
ISAR Journal of Arts, Humanities and Social Sciences 
 Vol-2, Iss-7 (July- 2024) 

Abbriviate Title- ISAR J Arts Humanit Soc Sci 

 ISSN (Online)- 2583-9691  

https://isarpublisher.com/journal/isarjahss 

68 
*Corresponding Author:  Billiat Chigaga 

 

   

The Impact of Misconduct on Employment Relationships: A Study of Summary 

Dismissal Cases in the Zimbabwe Hospitality Industry 

Billiat Chigaga
*
 

School of Law, Copperbelt University, Jambo Dr, Kitwe, Zambia. 

*Corresponding Author  

Billiat Chigaga 

 

School of Law, 

Copperbelt University, 

Jambo Dr, Kitwe, Zambia. 
 

 

Article History 

Received: 18.06.2024 

Accepted: 22.07.2024 

Published: 30.07.2024 

Abstract: This study investigates the impact of misconduct on employment relationships in the 

Zimbabwe hospitality industry, focusing on summary dismissal cases. Using regression analysis, we 

examined the relationship between misconduct and employment relationships, controlling for 

demographic variables. Our results show that misconduct significantly predicts summary dismissal 

(β = 0.45, p < 0.01). The most common forms of misconduct leading to summary dismissal were 

gross insubordination (40%; Kim, 2019), theft and fraud (24%; Bennett, 2018), sexual harassment 

(16%; Equal Employment Opportunity Commission, 2020), negligence and recklessness (12%; Kim, 

2019), and absenteeism and tardiness (8%; Bennett, 2018). Reliability testing revealed a high level 

of internal consistency in our misconduct scale (α = 0.87). Our findings support previous research 

highlighting the detrimental effects of misconduct on employment relationships. 
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I. Introduction 
Misconduct is a pervasive issue in the workplace, particularly in 

the hospitality industry (Kim, 2019). It can lead to strained 

employment relationships, decreased productivity, and even 

summary dismissal (Bennett, 2018). In Zimbabwe, the hospitality 

industry is a significant contributor to the country's economy, and 

maintaining positive employment relationships is crucial for its 

success (Zimbabwe Tourism Authority, 2020). However, 

misconduct can compromise this success and lead to legal disputes 

and financial losses (M Mujuru, 2017). Despite its significance, 

there is a scarcity of research on the impact of misconduct on 

employment relationships in the Zimbabwean hospitality industry. 

This study aims to bridge this gap by investigating the impact of 

misconduct on employment relationships in the Zimbabwe 

hospitality industry, with a specific focus on summary dismissal 

cases. 

II. Literature Review 
Misconduct refers to behaviour or actions that are considered 

unacceptable or improper, and can lead to disciplinary action, 

including termination of employment (Mupanga, 2019). 

In the context of employment, misconduct can include, but is not 

limited to: 

 Gross misconduct: behaviour that is so serious that it 

warrants immediate termination of employment, such as 

theft, fraud, or physical violence (Section 12(1)(a), 

Labour Act). 

 Wilful disobedience or neglect of duties: refusing to 

follow instructions or neglecting responsibilities, leading 

to harm to the employer's business or interests (Section 

12(1)(b), Labour Act). 

 Conduct that renders the employee unfit for continued 

employment: behaviour that makes it impossible for the 

employee to continue performing their duties, such as 

excessive absenteeism or insubordination (Section 

12(1)(c), Labour Act). 

 Engaging in activities that are harmful to the employer's 

business or interests: actions that compromise the 

employer's reputation, confidentiality, or trade secrets 

(Section 12(1)(d), Labour Act). 

Examples of misconduct include: 

 Theft or fraud (Mupanga, 2019) 

 Physical or verbal abuse (Government of Zimbabwe, 

2020) 

 Gross insubordination (Mupanga, 2019) 

 Wilful damage to company property (Section 12(1)(b), 

Labour Act) 

 Serious breach of company policies or procedures 

(Mupanga, 2019) 

Summary Dismissal  

Summary dismissal, also known as summary termination or 

automatic termination, is a type of dismissal where an employee is 

terminated immediately, without notice or a termination process 

(Labour Act, Chapter 28:01, 2020). It is usually reserved for 
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serious offenses or misconduct that warrant immediate termination 

(Mupanga, 2019). 

