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ABSTRACT

Regulations related to legal protection and gender equality among laborers
are crucial, especially in industries dominated by male workers, such as coal
mining. This study aims to analyze legal protection for gender equality in the
coal mining industry through a case study on PT Mutiara Etam Coal (MEC).
The research employed a qualitative descriptive method through a case
study involving company leaders and employees as research subjects. Data
were gathered through observation, interviews, and documentation and
analyzed through the collection, reduction, presentation, and conclusion-
drawing stages. The results of the study indicated that PT MEC complied
with Law No. 18 of 2008 on Manpower by preventing gender discrimination
in the workplace. Gender equality at PT MEC included an equal wage system
between men and women, inclusive recruitment, and supportive facilities
and policies for employee welfare Special measures, including anti-
harassment policies, were implemented to ensure workers' safety, especially
women. Although PT MEC had demonstrated a strong commitment to
gender equality and developed a fair working environment, further efforts
were needed to achieve all-round equality. This indicates the importance of
sustainable implementation of more comprehensive policies and strategies in
the coal mining industry.

KEYWORDS: legal protection, gender equality, coal mining industry

INTRODUCTION

workplace (Sari & Suryaningsi,

The coal mining industry plays
an important role in Indonesia's
economy, making it one of the
world's largest coal producers and
exporters. Although the industry
makes a significant economic
contribution, it faces complicated
issues in terms of legal protection
and gender equality in the

2093).

In Indonesia's coal mining
industry, gender inequality is still an
important  issue. Despite the
increase in the number of women
working in the sector, various types
of discrimination continue to occur
(Rahmawati et al., 2024
Ramadhanita, 2022). Several issues
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need to be addressed, including the
wage gap between male and female
workers, the risk of gender-based
harassment and violence in the
workplace, the lack of opportunities
for women to occupy leadership
positions, and the lack of
opportunities to meet the specific
needs of female workers (Santoso et
al., 2023).

Indonesia has a firm legal
foundation in terms of legal
protection. One of the primary laws
regulating workers' and employers'
rights and obligations is the
Manpower Law Number 13 of 2003.
In addition, Indonesia has
demonstrated its commitment to
international labor standards by
ratifying  several  international
conventions, such as ILO
Convention No. 100 on Equal Pay
and ILO Convention No. 111 on
Discrimination in Employment and
Position.

However, from the perspective
of gender equality, the
implementation and enforcement
of laws remain challenging. There
are often differences between
practices and policies, especially in
remote areas where many coal
mining operations are common
(Ihsani, 2021; Suryaningsi et al,,
2016; Suryaningsi et al., 2023).
Factors exacerbating this situation
include a lack of oversight of labor
practices, a lack of law enforcement
prohibiting gender discrimination, a
lack of effective dispute-resolution
tools for women workers, and
persistent gender stereotypes in the
mining industry (Erika, 2021).

A thorough analysis of how
equal legal protection for men and
women in the coal mining sector in
Indonesia is needed, given the

complexity of this issue. This study
is crucial to 1identifying the
differences between regulation and
law enforcement in today's coal
mining industry. In addition, this
study offers suggestions on how to
strengthen legal protections and
achieve significant gender equality
in the sector (Nadia & Afifah, 2021;
Nordiana et al., 2024; Suryaningsi &
Muhazir, 2020).

The mining industry, where
most workers are men, often has a
masculine and harsh work
environment. In these conditions,
female workers can be a minority

and more vulnerable to
inappropriate treatment. This
gender imbalance can create

unhealthy power dynamics, where
women are more likely to be
targeted by sexual harassment and
violence (Hansen et al, 2007
Manan, 2006; Suryaningsi et al,
2024). In addition, a work culture
that does not pay attention to gender
norms and ethics can exacerbate the
situation, with harassment and
violence against women often
ignored or taken for granted (Gofur
et al., 2024; Suryaningsi, Azis, &
Rosmini, 2024; Suryaningsi, Herliah,
Syarif, et al., 2024). It makes women
insecure and reluctant to report the
incident, which exacerbates the
problem. Therefore, strict legal and
policy protection is needed to
protect the rights of women workers
in this sector (Suryaningsi &
Muhazir, 2020).

The work environment in the
mining industry is often designed
based on the needs of most workers,
who are generally men. Therefore,
the specific needs of women are
often overlooked. In many mine
sites, sanitation facilities, such as



toilets and bathrooms, are often
inadequate for women. These
include the lack of separate toilets
for women, the lack of access to
clean facilities, and the absence of
safe and comfortable places for
women's special sanitation needs
(Nordiana et al., 2024). Many mining
companies do not have or lack
maternity leave policies that support
female workers, including a lack of
flexibility in work schedules for
pregnant or recently giving birth
women and the absence of lactation
rooms for breastfeeding mothers.

