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**Title: Wellington Investment and Manufacturing Corporation vs. Department of Labor**

**Facts:**
The dispute began on August 6, 1991, when a Labor Enforcement Officer visited Wellington
Flour Mills, a business operated by Wellington Investment and Manufacturing Corporation
(“Wellington”).  The  officer’s  report  noted  a  failure  to  pay  monthly-paid  employees  for
regular holidays that fell on Sundays. Wellington disputed this in an August 10, 1991 letter,
arguing their  monthly  salaries  already  covered all  holidays,  including  those  falling  on
Sundays.

Wellington further elaborated in a position paper, explaining their monthly salaries used a
“314 factor” basis. This means the salary covered 314 working days, including ten regular
holidays, special holidays, and accounted for 51 Sundays in a year.

However, the Regional Director didn’t accept Wellington’s justification and ruled on July 28,
1992, that when holidays fall  on Sundays,  it  creates an “extra” working day requiring
additional pay, except the last Sunday of August. The company was told to compensate their
employees for four extra working days. Wellington’s August 10, 1992, motion to reconsider
was rebuffed and treated as an appeal.

Respondent Undersecretary of Labor affirmed the decision by an Order on September 22,
1992,  instructing  Wellington  to  pay  for  six  more  working  days  covering  1988-1990.
Wellington’s subsequent motions for reconsideration were repeatedly denied.

Thus, Wellington elevated the matter to the Supreme Court by way of a special civil action
of certiorari to nullify these orders. On July 4, 1994, the Supreme Court issued a temporary
restraining order halting the enforcement of the orders.

**Issues:**
1.  Whether  an  employee,  paid  on  a  monthly  basis  with  a  “314 factor,”  is  entitled  to
additional pay for regular holidays that fall on Sundays.
2. Whether the Regional Director and the Undersecretary of Labor acted without or in
excess of authority or with grave abuse of discretion in interpreting the law to require such
additional payments.

**Court’s Decision:**
1. **Employee Compensation for Holidays Falling on Sundays:**
–  The  Court  concluded  there  is  no  legal  basis  requiring  employers  to  give  additional
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compensation  for  regular  holidays  that  coincide  with  Sundays.  The  monthly  salary
calculated based on the “314 factor” sufficiently accounted for all working days within a
year, including ten regular holidays, without needing extra payments.

2. **Interpretation and Authority:**
– The Supreme Court found that the Regional Director and the Undersecretary of Labor
exceeded  their  authority  by  interpreting  the  Labor  Code  in  a  manner  that  creates
obligations  not  expressly  stated  in  the  law.  The  exhaustion  of  multiple  administrative
appeals showed the repeated affirmation of an erroneous understanding of the law by the
labor authorities.

3. **Nullification of Orders:**
– The orders instructing Wellington to compensate for additional working days were deemed
to have been issued without proper authority or grave abuse of discretion. The Supreme
Court set aside these orders and dismissed the proceedings against Wellington.

**Doctrine:**
1. **Payment for Regular Holidays:**
–  Uniformly  paid  monthly  employees  receiving  a  fixed  monthly  compensation  are  not
entitled to additional payment when a regular holiday falls on a Sunday. The concept of a
“314 factor” sufficiently covers all legally mandated compensations without adjustments
necessitated by holidays coinciding with Sundays.

2. **Authority of Labor Officials:**
– Labor officials cannot create legal obligations by interpreting labour provisions to impose
requirements  not  explicitly  stated  in  the  law.  Any  interpretations  expanding  beyond
legislative intent are invalid and without authority.

**Class Notes:**
1. **Article 94, Labor Code:**
– Regular holidays must be compensated with a regular daily wage, even when no work is
done.

2. **Omnibus Rules Implementing the Labor Code:**
– Monthly salaries should be based on 365 days divided by twelve.
– All days in a month must be compensated whether worked or not, irrespective of the
month’s length or the declaration of holidays and fortuitous events.
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3. **Statutory Interpretation:**
–  Labor  officials  must  adhere  strictly  to  statutory  provisions,  avoiding  extensions  of
interpretation that create unintended obligations.

4. **Judicial Review:**
– Certiorari can annul administrative orders exceeding jurisdiction or issued with grave
abuse of discretion.

**Historical Background:**
The Labor Code of the Philippines, modeled partly on international labor standards, aims to
protect employees’ rights including fair compensation. The Wellington case arose during a
time  when  issues  of  fair  wages  and  labor  rights  were  hotly  debated.  With  ongoing
adjustments to labor policies, disputes like this highlight the tension between administrative
interpretation and legislative intent.

By ensuring that employees are compensated fairly while not imposing undue burdens on
employers,  this  legal  framework  seeks  to  balance  worker  protections  with  business
interests. This case particularly underscores the principle that administrative regulations
must align with established legislative frameworks without overstepping boundaries.


