

Namibia. Politikon, 48(2), 206-225. Marx, K. (1867). Capital. Acritique of political 

economy. Madison Park. 



 

132 

 

 

Marshall, C., & Rossman, G, B. ( 2011). Designing Qualitative Research(5th ed). SAGE 

Publications: Thousand Oak. 

Matanzima, J., & Nhiwatiwa, T. (2022). COVID-19, Politico-Economic Crises and the 

Precarity of Actors in the Tourism Industry in Kariba Resort Town, C 2000–2021. Journal 

of Asian and African Studies, 00219096221123736. 

Mathekga, J. (2021). Retail workers in the context of the Coronavirus (Covid-19) and 

lockdown regulations: An analysis of Shoprite workers in South Africa. African Journal 

of Employee Relations, 45(1). 

Matilla-Santander, N., Ahonen, E., Albin, M., Baron, S., Bolíbar, M., Bosmans, K., ... & 

All members of the PWR study consortium. (2021). COVID-19 and precarious 

employment: Consequences of the evolving crisis. International Journal of Health 

Services, 51(2), 226-228.  

Mattick, P. (2020). Economic crisis and crisis theory. Routledge. 

Mazarire, T. (2020). A brief account of Namibia's covid-19 regulations impact on 

economically vulnerable groups. Journal of Public Administration, 55(4). 

McKinsey& Company (2023). Future of work. Available at www.mckinsey.com, 

accessed 18 February 2023.  

Millington, A. K. (2017). How changes in technology and automation will affect the 

labour market in Africa. K4D Helpdesk Report. Brighton, UK: Institute of Development 

Studies. https://opendocs.ids.ac.uk/opendocs/handle/20.500.12413/13054  

Ministry of Health and Social Services (2020, April 05). Update of COVID-19 in Namibia 

(press release). Retrieved from: 



 

133 

 

 

http://www.mhss.gov.na/documents/119527/775870/Update+on+CoVid19+18+July+20

20%281%29.pdf/277cbd97-80ac-491d-acbe-5650c4cbf611. 

Ministry of Labour, Industrial Relations and Employment Creation (2021). First quarterly 

01ST APRIL- 30 JUNE 2020 FINANCIAL YEAR: 2020/2021 report. 

Mohamed, A. H. (2021). A literature review: The impact of Covid-19 pandemic on 

Somaliland economy. Open Journal of Social Sciences, 9(2), 54-64. 

Mobile Telecommunications Company. (2024). Aweh Products. Accessed 25 September 

2024, from https://www.mtc.com.na/prepaid/aweh.  

Nakale, A.  (2020, 16 March). Corona mayhem. New Era. p.1. 

Namandje, T. N., & Sheefeni, J. P. (2023). Embedding Behavioral Insights into COVID-

19 Policy: Responses that are Relevant for Namibia and Africa. Interdisciplinary Journal 

of Economics and Business Law, 12(1), 67-78.  

Namibian Employers' Federation and Others v President of Republic of Namibia and 

Others [2020] NAHCMD 248 (23 July 2020)  

Ndlovu, J., Nyakunu, E., & Heath, E. T. (2010). Strategies for developing domestic 

tourism: A survey of key stakeholders in Namibia. University of Pretoria. 

Ngatjieue, C. (2020, May 19). Covid-19 job cuts unavoidable. The Namibian. p.1.  

Ngatjiheue, C. (2020, May 11). Safari to Retrench 177 staff, cut salaries by 50%. The 

Namibian. p.1. 

Nyaruwata, S. & Mbasera,  M. (2021). A critique of contribution of tourism to jobs in 

Southern African Development Community (SADC): Implications for post COVID-19 

pandemic. International Tourism and Hospitality Journal 4(5): 1-18. 



 

134 

 

 

Ochurub, M., Jeremiah, A., & Kwizi, M.I. (2022). Impact of Retrenchment on Employee 

Productivity at Wordpress Namibia Limited. International Journal of Research and 

Innovation in Social Science, 6(7), 764-778. 