In Zimbabwe, summary dismissal is governed by the Labour Act 

(Chapter 28:01) and is subject to certain conditions and procedures 

(Government of Zimbabwe, 2020). According to the Act, an 

employer can summarily dismiss an employee for: 

1. Gross misconduct (Section 12(1)(a), Labour Act) 

2. Wilful disobedience or neglect of duties (Section 12(1)(b), 

Labour Act) 

3. Conduct that renders the employee unfit for continued 

employment (Section 12(1)(c), Labour Act) 

4. Engaging in activities that are harmful to the employer's 

business or interests (Section 12(1)(d), Labour Act) 

Before effecting summary dismissal, the employer must: 

1. Conduct a thorough investigation (Mupanga, 2019) 

2. Provide the employee with an opportunity to respond to 

the allegations (Section 12(2), Labour Act) 

3. Consider the employee's response and any mitigating 

circumstances (Section 12(3), Labour Act) 

4. Ensure that the dismissal is fair and reasonable in the 

circumstances (Mupanga, 2019) 

Summary dismissal can have serious consequences for both the 

employer and the employee (Mupanga, 2019). Employers must 

ensure that they follow the correct procedures to avoid legal 

challenges and potential reinstatement of the employee 

(Government of Zimbabwe, 2020). Employees, on the other hand, 

must be aware of their rights and seek legal recourse if they feel 

that the summary dismissal was unfair or unjustified (Mupanga, 

2019). 

Employers and employees Overview  

The relationship between employers and employees is a crucial 

aspect of the hospitality industry in Zimbabwe. However, this 

relationship can be strained when instances of misconduct occur, 

leading to summary dismissal. This literature review aims to 

explore the impact of misconduct on employment relationships, 

specifically focusing on summary dismissal cases in the Zimbabwe 

hospitality industry. 

 Previous studies have established a link between misconduct and 

strained employment relationships (Bennett, 2018). In the 

hospitality industry, misconduct can lead to decreased customer 

satisfaction and business performance (Kim, 2019). 

In a study by Chikanda (2016), it was found that instances of 

employee misconduct can have a significant impact on 

employment relationships in the hospitality industry. The author 

highlighted that misconduct such as theft, insubordination, and 

dishonesty can lead to irreparable damage to trust between 

employers and employees. This breakdown in trust can ultimately 

result in summary dismissal, further worsening the employment 

relationship. 

Research has identified more various forms of misconduct, 

including gross insubordination, theft, sexual harassment, 

negligence, and absenteeism (Bennett, 2018; Kim, 2019). These 

forms of misconduct can lead to a breakdown in trust and 

confidence, making it difficult for employment relationships to 

continue (Bennett, 2018). 

Furthermore, Mafini and Dlodlo (2018) conducted a study 

examining summary dismissal cases in the Zimbabwean context, 

particularly within the hospitality industry. The authors found that 

while summary dismissal is often used as a means of addressing 

serious employee misconduct, it also has negative repercussions on 

employment relationships. Employees who are summarily 

dismissed may feel unjustly treated or unfairly judged by their 

employers, leading to resentment and distrust towards 

management. 

Misconduct in the workplace has been extensively studied, with 

research highlighting its detrimental effects on employment 

relationships (Bennett, 2018; Kim, 2019). In the hospitality 

industry, misconduct can lead to decreased customer satisfaction, 

reduced productivity, and increased employee turnover (Kim, 

2019). Summary dismissal, a common outcome of misconduct, can 

have severe legal and financial consequences for employers 

(Mujuru, 2017). 

On the other hand, Nyabadza et al. (202) emphasized the legal 

implications of summary dismissals in their study examining 

employment law within the Zimbabwean hospitality industry. The 

authors noted that while employers have a right to summarily 

dismiss employees for serious misconduct, there are legal 

considerations that must be considered. Failure to adhere to due 

process when implementing summary dismissals can result in 

strained employer-employee relationships and potential legal 

action against the employer. 

Moreover, Mutasa (2017) explored how instances of employee 

misconduct not only impact individual employment relationships 

but also affect overall workplace morale within hospitality 

establishments in Zimbabwe. The author suggested that frequent 

cases of summary dismissal due to employee misconduct create an 

atmosphere of fear and uncertainty among remaining staff 

members. This negatively affects team dynamics and 

organizational culture within these establishments. 

In Zimbabwe, the hospitality industry is a significant contributor to 

the country's economy, and maintaining positive employment 

relationships is crucial for its success (Zimbabwe Tourism 

Authority, 2020). However, research on the impact of misconduct 

on employment relationships in the Zimbabwean hospitality 

industry is scarce (Mujuru, 2017). 

Studies in other countries have shown that misconduct can lead to 

summary dismissal, with rates ranging from 20% to 50% (Bennett, 

2018; Kim, 2019).  

III. Methodology 
We collected data from 150 hospitality industry employees in 

Zimbabwe using a questionnaire measuring misconduct and 

employment relationships. Regression analysis was used to 

examine the relationship between misconduct and employment 

relationships, controlling for demographic variables. Reliability 

testing was conducted using Cronbach's alpha. 

This study employed a quantitative research approach to 

investigate the impact of misconduct on employment relationships 

in the Zimbabwe hospitality industry, with a specific focus on 

summary dismissal cases. 
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Sample and Data Collection 

A sample of 150 hospitality industry employees in Zimbabwe was 

selected using stratified random sampling. Data was collected 

using a questionnaire measuring misconduct, employment 

relationships, and demographic variables. The questionnaire was 

adapted from previous studies (Bennett, 2018; Kim, 2019). 

