Employment &
Labour Law 2020
A practical cross-border insight into employment and labour law

10th Edition
Featuring contributions from:
ACG International

Eric Silwamba, Jalasi & Linyama Legal Practitioners

MJM Limited

AnJie Law Firm

ESENYEL & PARTNERS LAWYERS AND
CONSULTANTS

Monereo Meyer Abogados

ANZ Partners
Arias
ASLABOR VALDÉS
BAS – Sociedade de Advogados, SP, RL
Breakthrough Attorneys
Brulc Gaberščik & Partners, Law Firm, Ltd.
Buterin & Posavec Law Firm
Carnelutti Law Firm
CDZ Legal Advisors
CMS Holborn Asia
De Law
Debarliev, Dameski & Kelesoska, 		
Attorneys at Law
Deloitte Kosova Sh.p.k.
Deloitte Legal Sh.p.k.
EmpLaw Advokater AB

GERLACH | Littler
Hamdan AlShamsi Lawyers and		
Legal Consultants
Hassan Radhi & Associates
Hogan Lovells
Homburger
Hughes Hubbard & Reed LLP
Khaitan & Co
Latournerie Wolfrom Avocats
LEGALIS
LEGALITÉ advokátní kancelář s.r.o.
Legalline
Lopes Muniz Advogados Associados
McCann FitzGerald
michels.pmks Rechtsanwälte Partnerschaft mbB
Mijares, Angoitia, Cortés y Fuentes, S.C.

Mori Hamada & Matsumoto
ONV LAW
People + Culture Strategies
Porzio Ríos García
R&T Asia (Thailand) Limited
Rátkai Law Firm
Rato, Ling, Lei & Cortés – Advogados
SANDIVA Legal Network
SOW & Partners
SyCip Salazar Hernandez & Gatmaitan
Udo Udoma & Belo-Osagie
Waselius & Wist
Winkler Partners
Wintertons Legal Practitioners
Y. Karamanolis & Associates LLC

Table of Contents

Q&A Chapters
1

Albania
Deloitte Legal Sh.p.k.: Sabina Lalaj & Edita Poro

12

Australia
People + Culture Strategies: Joydeep Hor

20

26

Austria
GERLACH | Littler: Roland Gerlach & Markus
Loescher
Bahrain
Hassan Radhi & Associates: Ahmed Abbas &
Sayed Jaffer Mohamed

33

Belgium
De Law: Christophe Delmarcelle

40

Bermuda
MJM Limited: Fozeia Rana-Fahy

48

55

62
70

76

84

92

Brazil
Lopes Muniz Advogados Associados: Zilma
Aparecida S. Ribeiro & Fábia de Almeida Bertanha
Chile
Porzio Ríos García: Ignacio García & Fernando
Villalobos
China
AnJie Law Firm: Zhenghe Liu & Samuel Yang

158

167

178

185
193

200

207

214

Italy
Carnelutti Law Firm: Giuseppe Bulgarini d’Elci &
Marco Sartori
Japan
Mori Hamada & Matsumoto: Shiho Ono & Yuko
Kanamaru
Kosovo
Deloitte Kosova Sh.p.k.: Ardian Rexha & Vegim
Kraja
Luxembourg
LEGALIS: Jackye Elombo
Macau
Rato, Ling, Lei & Cortés – Advogados: Pedro
Cortés & Helena Nazaré Valente
Mexico
Mijares, Angoitia, Cortés y Fuentes, S.C.: Claudio
Jiménez de León, Karla Almeyra Díaz &
Damián Alejandro Gómez Corona
Mozambique
BAS – Sociedade de Advogados, SP, RL / Legalline:
Pedro Madeira de Brito & Lara Tarciana Sousa dos
Mucudos Macamo
Netherlands
ACG International: Edith N. Nordmann

Colombia
ASLABOR VALDÉS: Germán Gonzalo Valdés
Sánchez, María Ximena Valdés Luna & Juan Diego
Valdés Rocha

