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### Title: San Miguel Corporation vs. Rosario A. Gomez

### Facts:
Rosario A. Gomez was employed by San Miguel Corporation (SMC), a Philippine corporation
engaged in manufacturing fermented beverages, on September 16, 1986. In October 1994,
Gomez transitioned to the role of coordinator in the Mailing Department. On December 20,
2002, SMC terminated Gomez’s services, alleging fraud or willful breach of trust.

The termination stemmed from issues involving C2K Express, Inc. (C2K), a courier service
provider  for  SMC,  and a  subsequent  fraudulent  scheme orchestrated by C2K’s  former
manager,  Daniel  Tamayo,  through a new courier  group,  Starnec.  SMC contended that
Gomez facilitated Tamayo’s fraudulent activities, leading to substantial financial losses for
the company.

Following her termination, Gomez filed a case for illegal dismissal with the National Labor
Relations Commission (NLRC), which initially ruled in favor of SMC. However, upon appeal,
the  NLRC reversed  the  decision,  finding  Gomez’s  dismissal  illegal.  SMC’s  motion  for
reconsideration was denied,  prompting an appeal  to the Court  of  Appeals  (CA),  which
affirmed the NLRC’s decision.

Undeterred,  SMC  filed  a  Petition  for  Review  on  Certiorari  with  the  Supreme  Court,
challenging the CA’s decision.

### Issues:
1. Whether Gomez’s termination from service by SMC was valid, legal, and effective.
2. Whether Gomez’s reinstatement was feasible or whether separation pay should have been
awarded instead.
3. Whether Gomez’s appeal to the NLRC was procedurally flawed under the NLRC’s 2005
Rules of Procedure.

### Court’s Decision:
The Supreme Court found merit in SMC’s petition, reversing the CA’s ruling and reinstating
the Labor Arbiter’s findings that Gomez was validly terminated on grounds of loss of trust
and confidence. The Court emphasized that employers are given wide latitude in managing
their affairs, including terminating employees who betray trust. However, this prerogative
must be exercised based on genuine and substantiated reasons. In this case, the Supreme
Court deemed that Gomez’s actions warranted her dismissal in line with Article 297 (c) of
the Labor Code.
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### Doctrine:
1. **Loss of Trust and Confidence**: The Supreme Court reiterated the principle that loss of
trust and confidence must be genuine, well-documented, and based on substantial evidence
relating to the employee’s performance of duties.

2.  **Procedural  Due  Process  in  Termination**:  The  Court  highlighted  the  need  for
adherence to procedural due process, emphasizing that the terminated party must be given
both notice and an opportunity to be heard.

### Class Notes:
–  The  case  reaffirms  the  standards  and  requirements  for  the  valid  termination  of
employment based on loss of trust and confidence, underscoring the necessity for the act of
breach to be intentional, knowing, and without a justifiable excuse.
– It also demonstrates the procedural pathway and remedies available to both employers
and employees under Philippine labor law, from arbitration at the NLRC, appeal to the CA,
and finally, review by the Supreme Court.
– The importance of procedural due process in employee termination, emphasizing notice
and hearing, is highlighted.

**Key Legal Provisions**:
– **Article 297 (c) of the Labor Code**: Allows for termination of employment on grounds of
fraud or willful breach of trust.
–  **NLRC  2005  Rules  of  Procedure**:  Governs  procedural  aspects  of  labor  disputes,
including appeals.

### Historical Background:
This case reflects the nuanced balance between protecting employees’ rights and allowing
employers to terminate employment for just causes, such as loss of trust and confidence. It
underscores the judiciary’s role in scrutinizing the facts and evidence presented in labor
disputes to ensure the fair and just treatment of all parties involved.


