G.R. No. L-49549. August 30, 1990 (Case Brief / Digest)

### Title: Chua-Qua v. Clave, G.R. No. L-49549 (1989)

### Facts:

Evelyn Chua-Qua was a classroom teacher at Tay Tung High School in Bacolod City, having
been employed since 1963. In 1976, Evelyn was the class adviser for the sixth grade, where
Bobby Qua, a 16-year-old student, was enrolled. The school had a policy of providing
remedial instruction to students, and Bobby Qua received such instruction from Evelyn.
During this period, Evelyn, then 30 years old, and Bobby fell in love and got married in a
civil ceremony on December 24, 1975, followed by a church wedding on January 10, 1976.

On February 4, 1976, Tay Tung High School filed for clearance from the Department of
Labor to terminate Evelyn’s employment on grounds of “abusive and unethical conduct
becoming of a dignified school teacher that her continued employment would be inimical to
the best interest and would downgrade the high moral values of the school.” Evelyn was
suspended without pay on March 12, 1976.

Executive Labor Arbiter Jose Y. Aguirre, Jr., required the parties to submit position papers
and supporting evidence. Based on affidavits supplied by Tay Tung High School, he
concluded there was an amorous relationship between Evelyn and Bobby without formal
hearings or direct evidence of immoral acts. On September 17, 1976, he granted clearance
to terminate Evelyn’s employment.

Evelyn appealed to the National Labor Relations Commission (NLRC), claiming denial of due
process as she had not been furnished copies of the affidavits. On December 27, 1976, the
NLRC unanimously reversed the Arbiter’s decision, citing lack of evidence of immoral acts.

The school took the case to the Minister of Labor, who on March 30, 1977, reversed the
NLRC decision, offering Evelyn six months’ salary as financial assistance. Evelyn appealed
to the Office of the President, where Presidential Executive Assistant Jacobo C. Clave
reversed the Minister of Labor’s decision on September 1, 1978, ordering Evelyn’s
reinstatement with full back wages. However, upon reconsideration on December 6, 1978,
Clave granted the school’s application to terminate Evelyn while awarding her six months’
salary as separation pay.

### Issues:

1. Whether the dismissal of Evelyn Chua-Qua was based on lawful grounds, or was it an
illegal dismissal.

2. Whether Evelyn’s right to due process was violated due to non-presentation of the affiants
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for cross-examination.
3. Whether there was sufficient evidence to justify Evelyn’s termination based on allegations
of serious misconduct or immorality.

### Court’s Decision:

1. *Legality of Dismissal**: The Supreme Court found no substantial evidence of immoral
acts by Evelyn Chua-Qua. The affidavits presented were found to be speculative and
insufficient to substantiate the charges of serious misconduct or immorality. The Court
ruled that the eventual marriage between Evelyn and Bobby could not be simplistically
regarded as proof of misconduct during their time in school.

2. **Due Process**: The Court concluded there was no denial of due process. Evelyn was
given the opportunity to respond to the evidence and could have requested a hearing to
confront the affiants but did not do so. Additionally, she had discussed these affidavits in
previous proceedings.

3. **Evidentiary Support for Misconduct**: The evidence provided by Tay Tung High School
failed to prove that Evelyn had engaged in misconduct that severely undermined her
integrity. The timing of the affidavits and their substance raised questions about their
credibility and authenticity.

### Doctrine:

1. **Substantial Evidence in Dismissal Cases**: For a dismissal to be justified, there must be
substantial evidence proving the allegations against the employee. Mere conjectures or
suspicions aren’t sufficient grounds.

2. **Due Process in Administrative Proceedings**: A party’s due process rights are upheld if
they are given the opportunity to present their side, regardless of whether formal cross-
examination takes place.

### Class Notes:

- ¥*Key Concepts**:

- **Substantial Evidence**: The necessity for concrete proof in justifying employment
termination.

- **Due Process**: In labor disputes, procedural due process involves opportunities for
parties to present their side, not necessarily formal hearings.

- *Employer’s Burden**: An employer must prove just cause for termination; failure results
in illegal dismissal.

- *¥*Relevant Statutes/Provisions**:
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- **Article 282 of the Philippine Labor Code**: This article outlines just causes for
terminating an employment relationship, including serious misconduct and wilful
disobedience.

- **Code of Ethics for Teachers**: Emphasizes maintaining professional and ethical
relationships between teachers and students.

### Historical Background:

This case arose during the period when the Philippine government was actively defining and
protecting labor rights within the educational sector. The decision underscores evolving
legal standards regarding workplace ethics and the protection of employees from arbitrary
dismissal. The resolution of this case by the Supreme Court significantly impacts the
interpretation of ethical conduct within educational establishments.
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