223

Croatia
Buterin & Posavec Law Firm: Snježana Posavec
Mitrov

231

Cyprus
Y. Karamanolis & Associates LLC: Yiannis
Karamanolis & Andreas Karamanolis

239

Pakistan
ANZ Partners: Nabeel Rehman

247

Panama
Arias: Siaska SSS Lorenzo

Czech Republic
LEGALITÉ advokátní kancelář s.r.o.: Marie Janšová

253

Nigeria
Udo Udoma & Belo-Osagie: Jumoke Lambo &
Mary Ekemezie
North Macedonia
Debarliev, Dameski & Kelesoska, Attorneys at Law:
Martina Angelkovic & Ljupco Cvetkovski

Philippines
SyCip Salazar Hernandez & Gatmaitan: Dante T.
Pamintuan & Leslie C. Dy

100

Finland
Waselius & Wist: Jouni Kautto

107

France
Latournerie Wolfrom Avocats: Sarah-Jane Mirou

260

Germany
michels.pmks Rechtsanwälte Partnerschaft mbB:
Dr. Gunther Mävers & Dr. Jannis Kamann

269

127

Hungary
Rátkai Law Firm: Dr. Ildikó Rátkai

278

Romania
ONV LAW: Lorena Ciobanu & Ana Petrescu

135

India
Khaitan & Co: Anshul Prakash & Kruthi N. Murthy

287

Indonesia
SANDIVA Legal Network: Arthur Wailan Sanger &
Allova Herling Mengko

Senegal
SOW & Partners: Papa Massal SOW & Codou SOW
SECK

294

117

142

149

Ireland
McCann FitzGerald: Mary Brassil & Stephen Holst

Poland
CDZ Legal Advisors: Piotr Kryczek
Portugal
BAS – Sociedade de Advogados, SP, RL: Dália
Cardadeiro & Alexandra Almeida Mota

Singapore
CMS Holborn Asia: Wei Ming Tan & Lakshanthi
Fernando

Table of Contents

302

Slovenia
Brulc Gaberščik & Partners, Law Firm, Ltd.: Luka
Gaberščik & Marjetka Kenda

355

Spain
Monereo Meyer Abogados: Monika Bertram &
Patricia Rivera Almagro

362

318

Sweden
EmpLaw Advokater AB: Annika Elmér

368

325

Switzerland
Homburger: Balz Gross & Nina Rabaeus

375

333

Taiwan
Winkler Partners: Christine Chen

310

339

347

Tanzania
Breakthrough Attorneys: Vintan Willgis Mbiro &
Kheri Rajabu Mbiro
Thailand
R&T Asia (Thailand) Limited: Supawat Srirungruang
& Saroj Jongsaritwang

382

392

Turkey
ESENYEL & PARTNERS LAWYERS AND
CONSULTANTS: Selcuk Esenyel
United Arab Emirates
Hamdan AlShamsi Lawyers and Legal Consultants:
Hamdan Al Shamsi
United Kingdom
Hogan Lovells: Stefan Martin & Jo Broadbent
USA
Hughes Hubbard & Reed LLP: Ned Bassen & Sophie
Moskop
Zambia
Eric Silwamba, Jalasi & Linyama Legal Practitioners:
Lubinda Linyama & Joseph Alexander Jalasi
Zimbabwe
Wintertons Legal Practitioners: Ruvimbo T.L.
Matsika & Tatenda Nyamayaro

142

Chapter 19

Indonesia

Indonesia
Arthur Wailan Sanger

SANDIVA Legal Network

12
1.1

Terms and Conditions of Employment
What are the main sources of employment law?

The main source of employment law in Indonesia is Law No. 13
of 2003 on Manpower (“Labour Law”).
1.2 What types of worker are protected by employment
law? How are different types of worker distinguished?