Mine environments are often
harsh and high-risk, with little or no
consideration for women's specific
safety needs, such as size-
appropriate protective clothing or
special safety policies. This creates
an unfriendly work environment for
women, which can hinder their
participation in the industry
(Lusiana et al., 2024; Suryaningsi,
2028). Therefore, it is important for
mining companies to implement
more inclusive policies and ensure a
safe and comfortable working
environment for all workers,
including women.

It is known that women often
face discrimination in  job
opportunities, wages, and
promotions. They are often placed
in positions considered more
"appropriate” to their genders, such
as administrative posts, rather than
fieldwork or managerial positions.
Women are often excluded from
important decision-making
processes in companies, resulting in
policies that pay less attention to the
interests and needs of women
workers. Women often receive lower
wages compared to men for equal
work, reflecting gender inequality in
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work compensation. Existing laws
and regulations may not adequately
protect the rights of women workers
or are not properly implemented,
leaving women vulnerable to rights
violations (Suryaningsi, 2013; Syarif
et al., 2023).

The results of this study are
expected to provide a more
comprehensive understanding of
the challenges in achieving gender
equality in the coal mining industry.
This research will help develop
better policies and practices to
protect the rights of women
workers and create a fairer and
more inclusive working
environment in Indonesia's coal
mining sector. As a result, this
research will not only help women
workers in the coal mining sector
improve their working conditions
and well-being but also serve as a
reference for other extractive
industries in Indonesia to achieve
gender equality and better legal
protection for all employees.

METHODS

This study employed qualitative
research methods through field
research. This research was carried
out in the operational area of PT
Mutiara Etam Coal (MEC) mining
company. Data were collected
through in-depth interviews with
the company's management and
employees, direct observation, and
records. The data gathered were
then reduced, presented, and
concluded. To analyze and describe
the phenomenon of legal protection
and gender equality in the coal
mining work environment, the
research also focuses on work
activities, policy implementation,
practices related to gender equality,
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and

factors
implementation of legal protections
and gender equality along with

influencing  the

companies' efforts to improve both.
This method is expected to offer a

better
equality and legal protection in the
coal mining industry.

understanding of gender

RESULTS AND DISCUSSION
Result
Table 1. Interview Results Related to Legal Protection of Gender Equality at PT.
Mutiara Etam Coal (MEC)

Aspects Key findings Conclusion
Recruitment Recruitment at PT MEC is PT MEC shows a strong

Career
Opportunities

Wages

Career
Development

conducted in an open,
transparent, and professional
manner, with an emphasis on
competence, skills, and
experience regardless of gender.
The company also demonstrates
a commitment to increasing
gender diversity and encourages
women to apply for various
positions, including fieldwork.
The interview panel is designed
to be diverse and gender-neutral.

PT MEC provides equal
employment opportunities to all
employees, regardless of gender,
to hold positions based on
competence and experience. The
company also actively
encourages women to take roles
in various departments and
levels, including providing
training and equal career
development.

The wage system at PT MEC is
fair, transparent, and
competitive, with no gender-
based wage gap. Wages are
awarded based on performance,
experience, and competence,
with no distinction between male
and female workers for equal
positions.

The company provides equal
training and career development
for all employees, including
mentoring programs that
support women's career

commitment to implementing
gender equality in recruitment.
Although no specific policy exists
for recruiting women, the
recruitment process is carried
out fairly and openly.

PT MEC provides equal
employment opportunities to all
employees, regardless of gender,
to hold positions based on
competence and experience. The
company also actively
encourages women to take roles
in various departments and
levels, including providing
training and equal career
development.

PT MEC implements a fair and
gender-equal wage system based
on performance, experience, and
competence, not gender.

PT MEC is committed to
providing all employees equal
career development
opportunities, with policies
supporting skill and competency
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development in the mining

sector.
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improvement.

Statement

"Yes "No

Figure 1. Diagram of Legal Protection of Gender Equality in Employment in the

Coal Mining Industry

DISCUSSION

Recruitment

PT MEC has implemented
inclusive recruitment policies and
supported gender equality. The
company provides equal
opportunities for both male and
female applicants, with evaluations
based purely on qualifications and
abilities, preventing gender-based
discrimination. This policy reflects
the company's commitment to the
principles of social justice. It is in
line with national and international
regulations, in particular Law No. 13
of 2003 on Manpower and ILO
Convention No. 111 on
Discrimination in Employment and
Position.

In addition, PT MEC has
implemented internal programs to
increase women's involvement in
mining. These programs include
specific training for prospective
female workers, aggressive
recruitment campaigns to attract
more female applicants, and

mentoring and career development
that support the advancement of
female workers in companies. It
suggests that the company is
committed to creating an inclusive
work environment and supporting
gender equality.

