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**Title: Heavylift Manila, Inc. et al. vs. The Court of Appeals, Ma. Dottie Galay et al.**

**Facts:**
The case commenced when Heavylift  Manila, Inc.,  a maritime agency, through a letter
issued by Josephine Evangelio (Administrative and Finance Manager), informed Ma. Dottie
Galay of her low performance rating and her colleagues’ negative feedback about her work
attitude. This letter dated February 23, 1999, also indicated her relief from her duties
except for the development of a new program. Following this, on August 16, 1999, Galay
was terminated from her position on the grounds of alleged loss of confidence.

Galay filed a complaint for illegal dismissal and non-payment of service incentive leave and
13th month pay against Heavylift and its officials with the Labor Arbiter. In their defense,
Heavylift  argued  Galay’s  attitude  problems  and  failure  to  harmonize  with  colleagues
affected company productivity. However, the Labor Arbiter ruled in favor of Galay, finding
the dismissal illegal due to insufficient evidence of any violations and failure to observe
proper notification procedures.

Dissatisfied, Heavylift appealed to the National Labor Relations Commission (NLRC), which
upheld the Labor Arbiter’s decision. Heavylift’s subsequent motion for reconsideration was
denied. Pursuing further, Heavylift brought the case to the Court of Appeals by certiorari,
which was dismissed for procedural flaws, such as failure to state full names and addresses
of all petitioners, inadequate verification, and failure to certify against forum shopping.
Despite a motion for reconsideration, the Court of Appeals denied this too, noting the board
resolution authorizing the representation was post-petition filing.

**Issues:**
1. Whether the procedural dismissal by the Court of Appeals constituted a denial of due
process.
2. The validity of “attitude problem” as grounds for employee termination.
3. Sufficiency of evidence in proving the just cause for dismissal.
4. Compliance with the procedural requirements for an effectual dismissal.
5. Appropriateness of awards for service incentive pay and 13th month pay.

**Court’s Decision:**
The  Supreme Court  chose  to  address  the  issues  on  merits  despite  procedural  lapses,
emphasizing the importance of substantial justice over technicalities.
1. **Due Process**: The Court found that minor procedural lapses should not impede the
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adjudication on merits, emphasizing the Rules of Court’s purpose in ensuring proper and
prompt  case  disposition.  Verification  and  certification  against  forum  shopping  are
mandatory  but  allow  for  substantial  compliance  under  justifiable  circumstances.
2. **Attitude Problem as Grounds for Dismissal**: The Court recognized that an employee’s
inability  to  harmonize  with  colleagues  can  justify  termination  but  requires  clear  and
convincing  evidence.  Heavylift  failed  to  provide  substantial  evidence  to  prove  Galay’s
attitude was detrimental to the extent of requiring dismissal.
3.  **Procedural  Requirements for Dismissal**:  The Court concluded Galay was illegally
dismissed, as Heavylift did not adequately demonstrate a valid cause for termination or
comply with procedural directives for notice and hearing.
4. **Awards for Service Incentive Pay and 13th Month Pay**: The Supreme Court affirmed
the awards, noting these benefits were implicitly prayed for in Galay’s complaint and not
refuted by Heavylift.

**Doctrine:**
1.  An employee’s  incompatibility  with coworkers can constitute a ground for  dismissal
analogous to loss of trust and confidence, yet must be substantiated by clear evidence.
2.  Legal  procedures  for  dismissal  require  notifying  the  employee  of  the  specific  acts
warranting dismissal and an opportunity to respond, upholding due process rights.

**Class Notes:**
– **Substantial Evidence in Labor Cases**: Evidence that a reasonable mind might accept as
adequate to support a conclusion.
– **Procedural Due Process in Dismissal**: Two written notices are essential; one to inform
the employee of the intended dismissal and its basis,  and another to communicate the
decision to dismiss, ensuring the employee’s opportunity to respond.
– **Doctrine of Substantial Compliance**: Applies in situations where procedural lapses do
not outright nullify the merits of  a case,  particularly in certiorari  petitions with minor
defects corrected on reconsideration.

**Historical Background:**
This case elucidates the Philippine legal system’s balanced approach towards procedural
technicalities versus substantive justice. It underlines the judiciary’s discretion in mitigating
strict  adherence  to  procedural  rules  when  it  obstructs  the  fair  resolution  of  cases.
Furthermore, it reflects on the labor-centric jurisprudence of the Philippines, emphasizing
protection for workers’ rights and due process in employment termination scenarios.