In Indonesia, there are three types of workers: fixed-term
employees; permanent employees; and foreign employees. They
are distinguished according to the length of service, to the
nature of the job and to the type of job.
1.3 Do contracts of employment have to be in writing?
If not, do employees have to be provided with specific
information in writing?

For permanent employees, the contract can be in writing or oral.
However, for fixed-term and foreign employees it has to be in
writing or they will automatically become a permanent employee.
1.4 Are any terms implied into contracts of
employment?

There are no terms implied into contracts of employment.
1.5 Are any minimum employment terms and conditions
set down by law that employers have to observe?

The minimum terms of a contract of employment regulated in
employment law are as below:
a.
The name, address and line of business.
b. The name, sex, age and address of the employee.
c.
The occupation or the type of job.
d. The place where the job is to be carried out.
e.
The amount of wages and how the wages shall be paid.
f.
The job requirements, stating the rights and obligations of
both the entrepreneur and the employee.
g.
The date the work agreement starts to take effect and the
period during which it is effective.
h. The place and date where the work agreement is made.
i.
The signatures of the parties involved in the work
agreement.

Allova Herling Mengko

1.6 To what extent are terms and conditions of
employment agreed through collective bargaining? Does
bargaining usually take place at company or industry
level?

Labour Law refers to Collective Labour Agreements (“CLA”),
which are similar to collective bargaining agreements in other
jurisdictions. CLAs are a result of negotiation between a registered labour union or several registered labour unions, and the
employer or several employers or employer organisations. An
employer is not obliged to have a CLA, but at the same time,
no provisions in Labour Law prohibit an employer from taking
the initiative to propose a negotiation of a CLA. In practice,
the initiative to negotiate a CLA typically comes from the
labour union(s). It should also be noted that the Labour Law
requires an employer to have at least 10 employees in order to
have a company regulation (“CR”). A company regulation is
different to a CLA. A company regulation needs to be ratified
by the relevant local office of the Ministry of Manpower and
Transmigration (“MOMT”), depending on the employer’s location. The bargaining for CLA or company regulation usually
takes place at company level.

22 Employee Representation and Industrial
Relations
2.1 What are the rules relating to trade union
recognition?

The main source of law refers to Law No. 21 of 2001 on labour
unions. A labour union would not be recognised until it is registered with the local office of the MOMT. A labour union has
to notify:
a.
the local office of the MOMT, in writing, for registration
purposes; and
b. the employer, in writing, after it has registered with the
local office of the MOMT, on which the employer has no
right to object.
2.2 What rights do trade unions have?

The rights of the trade unions, among others, are:
a.
To negotiate a collective labour agreement with management.
b. To represent employees in industrial dispute settlements.
c.
To represent workers/labourers in manpower institutions.
d. To establish an institution or carry out activities related to
efforts to improve employees’ welfare.
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e.

To carry out other manpower or employment-related activities that do not violate prevailing laws or regulations.
2.3 Are there any rules governing a trade union’s right
to take industrial action?

The Labour Law recognises the employees’ right to take industrial action, i.e., strike, in a case of unsuccessful negotiation.
“Unsuccessful negotiation” means the failure to reach an agreement for the settlement of an industrial relations dispute which
is caused by the employer’s unwillingness to negotiate with the
employees (or the labour union) or caused by a deadlock in negotiation. The Labour Law defines a “strike” as an action of the
employees that is planned and implemented collectively, and/or
by the labour union, to stop or delay work.
2.4 Are employers required to set up works councils? If
so, what are the main rights and responsibilities of such
bodies? How are works council representatives chosen/
appointed?

Indonesia’s Labour Law acknowledges works councils as a
Bipartite Cooperation Body (“BCB”). Every company employing
more than 50 employees must establish a BCB. A BCB functions as a communications and consultancy forum focusing on
manpower matters in the company. The membership of a BCB
consists of a representative of the employer and a representative
of the employees, appointed democratically by the employees to
represent their interests.
2.5 In what circumstances will a works council have
co-determination rights, so that an employer is unable to
proceed until it has obtained works council agreement to
proposals?

