
Avoid Costly Termination Mistakes: 
A Legal Guide for Employers in 
Zanzibar 



Employee termination is more than just letting someone go it’s a legal minefield that, if handled 
incorrectly, can lead to expensive lawsuits, regulatory fines, and reputational damage. Whether 
you’re dealing with contract expiration, redundancy, misconduct, or performance issues, it’s crucial 
to get it right.

At N & J Consulting Group Ltd, we help businesses navigate Zanzibar’s Employment Act of 2005 
to ensure compliance, protect company interests, and maintain a productive workforce.
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Termination?
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Not all terminations are illegal but they must be handled correctly. Zanzibar’s Employment Act 
(2005) allows employers to terminate employees under specific circumstances.

When Can an Employer Legally Terminate an Employee? (Section 52)
 The employment contract has expired (e.g., fixed-term contracts).
 The employee retires after reaching the retirement age (Section 53).
 The employee is dismissed for valid reasons (e.g., gross misconduct, incompetence).
 Medical incapacity prevents the employee from performing their job duties.
 The employer closes the business permanently.

Warning: Employers cannot terminate employees at will proper procedures must be followed!

Notice Period: How Much Time Should You Give Before Termination? (Section 54)
6 months - 1 year of service, 2 weeks’ notice.

1 – 5 years of service - 1 months’ notice.

5+ years of service - 3 months’ notice.

Serious misconduct? No notice required (see Section 111 below).

Tip: If an employer fails to provide the required notice, they must compensate the employee for the 
notice period.
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Summary Dismissal: When Can You Fire an Employee on the Spot? (Section 111)
An employer can terminate an employee without notice if they are guilty of gross misconduct such as:
 Theft or fraud.
 Physical violence at the workplace.
 Serious insubordination.
 Criminal activity that affects the job.

But beware! If an employer abuses summary dismissal, the case can end up in court, resulting in 
compensation claims or reinstatement orders.

Unfair Dismissal: Don’t Let Your Business Be the Next Legal Headline!
Unfair dismissal claims can cost companies millions in compensation and severely damage their 
reputation. Under Section 118 of the Employment Act (2005), termination is considered unlawful if:
 The employer has no valid reason.
 The process lacks fairness or due procedure.
 The dismissal is based on discrimination or retaliation (e.g., pregnancy, trade union membership, 
whistleblowing).

High-Risk Termination Mistakes to Avoid:
 Dismissing employees without following the disciplinary process.
 Failing to provide clear documentation of performance issues.
 Using redundancy as a cover-up for targeted terminations.

Solution: Always follow proper HR procedures, provide written warnings, and allow employees to 
respond before termination.

 Redundancy: The Right Way to Downsize Without Backlash
Redundancy isn’t just about cutting costs it’s about responsible business restructuring while respecting 
employee rights.

Legal Process for Redundancy (Section 121)
 Consult trade unions or employee representatives at least 3 months in advance.
 Ensure fair selection criteria (e.g., performance, seniority, skills).
 Provide severance pay and entitlements to affected employees.
 Submit a redundancy report to the Commissioner of Labor before implementation.



3

Mistakes That Can Lead to Lawsuits:
 Failing to notify and seek approval from the Commissioner.
 Using redundancy as an excuse to fire unwanted employees.
 Selecting employees based on personal bias instead of business needs.

Tip: How you handle redundancy today will affect employee morale and future hiring potential!

Probationary Termination: The “Trial Period” is Not a Free Pass!
Many employers believe probation means they can fire employees anytime without reason this is a 
myth!

 Probationary Period Rules (Section 60)
 Permanent employees: Probation is 6 months (extendable once).
 Temporary employees: Probation lasts 3 months.
 If an employer fails to issue a confirmation letter, the employee is automatically confirmed!

Termination Rules During Probation
 Requires 14 days’ written notice or payment in lieu of notice.
 Must be based on performance, misconduct, or inability to meet job expectations.
 Cannot be based on pregnancy, illness, or discrimination.
Best Practice: Provide clear performance metrics during probation and give employees a fair chance 
to improve.

Take Action: Protect Your Business Today!
At N & J Consulting Group Ltd, we specialize in corporate legal compliance, HR best practices, and 
risk management. Don’t wait until it’s too late!

Want to avoid labor disputes and protect your company’s reputation?
 Contact us today for expert legal guidance!
 Follow us for more business insights on Instagram, LinkedIn, and our website!
 Your workforce is your company’s biggest asset let’s manage it legally and effectively!

N & J Consulting Group Ltd


