
A new employee has proven to be above average and a hard worker. 
On his third month of probation, we discovered from a background 
check that he submitted a fake transcript of records. His boss ad-

vised us not to decide on his case until shortly before the probation expires. 
What do you think? — September Morn.

Even if that person remains a hard worker for six months, what’s the guarantee 
that he will not commit forgery again at some point? Also, think of the impact 
on your company’s disciplinary policy.

Forgery is forgery, no matter how you look at it. When a person lies, it chips 
away at the bond of trust that we confer in the early moments of a relation-
ship. If the breach of trust happens in a work relationship, the effect should be 
automatic. You can call this the “hot stove” rule. 

You know a burning stove is hot. The moment you touch a hot stove, the 
pain is immediate. It is not felt several months after.

An employee, regardless of personal circumstances, must be fired at the 
soonest possible time. No ifs, no buts. The only thing you can do to recognize 
his performance is to weigh it as a mitigating factor. Instead of going through 
disciplinary procedures allow him to resign, unless there is a risk of exposing 
the organization to a labor complaint. 

More than the issue of trust, it’s important to send a clear message of the 
importance you attach to trustworthiness in any worker, regardless of position.

DOCUMENTS
While it goes without saying that all employees and their managers are ex-
pected to be honest and trustworthy, it’s always good practice to be backed up 
by written policy and documentary evidence. These include the following:

One, employment contract and related documents. Review the em-
ployee’s personnel file to ensure the company is protected against dishonesty 

and breach of trust. Also, make sure that 
your application for employment form and 
employment contract contain provisions 
that read something like this: 

“I hereby warrant that all original, 
facsimile or certified true copy of docu-
ments that I have submitted in connection 
with my employment application are valid, 
legitimate, free from any error, or forgery. If 
any of my submitted documents is found to 
be a forgery, contains untruthful informa-

tion or illegal entries, the organization reserves the right to terminate my 
employment after the observance of due process as required by law.”

Two, disciplinary policy and procedure. This can be found in the company’s 
Code of Conduct, Code of Employee Discipline or similarly-titled internal document. 
Review the provision on forgery or falsification of documents. I am sure that such 
serious offenses are punishable by dismissal at the bare minimum. 

Do not consider lesser penalties like suspension. Regardless of the nature 
of one’s business and the personal circumstance of the offending employee, 
the penalty of dismissal is appropriate here.

Three, result of background check. It’s not important that the background 
check came in late. You can use the adverse findings against the employee 
within a reasonable period of time. The result is more than enough for your 
management to charge a person with falsification. 

You may only need a notarized affidavit of the private investigator who 
conducted the background check, if and when you decide to file an administra-
tive case against the offender or as additional documentation to prepare for an 
illegal dismissal case. 

Four, data privacy consent form. This allows the organization or its designated 
representative to check or validate claims by any employee with any private or 
public establishment. This is imperative as many organizations don’t allow other em-
ployers or individuals to check on the background of anyone without formal consent.

These documents are basic requirements. Consult the company’s lawyers 
for additional documents depending on the nature of your business.

EXPECTATIONS
Watch your emotions. This sort of situation may get under the skin of the hir-
ing manager and department head. Don’t take any action until everything has 
cooled down. The takeaway from all this is to review and understand what you 
expect from your external background checker, to avoid instances where back-
ground checks are submitted late.

Management concerns itself primarily with how a job applicant will perform in 
a real work situation. What you can’t overlook is integrity. Don’t ignore this aspect 
of the process. Your credibility is also at stake here.
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A good worker with
a fake transcript

A BILL seeking to ensure the 
rights and welfare of caregiv-
ers has been filed in the Senate, 
which if passed would provide 
protections against abuse, harass-
ment, and require that they be 
paid at least the minimum wage.

“In recognition of the very 
important role of caregivers in 
national development, policies in 
the practice of the caregiving pro-
fession must be instituted to pro-
tect the rights of caregivers and to 
promote their welfare towards a 
decent employment,” according 
to the explanatory note of Senate 
Bill 1396, filed by Senator Francis 
N. Tolentino on Oct. 19.

The bill defines caregivers as 
graduates of a caregiving course 
from an accredited training in-
stitution.

Mr. Tolentino said that accord-
ing to a 2021 study by the Eco-

nomic Policy Institute, caregivers 
in many countries “are deeply 
undervalued and underpaid, fre-
quently working below the desig-
nated minimum wage.”

Working hours must also be 
based on an employment con-
tract signed by the parties and 
in accordance with labor law. 
Overtime pay kicks in after an 
eight-hour shift.

“All existing arrangements be-
tween a caregiver and the employ-
er shall be adjusted to conform to 
the minimum standards set forth 
by this Act,” according to the bill. 

The bill requires that all hired 
caregivers be covered by the 
Social Security System, the Phil-
ippine Health Insurance Corp., 
the Home Development Mutual 
Fund, and all other benefits re-
quired by law. — Alyssa Nicole 
O. Tan

Caregiver 
benefits bill 
filed in Senate

Livelihood aid worth P1M distributed to Intramuros tourism workers
THE Department of Labor and Em-
ployment (DoLE) on Thursday said it 
distributed over P1 million in livelihood 
assistance to at least 120 pedicab drivers 
and vendors in Intramuros.

In a statement, DoLE said it will also 
provide livelihood training programs 
to help the workers, whose incomes 

declined due to the dearth of tourism 
during the pandemic.

“DoLE implements productivity and 
livelihood programs which could raise 
the level of tourism and entrepreneurial 
services of Department of Tourism 
(DoT)-trained community tour guides 
represented by pedicab drivers, vendors, 

and tourism-oriented small-scale en-
terprises such as souvenir shops,” Labor 
Secretary Bienvenido E. Laguesma said.

The livelihood assistance program is 
carried out via a partnership between 
the DoLE and the DoT.

Mr. Laguesma said Intramuros, a 
walled city built during the colonial 

period, was the pilot site for the project.
“More communities in other parts of 

Metro Manila are set to benefit from DoLE’s 
livelihood assistance program,” he said.

The DoT has said that over a million 
workers in the industry were affected 
by the coronavirus pandemic. — John 
Victor D. Ordoñez