If a company has established a BCB, every employment dispute
must go through bipartite negotiation. If such negotiation fails,
then one or both parties can submit the dispute to the local
manpower office to obtain their recommendation, or one or
both parties can submit the dispute to the Industrial Relation
Court (“IRC”).
2.6 How do the rights of trade unions and works
councils interact?

Under the Labour Law and its implementing regulation, there
is no clear provision on how labour unions and the BCB should
interact. In our experience, if a labour union exists, the BCB is
rarely utilised.
2.7 Are employees entitled to representation at board
level?

Nothing in the Labour Law and the Labour Union Law gives
members of a labour union the right to sit in a company’s
management or at board level.

32

Discrimination

of 1999 and the Labour Law, employees are protected against
any discrimination. Every person available for a job shall have
the same opportunity to hold a job without discrimination from
their employer.
3.2 What types of discrimination are unlawful and in
what circumstances?

The following provides the types of discrimination prohibited
under the relevant Indonesian regulations:
a.
According to the elucidation of Article 5 of the Labour
Law, discrimination means when an employee does not
have the same rights or chances as others with regard to
(i) applying for a job, and (ii) obtaining a viable standard
of living regardless of his/her gender, ethnicity, race, religion, skin colour or politics. This includes equal treatment
for a disabled employee.
b. Under Law No. 21 of 1999, discrimination in employment
and occupation includes discrimination in the provision of
training and skills development based on ethnicity, race,
religion, skin colour, politics, nationality or origin.
c.
Under Government Regulation No. 8 of 1981, employers
may not discriminate between the salaries of male and
female employees performing work of equal value.
d. Under Minister of Manpower Decree No. Kep.68/
MEN/IV/2004, employers may not discriminate against
employees because they have HIV/AIDS or are believed
to be infected with the HIV virus.
3.3 Are there any special rules relating to sexual
harassment (such as mandatory training requirements)?

There are no special rules related to sexual harassment within
the Labour Law. Sexual harassment is only regulated in the
general Criminal Law Code under Article 289.
3.4

Are there any defences to a discrimination claim?

The Labour Law does not provide any specific regulation in
relation to the defences to a discrimination claim.
3.5 How do employees enforce their discrimination
rights? Can employers settle claims before or after they
are initiated?

The Labour Law regulates that if an employee gets discriminatory treatment when they are working, then he/she can ask the
company to conduct a bipartite negotiation. The sanction of a
violation of discrimination rights in the company is administrative sanction.
3.6 What remedies are available to employees in
successful discrimination claims?

Available remedies are not specifically addressed in the Labour
Law or its implementing regulations.

3.1 Are employees protected against discrimination? If
so, on what grounds is discrimination prohibited?

3.7 Do “atypical” workers (such as those working parttime, on a fixed-term contract or as a temporary agency
worker) have any additional protection?

As regulated in the 1945 Indonesian Constitution, Law No. 21

There is no additional protection for atypical workers in
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Indonesia. As far as rights and protection are concerned, the
provisions in the employment agreement will play a significant
part.
3.8 Are there any specific rules or requirements
in relation to whistleblowing/employees who raise
concerns about corporate malpractice?

There are no specific rules or requirements in the Labour Law
or its implementing regulations related to whistleblowing. Many
companies that applied a whistleblowing system have only
applied it based on their internal company policy or, for foreignowned companies, it would apply based on their shareholders’
requirement.

42
4.1

Maternity and Family Leave Rights
How long does maternity leave last?

The Labour Law regulates that a worker is entitled to one and
a half months’ (90 days) maternity leave before giving birth and
another one and a half months (90 days) after giving birth. This
can be extended if the employee receives a letter from an obstetrician stating that they require further leave days. In practice
they can take leave after giving birth for three months.
4.2 What rights, including rights to pay and benefits,
does a woman have during maternity leave?

