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Prior to its election to government in January 2001, Thaksin Shinawatra’s Thai 
Rak Thai Party promised a range of labour relations reforms (see Raengngan 
porithat, 2001: 17-8). For workers, after years of struggle and state repression, 
the proposed reforms would have seemed long overdue. In the past, even 
where progress had been made, and labour-related laws and policies 
developed, implementation had been weak. Responding to this, a key objective 
of recent labour activism has been to close this gap between the law and 
practice of contemporary industrial relations. Labour has sought to achieve this 
by working through a range of organisational vehicles – trade unions, labour 
federations, non-governmental organisations (NGOs) and a number of district 
and industry-based collectives. 
 
In theory, the labour relations system defines a legislated space that accords 
workers a range of legal rights upon which they may draw in their negotiations 
with employers and government. Nonetheless, as will be indicated, gaining 
entry to this space and securing and exercising legally defined rights has been 
the subject of continuous struggle. This paper does not set out the details of this 
contestation (see Brown, 2001). Our task is to provide a description of the 
contemporary legal and institutional aspects of the labour relations system. 
Where appropriate, brief discussions of how the system has tended to actually 
operate in practice are included. 
 
 
 
 
*This paper is part of a larger project on labour regulation funded by the Southeast Asia 
Research Centre, City University of Hong Kong. Studies of the situation in Malaysia, 
Singapore, Vietnam, Cambodia and Hong Kong will also be published as Working 
Papers. Each report follows a similar structure. They will also become a part of an 
Internet site that sets out the regulatory environment in these countries. 
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1. POLITICO-LEGAL FRAMEWORK 
 
1.1 Political Structure 
 
Since the overthrow of the absolute monarchy in 1932, Thailand has been a 
constitutional monarchy. For significant periods, however, constitutions have 
been ignored or non-existent as the military have played a significant political 
role. This authoritarian legacy is still to be seen in the country’s administrative 
structure, despite the development of electoral politics. 
 
Thailand has had 16 constitutions, with the most recent being the Constitution 
of the Kingdom of Thailand, 1997. This Constitution was developed with 
considerable input from a range of interested parties, and is seen as the most 
liberal of Thailand’s constitutions. Under the Constitution the King is Head of 
State, and must sign all legislation into law. The Constitution establishes three 
arms of government. Executive power is vested in the Council of Ministers (or 
cabinet or Prime Minister and ministers), while legislative power resides with 
Parliament (Rattasapha). Parliament is comprised of two houses. The elected 
lower house is the House of Representatives (Sapha phuthaen ratsadon). A 
party or parties gaining a majority in this house form government. The upper 
house or Senate (Wuthisapha) is, under this Constitution, also elected. Finally, 
judicial power is exercised through the Courts. 
 
The 1997 charter guarantees to provide citizens with a broad range of social 
and political rights. Many of these impact on labour. Sections 44 and 45, for 
example, guarantee that all citizens possess the right to freely associate and 
establish collective organisations. Nonetheless, the manner in which these 
basic rights might be exercised is governed by specific legislation and 
administrative regulation. A range of other laws and regulations thus define, in 
concrete terms, the kinds of basic social, industrial and political rights that 
accrue to the category of Thai citizen defined as ‘employees’ (lukjang). These 
will be discussed below. 
 
1.2 Legal Structure 
 
Thailand’s legal system revolves around a hierarchy of codified laws. As such 
laws that exist at a lower point in the hierarchy are not meant to contain 
provisions that contradict those contained in laws that occupy a higher position 
within the hierarchy. At the top of the hierarchy sits the Constitution. According 
to Section 6 of the 1997 Charter, the Constitution is the ‘supreme law of the 
State. The provisions of any law, rule or regulation, which are contrary to or 
inconsistent with this Constitution, shall be unenforceable’. This hierarchical 
system of laws is presented on the following page. 
 
It should be noted that, as the Constitution is recent, practice has yet to match 
this provision, and many laws and resultant legal procedures remain potentially 
in conflict with the Constitution. The Constitutional Court has been established 
to arbitrate such matters. In terms of labour relations, the two main sources of 
law are the Acts of Parliament (prarachabanyat) and various ministerial 
announcements (kotkrasuang). That is, various Acts empower Ministers (in 
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practice, this means public servants as the Ministers act through their Ministry) 
to issue other regulatory documents that interpret, in detail, the manner in which 
parliamentary legislation is applied. These documents may take various forms: 
Ministerial Orders or Regulations (kotkrasuang); Office Directives 
(prakatsamnak); and Department Directives (prakatkrom). 
 

