CBA ANALYSIS
PT BUKIT MAKMUR MANDIRI UTAMA (BUMA)

EDISI TAHUN 2023-2025

The Mukadimah (CBA Foreword) mentioned thats based on Law No. 13 of 2003
Note: Substantially considered to be better than the 2023 Omnibus Law.

1. Best Practices for Freedom of Association

Article 3: Parties Involved in Collective Bargaining Agreement

To ensure the representation of all jobsites, labor unions within PT Bukit Makmur
Mandiri Utama that do not meet the requirements to negotiate CBA under applicable laws
and regulations may still participate in negotiations, provided that:

a. If a jobsite has only one labor union, that union will represent the jobsite.

b. If a jobsite has more than one labor union, the union with the largest membership will
represent the jobsite.

Note: Clear recognition of the role of labor unions/workers' unions.

Article 4:

“Provisions in labor laws or regulations that are more favorable than this Collective
Bargaining Agrement are considered valid and automatically become an integral part of
this agreement.”

Note: This serves as a safeguard if company policies fall below normative standards.

Article 5:

“The Central Communication Forum for BUMA Labor Unions (FCK SP BUMA) is a
coalition of all labor unions across all jobsites, including the head office. This
organization is independent, autonomous, and responsible, formed by all BUMA labor
union management teams.”

Article 7: Recognition of Labor Unions

1. The company recognizes labor unions and/or FCK SP BUMA as authorized to
negotiate and sign CBA in accordance with applicable laws and regulations.

2. The company recognizes labor unions and/or FCK SP BUMA as participants in
bipartite forums for communication.

Article 9: Facilities for Labor Unions

1. The company provides office space for the labor union representing the majority
of workers to manage or conduct union activities. The labor union must use these
facilities responsibly.

2. The company provides bulletin boards at mutually agreed locations for labor union
activities.



Information posted on bulletin boards must be acknowledged by the labor union
and the company’s Industrial & External Relations (IER) or Human Resources
(HR) department.

Upon request, the company assists in collecting union dues by deducting them
from workers’ wages, in accordance with applicable regulations.

The company provides transportation and/or accommodation allowances based on
its financial capability for labor union officials managing employment-related
matters, supported by an official assignment letter from the company.

The company allows union officials to participate in labor-related training and
seminars.

Note: Sufficiently clear.

Article 65: Bipartite Council (LKS Bipartit)

1.

9.

10.

To foster good communication and create a harmonious working environment, the
company, labor unions, and worker representatives will jointly establish Bipartite
Council (LKS Bipartit).

LKS Bipartit serves as a forum for communication and consultation on labor
issues at both local (HO/jobsite) and national levels.

The local LKS Bipartit consists of representatives from the company and local
labor unions/workers. Its chairperson and secretary are elected by its members.
The national LKS Bipartit consists of representatives from the company and FCK
SP BUMA. Its chairperson and secretary are elected by its members.

LKS Bipartit members serve a term of three (3) years.

If there are changes in LKS Bipartit membership (either from the company or the
labor union), replacements must occur within one (1) month of the change.

Local LKS Bipartit meetings are held at least once a month or on special
occasions upon request by the company or labor union.

National LKS Bipartit meetings are held at least once every six (6) months or on
special occasions upon request by the company or labor union.

All LKS Bipartit meetings must be documented in meeting minutes, signed by the
chairperson and secretary.

The national LKS Bipartit minutes are distributed to relevant authorities and
copied to the Board of Directors (BoD).

All agreements in the Bipartite Meeting Minutes must be implemented responsibly by
both the company and labor unions.

Note: This article demonstrates a strong pro-dialogue initiative. However, its
effectiveness in addressing workplace issues should be evaluated further to ensure it does
not undermine the role of labor unions, as there are cases where Bipartite Institutions
replace or neglect the role of labor unions/workers’ unions.

2. Bad Practices for Freedom of Association

Article 4: General and Technical Provisions
“This CBA primarily regulates general and substantive matters, while the technical details
of its content will be separately governed by a Board of Directors' Decree.”



Note: This provision has the potential to introduce unilateral rules that may disadvantage
workers.

Avrticle 11: Reporting of Union Activities and Finances

1. The company shall transfer membership dues to the labor union no later than the
6th of the following month.

2. The labor union is obligated to submit reports on its activities and financial status
to both its members and the company.

3. Reports on activities and finances must be submitted at least once every three (3)
months. If there is evidence of misuse of funds by the labor union, the company
may suspend the transfer of Check-Off System (COS) payments to the union.
Note: This provision risks infringing on the internal operations and independence
of the labor union’s activities.

3. Best Practices on Occupational Health and Safety (K3)
Article 17: Workers’ Rights and Responsibilities

1. Workers’ Rights:
a. Workers have the right to refuse work if occupational health, safety, and
environmental standards required by applicable regulations have not been met by
the company.
b. Workers may stop or decline to perform work if they detect a hazard during the
course of their duties that could result in harm to themselves or the company, after
informing their supervisor.
Note: Sufficiently clear.

Article 18: Employer Obligations

1. The company is required to:
g. Identify and communicate workplace hazards to workers.
h. Provide workers with necessary personal protective equipment (PPE) and safety
tools.
i. Explain the functions of all PPE and safety tools required at the workplace.
J. Instruct workers on safe working procedures.
k. Comply with all occupational health, safety, and environmental standards as
mandated by applicable laws and address all workplace hazards to prevent
accidents.
I. Offer training and coaching to workers to prevent workplace accidents and
occupational diseases.
m. Establish and activate the Occupational Health, Safety, and Environmental
Committee (P2K3LH).
n. Investigate incidents and implement corrective actions based on the
investigation results.