PT MEC has also reduced bias
and discrimination by  using
technology in its recruitment
process. Online-based recruitment
systems, competency-based
assessment tools, and algorithms for
early screening of candidates have
increased transparency and
objectivity in the recruitment
process. This shows how hard the
company is working to ensure a fair
recruitment process despite several
challenges in the implementation of
inclusive recruitment policies faced
by PT MEC.

These findings align with the
research conducted by Heimann et
al. (2023) on how recruitment is
changing in the mining industry
around the world. Heimann et al.
(2023)  suggest that  mining
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companies implementing
recruitment policies that pay
attention to gender equality

increase workforce diversity and
innovation. In addition, the study
by Jones and Smith (1970)
emphasizes that implementing
recruitment policies that pay
attention to gender equality also
results in economic benefits because
it increases productivity and
innovation.

Based on these findings, it can
be concluded that PT MEC has
taken major measures to ensure
gender equality during recruitment
processes. These practices
demonstrate the company's
commitment to complying with

national and international
regulations and  creating an
inclusive and equitable work

environment. However, sustained
efforts are needed to increase
women's participation and
representation in the coal mining
industry. To deal with this, PT MEC
must continue to evaluate and
improve its recruitment policies
and cooperate with educational
institutions and the community.
Therefore, employers can ensure
that the principles of gender
equality are applied effectively and
consistently across all aspects of
employment, including
recruitment, career development,
and employee retention.

With this fair and transparent
recruitment policy, companies can
attract and retain the best talent
regardless of gender. This not only
increases diversity in the workplace
but also improves the company's
overall performance and
innovation, creating a dynamic and
inclusive work environment.

Job Opportunities

PT MEC has been working hard
to improve equal employment
opportunities for female workers.
This is shown by the company's
policy that supports the
implementation of training and
career development programs for
all employees, regardless of gender.
PT MEC is genuinely committed to
the principle of gender equality in
the workplace. This is not only in
accordance with the company's
internal policy but also in line with
Law Number 13 of 2003 concerning
Manpower, which expressly states
that every employee has the right to
equal employment opportunities
without discrimination based on
gender or other factors.

In addition, PT MEC has also
successfully implemented an
inclusive career  development
program. The program specifically
provides women workers the
opportunity to acquire the skills and
knowledge necessary to occupy key
positions in the company. It is
closely related to ILO Convention
No. 100 on Remuneration Equality,
which emphasizes the importance
of providing fair and equal
employment opportunities for all
workers, regardless of gender. PT
MEC strives to ensure that every
female worker has the same
opportunity to develop her career
and move to higher positions in the
company hierarchy through
ongoing training programs.

One of the strategic steps of PT
MEC to support equal employment
opportunities is to implement a
work flexibility policy. This policy
allows workers, especially female
workers, to balance the demands of



their jobs and their family
responsibilities. The
implementation of this flexible
work policy increases women's
participation in the workforce.

All in all, PT MEC has
successfully created an equal
working  environment through
various inclusion and diversity
programs implemented in the
company. These programs not only
contribute to creating a fair and
equitable work environment but
also encourage creativity and
innovation by leveraging diverse
perspectives from all employees. In
line with the opinions of Heimann
et al. (2023), companies that
consistently implement diversity
and inclusion programs tend to
show better financial performance
and build a more positive and
productive work culture.

Wages

PT MEC has made significant
progress in applying the principle
of gender equality in terms of
salaries. The data collected from PT
MEC  demonstrates that the
company implements a transparent
and fair payroll system, ensuring
wages are based on the worker's
responsibilities, experience, and
qualifications, not gender. This
aligns with Law Number 13 of 2003
concerning  Manpower,  which
requires employers to provide fair
wages not based on gender.

The implementation of a fair
payroll system at PT MEC also
follows ILO Convention No. 100 on
Remuneration  Equality, = which
stipulates that men and women
should receive equal pay for work
of equal value. Concerning this, PT
MEC seeks to reduce the gender
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wage gap by providing equal
compensation for contributions
made by workers, regardless of
gender. PT MEC also regularly
reviews wage structures to ensure
compliance with industry standards
and applicable regulations.

Open and honest reporting to
workers about  their  salary
calculations and the factors that
affect their salaries increases the
transparency of the company's
payroll system. This step, as noted
in the 2023 Worker Well-being
Report by Harper and Davis, not
only increases workers' trust in the
company but also ensures that the
payroll process runs fairly and in
accordance with the principle of
equality. To demonstrate the

company's commitment to
transparency and fairness,
employees are given the

opportunity to find out how their
salary is calculated and what factors
affect their compensation.

