G.R. No. 162994. September 17, 2004 (Case Brief / Digest)

### Title:
Christine Joy Capin-Cadiz vs. Brent Hospital and Colleges, Inc.

### Facts:

Christine Joy Capin-Cadiz (Cadiz) was the Human Resource Officer of Brent Hospital and
Colleges, Inc. (Brent), an institution affiliated with the Episcopal Church of the Philippines.
On discovering that Cadiz was pregnant out of wedlock, Brent suspended Cadiz indefinitely,
instructing that she could return to her job only after marrying her boyfriend. As a result,
Cadiz filed a complaint with the Labor Arbiter (LA) for Unfair Labor Practice, Constructive
Dismissal, Non-Payment of Wages, and Damages, with a prayer for Reinstatement.

- **Procedure at LA:**

- The Labor Arbiter’s Decision dated April 12, 2007, concluded that Cadiz’s indefinite
suspension equated to constructive dismissal.

- It justified her dismissal on grounds of engaging in premarital sexual relations resulting in
immoral conduct, particularly emphasized because Brent is both a hospital and an
educational institution with strong religious values.

- It ruled that she was not entitled to reinstatement “at least until she marries her
boyfriend,” did not grant back wages, vacation/sick leave pay but awarded 13th month pay.

- **Appeal to NLRC:**

- On appeal, the National Labor Relations Commission (NLRC) affirmed the LA decision
(Resolution dated December 10, 2007) and denied Cadiz’s motion for reconsideration
(Resolution dated February 29, 2008).

- **Petition to CA:**

- Unsuccessful with the NLRC, Cadiz filed a petition for certiorari under Rule 65 with the
Court of Appeals (CA). The CA dismissed the petition for procedural defects (Resolution
dated July 22, 2008), namely incomplete statement of material dates, failure to attach
registry receipts, and failure to indicate the place of issue of counsel’s receipts.

- Cadiz’s motion for reconsideration was also denied (Resolution dated February 24, 2009),
maintaining no grave abuse of discretion by the NLRC.

### Issues:

1. Whether the CA committed a reversible error by dismissing Cadiz’s petition on technical
grounds.

2. Whether the NLRC committed grave abuse of discretion in upholding Cadiz’s dismissal as
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having just cause rooted in immorality due to her pregnancy outside of marriage.

3. Whether requiring Cadiz to marry her boyfriend as a condition for reinstatement
constituted a violation of statutory and constitutional rights.

4. Whether Cadiz was entitled to back wages, damages, and attorney’s fees.

### Court’s Decision:

- **0On Procedural Defects:**

- The Supreme Court found that while the petitioner failed to conform strictly to procedural
requirements, such defects were non-fatal and did not outweigh the merit of substantial
justice.

- The incomplete material date (receipt of the NLRC’s decision) was not critical as the
crucial date was included.

- Missing registry receipts in the affidavit did not preclude ascertainment of compliance,
considering the ends of substantial justice.

- **Immorality as Just Cause:**

- The Supreme Court ruled that premarital sexual relations and the resulting pregnancy do
not constitute immorality, particularly as Cadiz and her boyfriend had no legal impediment
to marry.

- The Court emphasized secular and public standards over religious morals, highlighting
that Cadiz’s conduct did not violate the societal norms and thus was not a valid ground for
dismissal.

- **Condition for Reinstatement:**

- Requiring marriage as a condition for reinstatement was found discriminatory and a
violation of Art. 136 of the Labor Code, which prohibits employers from including marriage
stipulations in employment.

- The condition was oppressive, coercive, and deprived Cadiz of her constitutionally
protected personal liberty and autonomy.

- **Entitlement to Back Wages and Other Benefits:**

- The Supreme Court ordered Brent to reinstate Cadiz without loss of seniority rights and
pay her back wages amounting to one year. However, the back wages were limited to an
equivalent to 1 year because Brent acted in good faith.

- Cadiz was awarded attorney’s fees but no moral and exemplary damages due to lack of
evidence of bad faith in her dismissal.
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### Doctrine:

1. **Rules of Procedure:** Relaxation of strict procedural rules in favor of substantial
justice, especially concerning labor cases where substantive rights should not be meagerly
conditioned by procedural technicalities.

2. **Public and Secular Morality:** Morality as a justification for employment termination
must be evaluated according to public and secular standards, not purely religious or
traditional moral views.

3. **Discriminatory Conditions:** Any condition demanding marriage as a term of
employment or reinstatement violates statutory protections against labor discrimination and
coerces personal liberties.

### Class Notes:

- **Constructive Dismissal**: In cases where indefinite suspension without just cause leads
to a conclusion of constructive dismissal.

- **Secular Morality vs. Religious Standards**: Employment actions must adhere to secular
and public morality rather than specific religious beliefs.

- **Non-Discrimination Clause**: Article 136 of the Labor Code prohibits marital
stipulations in employment.

- **Procedural Relaxation**: Substantial justice prevails over procedural technicalities,
ensuring fair adjudication in labor disputes.

- **Presumption Against Immorality**: Acts between consenting single adults devoid of legal
impediments are not per se immoral and cannot be grounds for employment termination.

### Historical Background:

Brent Hospital and Colleges, Inc., being affiliated with the Episcopal Church, applies
stringent moral policies influenced by its religious affiliation. This context of religious
backing against the backdrop of evolving secular and public moral values prompted
significant legal introspection on employment standards, public morality, and personal
liberties in the workplace.
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