Note: This serves as a foundation for workers to properly implement health and
safety (K3) protocols.

4. Best Practices on Wages

Article 33: Wages and Payment Systems

1.

Wages will not be paid if a worker is absent from work (no work, no pay), except
in cases specified under applicable labor regulations.

Note: According to Government Regulation No. 36/2021 on Wages, Article 40(2),
employers are required to pay wages even if workers are absent due to reasons
such as illness, long leave, menstrual leave, or maternity leave.

Article 38: Wages During Layoffs

1.

wmn

If circumstances force the company to halt part or all of its operations, it may lay
off workers in accordance with applicable laws.

During the layoff period, workers shall receive 100% of their wages.

The maximum layoff period is three (3) months.

This provision applies to all workers.

Note: There is no specific labor law regulating wages during layoffs. This
provision reflects the company’s good faith.

Article 49: Mess Allowance

2. Workers hired locally (Point of Hire, PoH) with at least four (4) years of service will be
entitled to a Mess Allowance. The amount is determined by a Board of Directors’ Decree.
Note: There is no regulation requiring a Mess Allowance, so this provision exceeds the

existing regulations.

5. Bad Practices on Wages

Article 51: Length-of-Service Awards

1. The company provides length-of-service awards to workers with five (5) years of

service and every additional five (5) years thereafter.
Note: Under the Job Creation Law (Law No. 6), length-of-service awards
(UPMK) are granted after three (3) years of service.

6. Best Practices on Social Security

Article 56: Worker Protection for HIVV/AIDS



1. The company implements specific occupational health and safety (K3) procedures
for the prevention and management of HIV/AIDS in the workplace, in accordance
with applicable laws and regulations.

2. The company provides protection to workers with HIV/AIDS against
discriminatory actions and treatment.

Note: This article demonstrates goodwill and special care, as stipulated in Law
No. 6/2003 and the Minister of Health Decree No. 1027/Menkes/SK/IX/2006,
which sets essential guidelines for managing HIV/AIDS in Indonesia.

Article 57: Incentive for On-Call Duty

The company provides on-call duty incentives for Level 1-4 employees assigned to work
during the company’s operational holidays. The incentive amount is determined by a
Board of Directors’ Decree.

Note: This incentive goes beyond existing regulations.

Article 59: Leave Policies
1. Periodic Leave
a. Workers eligible for periodic leave will have the leave period and duration
determined through mutual agreement, taking into account applicable regulations:

Level Work Period (Days) Leave Duration (Calendar Days)

1-2 70 14
3 52 13
4 45 13
5 40 13
6-7 30 10

2. Extended Leave
a. Workers who have worked continuously for five (5) years and subsequent
multiples thereof are entitled to extended leave benefits as follows:

1. Workers taking extended leave will receive extended leave allowances
equal to one (1) month’s salary.

2. Workers who choose not to take extended leave will receive both the
extended leave allowance (1 month’s salary) and an additional
compensation for the unused leave (1 month’s salary). The application for
this compensation must be submitted to the HR Department within two (2)
months of becoming eligible. If no application is made within two months,
the worker will be considered to have opted for extended leave.

Article 60: Paid Leave for Specific Events
1. Workers may take paid leave for the following reasons:
a. Worker’s marriage: 3 days
b. Worker’s child’s marriage: 2 days
c. Birth of worker’s legitimate child: 2 days
d. Religious rites (circumcision, baptism, naming ceremonies) for the worker’s
legitimate child: 2 days
e. Death of a family member (parents, in-laws, child-in-law, or household
member): 3 days
f. Sibling’s marriage: 1 day
g. Hospitalization of a spouse, child, parent, or in-law: 2 days



h. Performing Hajj for the first time (minimum 3 years of service): 40 days
I. For non-Muslim workers, undertaking religious pilgrimages abroad for the first
time (minimum 3 years of service): 20 days
Note: These leave policies provide more generous allowances than what is
mandated by labor laws.
Article 61: Unpaid Leave for Special Purposes
The company may grant unpaid leave for workers pursuing formal education, provided
they meet the following service durations:
1. 1-2 years of service: Maximum 3 weeks of leave
2. 2-3years of service: Maximum 4 weeks of leave
3. Over 3 years of service: Maximum 5 weeks of leave
Note: Same as above.

7. Bad Practices on Social Security

Article 76: Termination of Employment for Workers Aged 55

“The employment relationship for workers aged 55 will end, classified as retirement.”
Note: Under the Job Creation Law, the retirement age for private-sector employees was
initially set at 56 years. From January 1, 2019, the retirement age increased to 57 years
and continues to rise by 1 year every 3 years, reaching 65 years. Therefore, when this
CLA was created in 2023, the applicable retirement age should have been at least 58
years (or 59 years based on the 3-year increment).

8. Best Practices on Gender Equality
Article 17: Equal Rights for Male and Female Workers
1. (I) The company provides equal rights to all workers, both male and female,

regarding welfare and career development, in accordance with company policies.
Note: This demonstrates a non-discriminatory stance on gender.
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