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Undetermined Duration Contract 
 

Cambodia’s Labour Law 1997 divides employment contracts into two types: Fixed Duration Contract and 

Undetermined Duration Contract. To deal with doubt related to Undetermined Duration Contract, the 

Garment Manufacturers Association in Cambodia (GMAC) wishes to briefly explain the following:  

 

1. What is Undetermined Duration Contract? What criteria does it have?  

According to the Cambodian Labour Law, Undetermined Duration Contract is an employment contract 

made between workers and an employer with the following criteria:  

1- Both parties agree upon without setting a specific ending date (Article 67, Paragraph 1) or  

2- Both parties agree upon, setting a specific ending date but this duration is more than two years 

(Article 67, Paragraph 2) or  

3- This contract is made orally, not in writing (Article 67, Paragraph 7) or  

4- In case a Fixed Duration Contract continues quietly (without notice) and the total duration of the 

previous contract and the new contract exceeds two years. (Article 67, Paragraph 8)  

 

2. Procedure to terminate Undetermined Duration Contract  

  

The employer who intends to terminate an Undetermined Duration Contract must fulfill the following 

requirement:  

- Have a valid reason concerning the aptitude or behavior of the worker or according to the necessity 

of the enterprise/establishment’s operation. (Article 74, Paragraph 2).   

- Must fulfill an obligation to give notice in writing to the dismissed worker (Article 74, Paragraph 

1). The length of the notice depends on the seniority of the worker (Article 75) or depends on the 

length set forth in the contract. The employer is not required to give notice for terminating the 

employment contract of the worker committing serious misconduct. (Article 82) 

 

3. Payment for termination of Undetermined Duration Contract  

  

In case the employer terminates an Undetermined Duration Contract correctly in accordance with the law 

such as giving notice in writing and having a valid reason, the employer must pay the worker the 

following:  

(1) Wage that has not been paid  

(2) Payment instead of remaining annual leave (Article 167)  

(3) Indemnity for dismissal. The employer is not required to pay workers this indemnity if the 

employer terminates the worker due to serious misconduct. (Article 89)  

 

But if the employer terminates this employment contract against the law, the employer must pay the 

worker the following:  

(1) Wage that has not been paid  

(2) Payment instead of remaining annual leave (Article 167)  

(3) Payment instead of notice (Article 75)  

(4) Indemnity for dismissal (Article 89)  

(5) Damages (Article 91)   

 

Note: This legal pointer intends to provide members with legal information only and does not serve as 

legal advice. GMAC is not responsible for any damage resulting from the implementation of this legal 

pointer. GMAC encourages members to seek additional explanation from legal experts before 

implementing this legal pointer.       

 

For more information, please contact GMAC secretariat at 023 883 435 or Email: info@gmac-

cambodia.org.  
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