Ogbechie, R. (2015). An exploration into the socio-economic effects of retrenchment: 

Evidence from Nigeria. Journal of Economics and Sustainable development, 6(18), 224-

356. 

Olivier, M., Govindjee, A., Jehoma, S., & Rusconi, R. (2015). Feasibility study for the 

establishment of unemployment insurance in Namibia. Accessed 26 September 2024, 

from http://www.ssc.org.na/files/downloads/b24_SSC.   

Orsini, K., & Pletikosa, M. (2019). Croatia's Tourism Industry–Part 2: Curse or 

Blessing? (No. 047). Directorate General Economic and Financial Affairs (DG ECFIN), 

European Commission. 

Osawa, H., Ema, A., Hattori, H., Akiya, N., Kanzaki, N., Kubo, A., ... & Ichise, R. (2017, 

August). Analysis of robot hotel: Reconstruction of works with robots. In 2017 26th IEEE 

international symposium on robot and human interactive communication (RO-MAN) (pp. 

219-223). IEEE. 

Parker,  P.D., Jerrim, J., & Anders, J. (2016). What effect did the global financial crisis 

have upon youth well-being? Evidence  from four Australian cohorts. Developmental 

Psychology, 52(4). 

Penihas, T., (2018, January 25). Tourism Sector Largest-earning Industry. The Namibian. 

p.19Accommodation. (n.d.). Namibian Tourism. Retrieved November 17, 2020, from 

http://www.namibiatourism.info/ntb.html 



 

135 

 

 

Petersen, S. (2022, January 25). Pandemic retrenchment toll stands at 15 442. The 

Namibian. 

Petersen, S., (2021 October 26). 14500 Workers lose their jobs. The Namibian. p.1. 

Peterson, R. A. (1967). " The Social Psychology of Organizations". By Daniel Katz and 

Robert L. Kahn (Book Review). Industrial and Labor Relations Review, 21(1), 136. 

Pike, A. (2020). Coping with deindustrialization in the global North and South. 

International Journal of Urban Sciences: 26(2):1-22. 

http://dx.doi.org/10.1080/12265934.2020.1730225  

Posel, D., Oyenubi, A.,& Kollamparambil, U. (2021). Job loss and mental health during 

the COVID-19 lockdown: Evidence from South Africa. PloS one, 16(3), 

e0249352.Rahman, M. S. (2016). The advantages and disadvantages of using qualitative 

and quantitative approaches and methods in language “testing and assessment” research: 

A literature review. Journal of Education and Learning, 6(1), 102. 

https://doi.org/10.5539/jel.v6n1p102 

Prychitko, D. L. (1988). Marxism and decentralized socialism. Critical Review, 2(4), 127-

148. 

Rapuleng, T. (2020). Days of our lives in the “new normal”: Retrenchments in Southern 

Africa post COVID-19. Without Prejudice, 20(6), 56-57. 

Ren, X. (2020). Pandemic and lockdown: a territorial approach to COVID-19 in China, 

Italy and the United States. Eurasian Geography and Economics, 61(4-5), 423–434. 

Republic of Namibia. Office of the President. (2020). State of emergency –Covid – 19: 

Suspension of operation of provisions of certain laws and ancillary matters regulations: 

Namibia constitution. Government Gazette. 



 

136 

 

 

Richter, R. (2022). Skills shortages and ‘The Great Resignation’. Personal Finance 

Magazine, 2022(492), 6-7.  

Ross, G. (1974). The second coming of Daniel Bell. Socialist Register, 11. 

Rowthorn, R. E., & Ramaswamy, R. (1997). Deindustrialization: causes and implications. 

Working Paper of the International Monetary Fund. 

https://papers.ssrn.com/sol3/papers.cfm?abstract_id=882291  

 

Rume, T., & Islam, S. D. U. (2020). Environmental effects of COVID-19 pandemic and 

potential strategies of sustainability. Heliyon, 6(9), e04965. 