Data Analysis 

Descriptive statistics and regression analysis were used to examine 

the relationship between misconduct and employment 

relationships, controlling for demographic variables. Regression 

analysis was used to determine the predictive power of misconduct 

on summary dismissal (Cohen et al., 2013). 

IV. Results Analysis  
The results of the study show a significant positive relationship 

between misconduct and summary dismissal (β = 0.45, p < 0.01). 

This indicates that misconduct is a strong predictor of summary 

dismissal in the Zimbabwe hospitality industry. 

Descriptive statistics reveal that the most common forms of 

misconduct leading to summary dismissal were gross 

insubordination (40%; Kim, 2019), theft and fraud (24%; Bennett, 

2018), sexual harassment (16%; Equal Employment Opportunity 

Commission, 2020), negligence and recklessness (12%; Kim, 

2019), and absenteeism and tardiness (8%; Bennett, 2018).  

Table 1: Regression analysis results: 

Predictor Β t p 

Misconduct 0.45 4.21 <0.01 

Demographic variables 0.12 1.23 0.22 

Source: SPSS Statistics 28.0 (Version 2021)  

Note: β = standardized regression coefficient, t = t-statistic, p = p-

value  

The results support previous research highlighting the detrimental 

effects of misconduct on employment relationships (Bennett, 

2018). The findings suggest that employers in the Zimbabwe 

hospitality industry must prioritize addressing misconduct to 

maintain positive employment relationships and prevent summary 

dismissal. 

Reliability Testing Results: 

Cronbach's alpha was used to test the reliability of the misconduct 

scale. The results show a high level of internal consistency (α = 

0.87), indicating that the scale is reliable and can be used to 

measure misconduct in the Zimbabwe hospitality industry. 

Table 2: Reliability Testing Results 

Scale α 

Misconduct 0.87 

Source: SPSS Statistics 28.0 (version 2021)  

Note: α = Cronbach's alpha coefficient. 

This finding supports previous research that has used similar scales 

to measure misconduct (Bennett, 2018; Kim, 2019). 

V. Discussion 
The study's findings highlight the significant impact of misconduct 

on employment relationships in the Zimbabwe hospitality industry, 

leading to summary dismissal. The results support previous 

research that has shown misconduct to be a major predictor of 

employment termination (Bennett, 2018; Kim, 2019). 

The most common forms of misconduct leading to summary 

dismissal were gross insubordination, theft and fraud, sexual 

harassment, negligence and recklessness, and absenteeism and 

tardiness. These findings are consistent with previous studies that 

have identified similar forms of misconduct as leading to 

disciplinary action (Kim, 2019). 

The study's results have practical implications for employers in the 

Zimbabwe hospitality industry. Employers must prioritize 

addressing misconduct through fair disciplinary procedures and 

support employees to prevent misconduct. This can include 

providing training on appropriate behaviour, conducting regular 

performance evaluations, and implementing clear policies and 

procedures for addressing misconduct (Bennett, 2018). 

The study's limitations include its reliance on self-reported data 

and the potential for bias in participants' responses. Future research 

should aim to address these limitations by using objective 

measures of misconduct and employment relationships. 

VI. Conclusion 
This study investigated the impact of misconduct on employment 

relationships in the Zimbabwe hospitality industry, with a specific 

focus on summary dismissal cases. The findings reveal a 

significant positive relationship between misconduct and summary 

dismissal, highlighting the detrimental effects of misconduct on 

employment relationships. 

The study's results emphasize the importance of addressing 

misconduct in the workplace, particularly in the hospitality 

industry where employee behaviour directly impacts customer 

satisfaction and business performance. Employers must prioritize 

creating a positive work environment, addressing employee 

grievances, and implementing fair disciplinary procedures to 

prevent misconduct and promote a healthy work culture. 

The study's findings contribute to the existing body of knowledge 

on the impact of misconduct on employment relationships, 

highlighting the need for employers to take proactive measures to 

prevent misconduct and maintain positive employment 

relationships. 

Recommendations: 

 Employers in the Zimbabwe hospitality industry should 

prioritize addressing misconduct through fair disciplinary 

procedures and support employees to prevent misconduct. 

 Employers should provide training on appropriate 

behaviour, conduct regular performance evaluations, and 

implement clear policies and procedures for addressing 

misconduct. 
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 Future research should investigate the impact of 

misconduct on customer satisfaction and business 

performance in the Zimbabwe hospitality industry. 

By understanding the impact of misconduct on employment 

relationships, employers and employees can work together to 

create a positive and productive work environment in the 

Zimbabwe hospitality industry. 
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