The worker is entitled to a full salary (basic salary and fixed
allowance) and medical reimbursement during maternity leave.
Additional benefits may be regulated in the employment agreement, company regulation and/or CLA.
4.3 What rights does a woman have upon her return to
work from maternity leave?

A female employee has the right to breastfeed her baby at any
time, including during office hours if necessary. CR may regulate further rights for the employee.
4.4

Do fathers have the right to take paternity leave?

Yes, fathers are entitled to two days of paternity leave excluding
annual leave.
4.5 Are there any other parental leave rights that
employers have to observe?

Yes, other parental leave rights include where employees marry
off their children, have their sons circumcised or have their children baptised, and in the event of death of an employee’s child.
4.6 Are employees entitled to work flexibly if they have
responsibility for caring for dependants?

There is no entitlement to work flexibly under the Labour Law.

52

Business Sales

5.1 On a business sale (either a share sale or asset
transfer) do employees automatically transfer to the
buyer?

Employees do not automatically transfer to the buyer in business sales. The employees have the right to be given an option
to continue working for the buyer or to have their employment
terminated.
5.2 What employee rights transfer on a business sale?
How does a business sale affect collective agreements?

Upon their agreement to continue working for the buyer, all of
the employees’ applicable rights may or may not be transferred
to the buyer. A business sale may give rise to the right of the
labour union to negotiate new terms of employment, however
the determination of which shall be subject to the existing CLA.
5.3 Are there any information and consultation rights
on a business sale? How long does the process typically
take and what are the sanctions for failing to inform and
consult?

Under the Indonesian Company Law, based on Law No. 40 of
2007, a company has to inform its employees at least 30 days
before an acquisition to give them and related parties an opportunity to convey complaints if they think that the sale will disadvantage them. There are no sanctions for failing to do so under
the prevailing laws.
5.4 Can employees be dismissed in connection with a
business sale?

Yes. If a company dismisses its employees due to a business sale,
then it must pay the statutory termination payment.
5.5 Are employers free to change terms and conditions
of employment in connection with a business sale?

No, employers are not free to change the terms and conditions
of employment.

62

Termination of Employment

6.1 Do employees have to be given notice of
termination of their employment? How is the notice
period determined?

There is no notice of termination in Indonesian law. However,
if a company wants to terminate its employees, it has to obtain
approval from the IRC, or if they signed a Mutual Termination
Agreement, then the Mutual Termination Agreement should be
registered with the IRC.
6.2 Can employers require employees to serve a period
of “garden leave” during their notice period when the
employee remains employed but does not have to attend
for work?

Indonesian law does not recognise garden leave. However,
garden leave is similar to the suspension given by the company
Employment & Labour Law 2020
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during the termination process. During the suspension period,
the company is still obligated to pay the employee’s salary.
6.3 What protection do employees have against
dismissal? In what circumstances is an employee
treated as being dismissed? Is consent from a third party
required before an employer can dismiss?

An employee cannot be terminated unilaterally. A company can
only terminate its employees after obtaining approval from the
IRC. This is conducted by filing a lawsuit, unless the company
and employee can settle the dismissal by signing a Mutual
Termination Agreement which would then be registered with
the IRC.
6.4 Are there any categories of employees who enjoy
special protection against dismissal?

The Labour Law does not provide specific protection for certain
employees. However, the Labour Law does prohibit an employer
from dismissing an employee for the following reasons:
a.
The employee joins in matrimony.
b. The employee is absent due to illness for less than 12
months consecutively.
c.
The employee performs a role in a trade union.
6.5 When will an employer be entitled to dismiss
for: 1) reasons related to the individual employee; or
2) business related reasons? Are employees entitled
to compensation on dismissal and if so, how is
compensation calculated?

1.