Ryan, A. B. (2006). Post-positivist approaches to research. Researching and Writing your 

Thesis: a guide for postgraduate students, 12-26. 

Saarinen, J. (2010). Local tourism awareness: Community views in Katutura and King 

Nehale Conservancy, Namibia. Development Southern Africa, 27(5), 713–724.  

Sazmaz, Elif Beyza and Ozkok, Emine Irem and Simsek, Huseyin and Gulseven, Osman, 

The Impact of COVID-19 on European Unemployment and Labor Market Slack (January 

14, 2021). Available at 

SSRN: https://ssrn.com/abstract=3766376 or http://dx.doi.org/10.2139/ssrn.3766376 

Schotte, S., & Zizamania, R. (2021). The livelihood impacts of COVID-19 in urban South 

Africa. WIDER Working Paper 2021/56. 

Schwab, K., & Malleret, T. (2020). COVID-19: The great reset. Geneva: Forum 

publishing.  



 

137 

 

 

Shabbir, H. A., Hyman, M. R., & Kostyk, A. (2022). A Solidarity–Care Ethics and Human 

Flourishing Approach to the COVID-19 Pandemic: A UK Perspective. In Community, 

Economy and COVID-19 (pp. 549-573). Springer, Cham. 

Shafi, M., Liu, J., & Ren, W. (2020). Impact of COVID-19 pandemic on micro, small, and 

medium-sized Enterprises operating in Pakistan. Research in Globalization, 2, 100018. 

Sharpley, R. (2022) Tourism and Development Theory: Which Way Now?, Tourism 

Planning & Development, 19:1, 1-12, DOI: 10.1080/21568316.2021.2021475  

Sirinterlikci, A. R. I. F., Akgul, A. K., & Imamoglu, O. K. S. A. N. (2011). Automation 

and Robotics in Processes. Instrument Engineers’ Handbook:, 158-168.  

Spencer, D., Cole, M., Joyce, S., Whittaker, X., & Stuart, M. (2021). Digital automation 

and the future of work. European Parliament. 

Social Security Act of 1994 (No. 34 of 1994) 

Starke, P. (2020). What is retrenchment. Handbook on austerity, retrenchment and the 

welfare state. Cheltenham: Edward Elgar. https://www.researchgate.net/profile/Peter-

Starke-

2/publication/338951088_What_is_Retrenchment/links/5e344c01a6fdccd9657be957/Wh

at-is-Retrenchment.pdf  

Sun, Y. Y., Li, M., Lenzen, M., Malik, A., & Pomponi, F. (2022). Tourism, job 

vulnerability and income inequality during the COVID-19 pandemic: A global 

perspective. Annals of Tourism Research Empirical Insights, 3(1), 100046. 

Tchouamou Njoya, E. (2021). Assessing the poverty impact of the COVID-19-induced 

tourism crisis in Tanzania: A social accounting matrix microsimulation analysis. Journal 

of Sustainable Tourism, 1-20. 



 

138 

 

 

Tervo-Kankare, K., Saarinen, J., Kimaro, M. E,. & Moswete, N. N. (2017). Nature-based 

tourism operators' responses to changing environment and climate in Uis, Namibia. 

African Geographical Review, 1-11. https://doi.org/10.1080/19376812.2017.1286246  

Tessema, M. T., Tesfom, G., Faircloth, M. A., Tesfagiorgis, M., & Teckle, P. (2022). The 

“Great Resignation”: Causes, Consequences, and Creative HR Management Strategies. 

Journal of Human Resource and Sustainability Studies, 10(1), 161-178.  

The COVID-19 Coronavirus, what does it mean for tourism and conservation? (2020, 

April 1). Tourism Supporting Conservation. https://tosco.org/2020/04/01/the-covid-19-

coronavirus-what-does-it-mean-for-tourism-and-conservation/ 

The Labour Act (Act 6 Of 1992). The Labour Act In Practice Guidelines For Employers 

& Employees. Namibia Institute for Democracy in co-operation with the Law Society of 

Namibia.  

