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### Title:
**Agustin vs. Alphaland: A Case of Illegal Dismissal and the Right to Due Process in
Probationary Employment**

### Facts:
Redentor Y. Agustin was offered employment by Alphaland Corporation as an Executive
Chef with a six-month probationary period, beginning his role by organizing and managing
the Balesin Island Club’s Kitchen. Barely four months into his employment, on November 4,
2011, Agustin received a Notice of Termination, citing his failure to meet the company’s
standards.

Agustin filed a complaint for illegal dismissal against Alphaland, asserting he was not made
aware of the specific standards to qualify as a regular employee. Alphaland defended their
action  by  claiming  Agustin’s  performance  was  unsatisfactory  based  on  feedback  from
executives, business associates, and diners.

The case progressed from the Labor Arbiter, who found Agustin illegally dismissed due to
vague employment standards, to the National Labor Relations Commission (NLRC), which
affirmed the Labor Arbiter’s decision. Alphaland’s further appeal to the Court of Appeals
(CA)  still  resulted  in  affirmations  of  the  previous  rulings.  Alphaland  and  Agustin’s
continuous legal battles culminated in the present Petition for Review on Certiorari under
Rule 45 to the Supreme Court.

### Issues:
1. Whether the standards for Agustin’s qualification as a regular employee were made
known to him at the time of his engagement.
2.  Whether  the  termination  of  Agustin’s  employment  was  done  in  accordance  with
procedural and substantive due process.
3. Whether Agustin is entitled to backwages, reinstatement, or separation pay due to illegal
dismissal.

### Court’s Decision:
The Supreme Court found the petition meritorious, affirming with modification the CA’s
decision. The Court held that Agustin was indeed a regular employee, as:
– No clear, reasonable standards were communicated to him.
– His dismissal lacked both substantive and procedural due process.
–  The  affidavits  presented  by  Alphaland  were  considered  as  afterthoughts  and  not
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substantial evidence of Agustin’s supposed inadequacies.

The Court resolved:
– Agustin should be paid backwages from the date of dismissal until the finality of the
decision.
–  Instead  of  reinstatement,  separation  pay  should  be  awarded  due  to  the  strained
relationship between the parties.
–  Legal  interest  of  6%  per  annum  was  imposed  on  the  monetary  awards  until  full
satisfaction.

### Doctrine:
–  An  employee  who  is  not  informed  of  the  standards  upon  which  his  probationary
employment will be assessed shall be deemed a regular employee.
–  The termination of  regular  employees  requires  both substantive  and procedural  due
process.
– Awarding backwages and separation pay is appropriate for illegally dismissed employees,
even in the absence of an appeal for such reliefs by the employee.

### Class Notes:
–  **Probationary  Employment**:  Must  not  exceed  six  (6)  months;  standards  for
regularization  should  be  made  known  at  the  time  of  engagement.
– **Illegal Dismissal**: Occurs when an employee is dismissed without just or authorized
cause and without due process.
– **Due Process in Employment**: Includes substantive grounds (just or authorized causes)
and procedural requirements (twin-notice rule and opportunity to be heard).
–  **Remedies  for  Illegal  Dismissal**:  Regular  employees  are  entitled  to  reinstatement
without loss of seniority rights, full backwages, inclusive of allowances and benefits, or
separation pay in lieu of reinstatement if the relationship is no longer viable.

### Historical Background:
The Agustin vs. Alphaland case underscores the Philippine labor law’s protective stance
towards employees,  especially on the issues surrounding probationary employment,  the
importance of clear performance standards, and the right to due process in termination
cases. The decision reiterates the necessity of precise criteria for evaluating probationary
employees and affirms that ambiguity in such standards will favor the employee’s claim for
regular status. This case serves as a significant reference for both employers and employees
in the Philippines regarding probationary employment practices and the legal repercussions
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of failing to observe due process in termination actions.