The employer can initiate the termination of an individual
employee for the following reasons:
a. a violation of the employment agreement, CR or CLA;
b. the employee has been detained by the authorities and,
six months later, the employee is still unable to work
due to criminal proceedings;
c. the employee has been ill for 12 consecutive months,
as certified by a doctor;
d. the employee has been absent for five days without
notifying the employer and has been served proper
notice twice;
e. the employee has reached retirement age; and
f. the demise of the employee.
2. The employer can initiate the termination of employees for
the following business-related reasons:
a. a change of status, merger, consolidation or acquisition/change of company ownership;
b. the employer becoming insolvent;
c. the employer having suffered continuous losses for
two years consecutively, as proven by its financial
reports for the last two years that have been audited by
a public accountant; and
d. the employer is permanently closing down the
business.
There are many different circumstances and events which
may lead to termination. Similarly, there are a number of combinations of severance pay, a service period recognition payment
and compensation depending on the reason for the termination and the length of service which may apply. Therefore, they
must be calculated on a case-by-case basis. However, in general,

permanent employees’ severance packages will be calculated
based on their years of service, amount of monthly salary (basic
salary + fixed allowance (if any)), and the applicable severance
package calculation.
6.6 Are there any specific procedures that an employer
has to follow in relation to individual dismissals?

The termination procedures are as below:
a.
The company and employee have to conduct bipartite
negotiations within 30 days. Should they reach a settlement, they will sign a Mutual Termination Agreement. If
they do not reach any settlement, one of the parties will
have to submit a mediation petition to the local office of
the MOMT.
b. The mediation process will take 30 working days. Should
they reach a settlement before the mediation, the mediator will issue a recommendation and they will then sign
a Mutual Termination Agreement. If they do not reach
a settlement, one of the parties will have to file a lawsuit
with the IRC.
c.
The IRC will examine the case and issue a decision related
to the termination. Please note that the losing party has
the right to submit an appeal to the Supreme Court.
6.7 What claims can an employee bring if he or she
is dismissed? What are the remedies for a successful
claim?

Depending on the legality of his/her termination, and the
reason of termination, an employee may request for a bipartite
negotiation with the employer. Failing that, the employee may
refer the unsuccessful bipartite negotiation to the local office of
the MOMT (he/she may either choose to go through mediation,
arbitration or conciliation) and ultimately the IRC. For a termination of an indefinite-period employment agreement (permanent employment), the remedies may vary from reinstatement of
employment to statutory termination payment, which consists
of severance, long-service pay and compensation of rights. As
for termination of a fixed-term employment, any party that
terminates a definite-period employment agreement before its
expiry is obligated to pay to the other party compensation in the
amount equal to the definite-period employee’s salary up until
when the definite-period employment agreement should have
expired.
6.8 Can employers settle claims before or after they
are initiated?

Yes, the company can settle claims before or after they are initiated at the IRC. The settlement has to be elaborated in a Mutual
Termination Agreement.
6.9 Does an employer have any additional obligations
if it is dismissing a number of employees at the same
time?

The Labour Law does not differentiate an employer’s obligations for dismissing a number of employees, whether at the same
time or not.
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6.10 How do employees enforce their rights in relation
to mass dismissals and what are the consequences if an
employer fails to comply with its obligations?

The procedure for termination remains the same whether it
is a mass or individual termination (see question 6.6). If the
employee(s) has reasons to believe that the employer has failed
to comply with the mandatory requirements, the employee may
refer the dispute to the local office of the MOMT and, ultimately, the IRC.

72 Protecting Business Interests Following
Termination
7.1 What types of restrictive covenants are
recognised?

The Labour Law does not recognise restrictive covenants.
However, in practice, they can be agreed between the parties in
the Mutual Termination Agreement.
7.2 When are restrictive covenants enforceable and for
what period?

If regulated under the Mutual Termination Agreement, restrictive covenants can be enforced by filing a civil lawsuit.
7.3 Do employees have to be provided with financial
compensation in return for covenants?