In addition, PT MEC's policy to
offer additional benefits and
incentives proves its commitment
to the general well-being of
employees. To provide fair and
adequate compensation to all its
workers, PT MEC implements this
policy to ensure that every male and
female worker receives equal
compensation for their work. The
policy includes providing benefits
such as performance bonuses,
target-based incentives, and health
benefits. This confirms the findings
from Wilson (1995), suggesting that
fair benefits and incentive policies
can improve job satisfaction and
overall employee motivation.

PT MEC is committed to
regularly evaluating wage policies to
ensure gender equality in
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compensation. This  evaluation
helps find possible injustices and
improvements to achieve
sustainable wage equity. In this way,
PT MEC concentrates not only on
policy implementation but also on
continuous evaluation and
adjustment to ensure that every
worker receives fair and equal
compensation.

Welfare

PT MEC shows a strong
commitment to the welfare of
employees,  especially  women
workers, through the

implementation of various policies
and the provision of supporting
facilities. One of the policies
implemented is the provision of
maternity, menstrual, and
miscarriage leave with a full wage
guarantee. This policy is in line with
the provisions of Law Number 138 of
2003 concerning Manpower, which
regulates workers' welfare rights to
provide fair protection for all
workers.

Moreover, PT MEC provides
special facilities to meet the special
needs of female workers, such as a
comfortable lactation room to
support breastfeeding mothers. Due
to flexible work policies, female
workers can balance their work and
family responsibilities. This is
especially true for workers who are
pregnant or have other special
needs. This improves the well-being
of women workers and increases
their productivity and loyalty to the
workplace.

PT MEC is also committed to
the well-being of its employees
through training and skill
development programs designed to
empower female employees. The

program ensures that female
employees have equal access to
career development opportunities,
including in the management and
technical fields. It also ensures that
gender equality is achieved in the
work environment.

The support for women
workers' welfare offered by PT
MEC aligns with Smith's (2010)
research, suggesting that worker
welfare involves meeting basic
needs and creating a work
environment that allows a balance
between professional and personal
life. In addition, according to
research by Dalimunthe et al
(2023), company policies that are
inclusive  and  supportive  of
employee  well-being  increase
employee productivity and loyalty.

With this comprehensive
welfare program, the company not
only improves the welfare of
individual workers but also creates a
more productive and harmonious
work environment. This is a strong
foundation to support occupational
safety and health for all workers in
the coal mining industry.

Job Security

Occupational safety is important
in creating a safe and comfortable
workplace for all workers, including
women. To ensure that the work
safety policy is strictly
implemented, PT MEC has taken
various strategic steps. Some of
these strategic measures include
providing a safe work environment,

specialized  safety gear, and
adequate safety training. Anti-
harassment policies, such as a
confidential  reporting  system,

guarantee the safety of whistle-
blowers.



The company has also installed
CCTV in various work areas and
assigned security officers to patrol
regularly to ensure the safety of all
employees. These measures reflect
the company's commitment to
protecting employees, especially
women, from the risk of
discrimination and harassment in
the workplace.

Mutiara and Koesmawan (2020)
suggest that a  safe  work
environment and an efficient
reporting system can increase
employee security and productivity.
In alignment with it, PT MEC has
implemented an approach that
reflects the company's efforts to

create a safe and inclusive
workplace.

A study by Jones and Smith
(1970) reveals that the

implementation of an organized
training and safety system increases
employee satisfaction and reduces
the number of work accidents. It
aligns with PT MEC's policies and
actions that have created a safer
work environment and supported
employee well-being.

With the various steps taken, PT
MEC not only ensures the safety
and security of employees but also
creates a work environment that
supports overall well-being. It is an
important  foundation in a
company's efforts to create a safe
and productive workplace.

Gender protection and equality
policies in PT MEC have been well
implemented in several important
aspects, such as maternity leave,
lactation facilities, and flexible leave
rules for female employees. It is in
line with the theory of gender
equality, which states that the
recognition and provision of special
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women in the
important  steps

facilities  for
workplace are
towards equality.

Although gender protection and
equality policy has been
implemented, there are still
problems in its implementation,
especially related to the awareness
and commitment of management to
its implementation. This suggests
the need for more training and
socialization of the policies for
managers so that they can
implement them properly.

Policies  supporting  gender
equality can increase the
attractiveness of companies in the
mining industry, which men have
traditionally dominated. This will
increase employee productivity and
satisfaction while improving the
company's image.

CONCLUSION

PT Mutiara Etam Coal has
implemented legal protection for
gender equality well. The company

implements an open and
competitive recruitment process,
supports career development

regardless of gender, and ensures a
fair wage system based on
performance and competence.
Welfare policies, including
maternity and menstruation leave,
have been well implemented. In
addition, PT MEC also maintains
work safety through a safe
environment and  strict anti-
harassment policy. While challenges
in increasing women's participation
in operational positions remain, the
efforts demonstrate a commitment
to gender equality and social justice
in the workplace, which aligns with
the company's values and applicable
labor laws.
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