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**Title: Coca-Cola Bottlers Philippines, Inc. vs. Iloilo Coca-Cola Plant Employees Labor
Union**

**Facts:**
1. **Background:** Coca-Cola Bottlers Philippines, Inc. (CCBPI) operates a manufacturing
plant in Iloilo City. Several employees, represented by Iloilo Coca-Cola Plant Employees
Labor Union (ICCPELU), were regular route drivers and helpers.

2. **Policy Change:** CCBPI’s policy required some employees to work on certain Saturdays
for maintenance activities. This was consistent with the Collective Bargaining Agreement
(CBA),  which  allowed  management  to  schedule  Saturday  work  based  on  operational
necessity.

3.  **Cessation  of  Saturday  Work:**  On  July  1,  2005,  CCBPI  informed  ICCPELU  that
Saturday work would cease starting July 2, 2005, citing operational necessity and cost-
saving measures. The union opposed this decision but CCBPI persisted.

4.  **Grievance Filed:**  The union filed a  written grievance,  claiming CCBPI’s  decision
violated Section 1, Article 10 of the CBA. CCBPI responded, asserting its right to schedule
work based on operational needs.

5.  **Voluntary  Arbitration:**  The  dispute  escalated  to  the  National  Conciliation  and
Mediation  Board  (NCMB)  and  was  submitted  for  voluntary  arbitration.  The  Panel  of
Arbitrators ruled in favor of CCBPI, stating that the union members were not entitled to
basic pay if they didn’t work on Saturdays and CCBPI couldn’t be compelled to provide
Saturday work.

6. **Appeal to CA:** The union appealed the decision to the Court of Appeals (CA). The CA
reversed the Panel of Arbitrators’ decision, ruling that CCBPI should:
– Comply with the CBA for normal workweeks.
– Allow work for four hours on Saturdays.
– Pay for unworked Saturdays from July 2, 2005, onwards.

7. **Petition to Supreme Court:** Unhappy with the CA’s decision, CCBPI appealed to the
Supreme Court, challenging the interpretation of the CBA and the obligations regarding
Saturday work.

**Issues:**
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1. **Mandatory vs. Optional Saturday Work:** Whether the CBA required CCBPI to schedule
work on Saturdays mandatorily or gave it the discretion to do so based on operational
necessity.

2.  **Company  Practice  and  Diminution  of  Benefits:**  Whether  the  non-scheduling  of
Saturday work constituted a withdrawal of an established company practice and resulted in
a prohibited diminution of benefits.

**Court’s Decision:**
1. **Mandatory vs. Optional Work:**
– **Court Interpretation:** The Supreme Court found that the CBA clearly gave CCBPI the
discretion to schedule Saturday work depending on operational necessity.
– **Reasoning:** The Court relied on the unambiguous language of the CBA, which stated
management had the option to schedule work based on operational needs. The provision
didn’t mandate Saturday work but allowed it at management’s discretion.
– **Outcome:** The Court disagreed with the CA’s interpretation that Saturday work was
mandatory under the CBA and found in favor of CCBPI’s discretion not to schedule it.

2. **Diminution of Benefits:**
– **Definition of Benefits:** The Court clarified that the benefit in question was the premium
pay for Saturday work, not Saturday work itself.
–  **Company Practice:**  The Court  ruled that  the cessation of  Saturday work did not
constitute a diminished benefit as Saturday work was subject to operational necessity and
not freely given.
– **Outcome:** The Court concluded that the decision not to schedule Saturday work didn’t
violate the non-diminution rule as the premium pay was contingent upon operational needs.

**Doctrine:**
– **Management Prerogative:** Management retains the discretion to schedule work based
on operational needs unless otherwise explicitly stated in the CBA.
– **Non-Diminution of  Benefits  Doctrine:**  Benefits  subject  to specific  conditions (e.g.,
operational necessity) don’t fall under the non-diminution rule if those conditions are not
met.
–  **Contract  Interpretation:**  Clear  and  unambiguous  contractual  terms  control  over
interpretations that add ambiguity or conflict with the original language.

**Class Notes:**
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– **Management Prerogative:**  Defined as having the discretion to schedule work per
operational necessity unless explicitly limited by the contract.
–  **Non-Diminution  Rule  (Labor  Code,  Article  100):**  Refers  to  monetary  benefits  or
privileges that are given without qualification, which employees can expect to continue
unless justified changes occur.
– **Contractual Interpretation:** The literal meaning of stipulations controls if clear and
leaves no doubt as to the contracting parties’ intentions.

**Historical Background:**
– During the 2000s, labor relations in the Philippines often saw conflicts regarding the
interpretation  and  implementation  of  CBAs,  especially  concerning  management’s
prerogatives  and  labor  rights.  This  case  reflects  the  tensions  and  legal  clarifications
necessary to balance these aspects amid operational adjustments by companies.