Whether or not employees have to be provided with financial
compensation in return for covenants depends on the agreement
between the parties.
7.4

How are restrictive covenants enforced?

There is a similar jurisprudence during the Dutch colonial period
which categorises this as an unlawful act. Thus, any party may
file a civil lawsuit against the party breaching this agreement.

82

Data Protection and Employee Privacy

8.1 How do employee data protection rights affect the
employment relationship? Can an employer transfer
employee data freely to other countries?

Data protection is not specifically addressed in the Labour Law.
Law No. 11 of 2008 on Electronic Information and Transaction
(“EIT Law”) and its implementing regulations remain the main
regulation that addresses the use of an individual’s private or
personal information through electronic media. In essence,
the EIT Law strictly requires the consent of the individual
concerned to use their private or personal information through
electronic media. Consequently, an employer cannot transfer
employee data to other countries without the prior consent of
the data owner.
8.2 Do employees have a right to obtain copies of any
personal information that is held by their employer?

There are no specific provisions in the Labour Law which
address this. However, in general, the necessity to protect the

confidentiality of an individual’s personal data covers all individuals, regardless of whether they are employees, contacts or
dependants of the employees, or other individuals somehow
related to the entity that will collect, use, process, transfer and
disclose their data.
8.3 Are employers entitled to carry out
pre-employment checks on prospective employees
(such as criminal record checks)?

From a regulatory perspective, in Indonesia, aside from the
pre-employment medical check-up, most pre-employment background checks are not specifically regulated. However, in practice, some employers do carry out pre-employment screening on
prospective employee candidates.
8.4 Are employers entitled to monitor an employee’s
emails, telephone calls or use of an employer’s computer
system?

The EIT Law in essence prohibits a breach of privacy of the data
owner. However, if an employer’s computer system is used, then
it is advisable to regulate this matter in the CR or CLA.
8.5 Can an employer control an employee’s use of
social media in or outside the workplace?

Yes, an employer can control an employee’s use of social media
if this is regulated in the CR or CLA.

92

Court Practice and Procedure

9.1 Which courts or tribunals have jurisdiction to
hear employment-related complaints and what is their
composition?

The IRC hears employment-related complaints. A case will be
examined by three judges, one of whom acts as the head of the
panel of judges.
9.2 What procedure applies to employment-related
complaints? Is conciliation mandatory before a
complaint can proceed? Does an employee have to pay a
fee to submit a claim?

The termination procedures are as below:
The company and employee have to conduct bipartite negotiations within 30 days and, should they reach a settlement, they
will then sign a Mutual Termination Agreement. If they do not
reach any settlement, then the process is that one of the parties
will have to submit a mediation petition to their local manpower
office.
The mediation process will take 30 working days; should they
reach a settlement before the mediation, the mediator will issue
a recommendation and they will then sign a Mutual Termination
Agreement. If they do not reach any settlement, then the process
is that one of the parties will have to file a lawsuit to the IRC.
The IRC will examine the case and issue a decision related to
the termination. Please note that the losing party has the right
to submit an appeal to the Supreme Court.
A court fee will not be charged for claims under IDR 150
million. For a claim above IDR 150 million, a court fee will be
charged based on the panel’s discretion.
Employment & Labour Law 2020
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9.3 How long do employment-related complaints
typically take to be decided?

By law, the IRC must issue a ruling within 50 working days of
the first hearing and another nine months if the parties appeal
to the Supreme Court. However, in practice, the case will have
a final and binding decision in more than one year.
9.4 Is it possible to appeal against a first instance
decision and if so, how long do such appeals usually
take?

Yes, it is possible to appeal against a first instance decision. An
appeal to the Supreme Court can be submitted against a first
ruling (of the IRC) and only for disputes over rights and termination. An appeal in the Supreme Court will take nine months.
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