Tucker, R C. (1978). The Marx-Engels Reader (2nd, Ed.). New York: W, W Norton & 

company. 

Tzanelli, R. (2021). Tourism worldmaking and market post-truth: Borat’s new spirit of 

capitalism. Tourist Studies, 21(4), 596-614. 

United Nations Global Compact. (2022). Decent Work. https://unglobalcompact.org/take-

action/20th-anniversary-campaign/uniting-business-to-tackle-covid-19/decentwork  

UNWTO. (2020). Tourism and COVID-19—Unprecedented Economic Impacts. 

UNWTO. (2022). Tourism enjoys strong start to 2022 while facing new uncertainties. 

https://www.unwto.org/news/tourism-enjoys-strong-start-to-2022-while-facing-new-

uncertainties 



 

139 

 

 

Utete, S., Green, J., Liddiard, A., & Burger, C. R. (2013). Robotics and automation 

activities in South Africa. IEEE Robotics & Automation Magazine, 20(3), 16-18.  

Vogler, R. (2022). Revenge and catch-up travel or degrowth? Debating tourism Post 

COVID-19. Annals of Tourism Research, 93, 103272. 

Weber, M. (2009). The theory of social and economic organization. Simon and Schuster.  

Millington, K. A. (2017). How Changes in Technology and Automation Will Affect the 

Labour Market in Africa. Helpdesk Report on Knowledge, Evidence and Learning for 

Development. 

Westcott, M. (Ed.). (2019). Introduction to Tourism and Hospitality in B.C. Victoria, B.C.: 

BCcampus. Retrieved from https://opentextbc.ca/introtourism/ 

Wilson, D., & Neville, S. (2009). Culturally safe research with vulnerable 

populations. Contemporary Nurse, 33(1), 69-79. 

World Travel and Tourism Council. (2016). Travel & Tourism: Economic impact 2016 

Namibia. London: Author. Retrieved from http://www.wttc.org/-

/media/files/reports/economic%20impact 

%20research/countries%202016/namibia2016.pdf 

Yeatman, A. (2020). Bureaucrats, technocrats, femocrats: Essays on the contemporary 

Australian state. Routledge. 

Żuk, P., & Żuk, P. (2022). The precariat pandemic: Exploitation overshadowed by 

COVID-19 and workers’ strategies in Poland. The Economic and Labour Relations 

Review, 33(1), 200-223. 

  



 

140 

 

 

 

APPENDIX 1: ETHICAL CLEARANCE 
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APPENDIX 2: RESEARCH PERMISSION LETTER 
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APPENDIX 3: INFORMED CONSENT FORM 

 

TITLE OF RESEARCH: WORKERS’ EXPERIENCES OF COVID-19 

CHALLENGES: A CASE STUDY OF SAFARI COURT HOTEL’S RETRENCHED 

EMPLOYEES, WINDHOEK, NAMIBIA. 

Name of interviewer MIRJAM TUVADIMBWA 

Institution UNIVERSITY OF NAMIBIA 

Date Starting time:         Finishing time:              Total time: 

  

 

Introduction 

My name is Mirjam Tuvadimbwa, I am a master's student from the University of Namibia.  

We're currently conducting research on workers experiences of COVID-19 challenges, 

Safari court hotel, Windhoek.  We have identified you as one person who could enlighten 

us on the subject and would like to request that you share your knowledge and experiences 

with us. 

Description of the Research 

The interview will approximately be 30 minutes long, whereby I will be asking you 

questions and with your permission, I would like to record your interview, however if you 

don't feel comfortable, I will take notes instead.  

Potential Risks and Discomforts 

There are no risks involved, however we know that some of the information we will be 

asking may be painful to share, and although we would like to know as much as possible, 

you have the right to decide what information you wish share with us.   

Confidentiality 

Your responses are completely anonymous, no personal identifying information will be 

collected. The audio recordings and any electronic or printed transcripts will safely be 

stored in encrypted files or in a locked, secure location for three years after the publication 

of this research, after which, all files will be destroyed. 

Voluntary Participation and Authorization 

Your decision to participate in this study is complete voluntary. 
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Withdrawal from the Study and/or Withdrawal of Authorization  

If you decide to participate in this study, you may withdraw from your participation at 

any time without penalty. 

I voluntarily agree to participate in this research program 

□ Yes 

□ No 

I understand that I will be given a copy of this signed Consent Form. 

 

Name of Participant: 

 

Signature:   Date: 

 

Name of Witness interviewer: 

 

Signature:   Date: 
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APPENDIX 4: SEMI-STRUCTURED INTERVIEW GUIDES FOR GENERAL 

POPULATION 

Semi-Structured Interview Schedule                         N0. ---------------------

--- 

WORKERS’ EXPERIENCES OF COVID-19 CHALLENGES: A CASE STUDY OF 
SAFARI COURT HOTEL EMPLOYEES, WINDHOEK, NAMIBIA 
  

Name of interviewer MIRJAM TUVADIMBWA 

Name of note taker  

Others  

Institution UNIVERSITY OF NAMIBIA 

Date:  Starting time--------Finishing time---------  Total time------------- 

Interviewer Self-check  

 

DEMOGRAPHIC INFORMATION 

Age: 18-25   26-30  31-35   36-40   41-45   45 and 

above  

Sex: Male   Female   

Highest qualification:  

1. How would you describe your experience with the COVID-19 pandemic? 
2. How has COVID-19 impacted you on employment level? 
3. When did things start changing at work due to COVID-19? 
4. What challenges have you experienced due to COVID-19 employment wise? 
5. When did you get retrenched?/ When did they inform you about salary cuts, and 

how did they inform you? 
6. Did you get a retrenchment package? 
7. How has life been since COVID-19? 
8. What were you up to during the lockdown period? 
9. What challenges did you face during lockdown at home?  
10. How have you adapted to these challenges? 
11. Did you have a salary come in during lockdown? 

 
12. What lifestyle changes were you forced to make due to the pandemic? 
13. What methods did you use to adapt to these changes? 

 
Is there anything else you would like to share or add on? 
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THANK YOU VERY MUCH FOR YOUR TIME, IT IS HIGHLY APPRECIATED. 
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APPENDIX 5: SEMI-STRUCTURED INTERVIEW GUIDES FOR KEY 

INFORMANTS 

 

Semi-Structured Interview Schedule                         N0. ---------------------

--- 

WORKERS’ EXPERIENCES OF COVID-19 CHALLENGES: A CASE STUDY OF 
SAFARI COURT HOTEL EMPLOYEES, WINDHOEK, NAMIBIA 
  

Name of interviewer MIRJAM TUVADIMBWA 

Name of note taker  

Others  

Institution UNIVERSITY OF NAMIBIA 

Date:  Starting time--------Finishing time---------  Total time------------- 

Interviewer Self-check  

 

DEMOGRAPHIC INFORMATION 

Age: 18-25   26-30  31-35   36-40   41-45   45 and 

above  

Sex: Male   Female   

Highest qualification:  

1. How would you describe your experience with the COVID-19 pandemic? 
2. How has COVID-19 impacted your relative/friend on employment level? 
3. When did things start changing at work for your relative/friend due to COVID-

19? 
4. What challenges have you realized your relative/friend experienced due to 

COVID-19 employment wise? 
5. How has life been since COVID-19 for your relative/friend? 
6. What were your relative/friend up to during the lockdown period? 
7. What challenges did your relative/friend face during lockdown at home?  
8. How have your relative/friend adapted to these challenges? 
9. Did your relative/friend have a salary come in during lockdown? 
10. What lifestyle changes were your relative/friend forced to make due to the 

pandemic? 
11. What methods did your relative/friend use to adapt to these changes? 
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Is there anything else you would like to share or add on? 
 
THANK YOU VERY MUCH FOR YOUR TIME, IT IS HIGHLY APPRECIATED. 
 