Hierarchy of Laws and Regulations 

Constitution 

Acts of Parliament 

Emergency or Royal Decrees 

Ordinances, Ministerial Regulations and Announcements 

Other Regulations (rules, orders, announcements)  

Local Statutes, Municipal Regulations etc. 

 
It has been argued that this hierarchical structure of laws has disadvantaged 
labour. For example, the 1998 Labour Protection Act contains provisions that 
give workers the right to paid leave for the purposes of education and skills 
training. However, the Ministerial Regulations that actually govern the process 
of being granted leave is framed in a way that allows employers to avoid the 
granting of leave to an employee if they can show that to do so would have a 
detrimental impact on their business. This allows employers the opportunity to 
prevent employees from exercising their right to such leave (Bundit, 2000). It 
has also been observed that the drafting of such key regulatory provisions 
remains the sole preserve of public servants (Bundit, 2001). This means the 
process lacks transparency and does not allow for the participation of workers. 
 
It must also be noted that the hierarchical system is remarkably complex. With 
its plethora of Acts, laws, announcements, directives, sub-directives and orders, 
it is difficult to determine what regulation actually applies in different situations. 
This is seen to have favoured employers who alone can afford to maintain the 
battery of lawyers and other experts skilled in tracking appropriate legislation 
and understanding its application (Bundit, 2000). 
 
The Ministry of Labour and Social Welfare was established, after years of 
struggle, in November 1993 by a government led by Chuan Leekpai of the 
Democrat Party. Prior to this, a Department of Labour had existed within the 
Ministry of Interior. This Ministry was responsible for police and local 
administration throughout the country. In other words, the function of the 
Department was to control labour. It was significant that the establishment of 
the Ministry of Labour and Social Welfare followed the May 1992 blood-letting 
associated with the overthrow of Thailand’s most recent military government 
(see Choi, 2002). 
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The Ministry now represents the central apparatus through which state labour 
policy, laws and regulations are imposed and administered. The Ministry's 
official seal depicts three thewada (deva or angels), the middle figure 
representing the state, flanked to the right by capital and to the left by labour. 
The seal is thus symbolic of the state's commitment to the development of a 
tripartite system to regulate and control the capital-labour relation. This 
approach is, however, relatively recent. 
 
It was not until the early 1970s that a distinctive approach to labour relations 
began to emerge in Thailand. In 1972, the Ministry of Interior issued a 
Ministerial Announcement on labour relations, which set guidelines for the 
establishment of employer and employee associations (samakhom). Although 
workers were able to organise under the terms of the Announcement, existing 
legislation designed to keep industrial conflict in check proved unworkable in the 
face of labour activism over subsequent years. In an attempt to re-establish 
stability, additional legislation was promulgated by the Ministry of Interior in 
1974. This also proved insufficient. Finally, in 1975, the Labour Relations Act 
was promulgated. It accorded workers basic rights and a structured space 
within which they could organise and legitimately contest employer and state 
policy. 
 
2. LABOUR FORCE STRUCTURE 
 
In 2000, of a total population of about 62 million, the labour force in Thailand 
was officially estimated to involve just more than 33 million persons. The broad 
structure of the labour force is set out in Figure 1. 
 
Figure 1: Structure of the Labour Force, 2000 
 
 

Labour Force: 33.2 million Older than 15 but not in 
labour force: 13.1 million 

Employed: 
31.3 million 

Unemployed: 
1.2 million 

Seasonal Workers: 
0.74 million 

Agriculture: 13.9 million, Non-
Agriculture: 17.4 million 

Looking for work: 0.32 million 
Able to work but not looking: 0.87 million 

Total Population: 62.4 million  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Source: Ministry of Labour and Social Welfare (2000: 9). 
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2.2 Structure of Industrial Establishments 
 
A distinctive feature of Thailand’s industrialisation, sometimes seen to have 
hampered the growth of trade unions, is the widespread employment of wage-
labour in relatively small firms. In 1993, for example, of some 239,678 
establishments, 96.7% employed fewer than 100 workers (Somsak, 1995: 42). 
This situation has not changed much. As can be seen in Table 1, in 2000, 
almost 70 percent of establishments hired fewer than ten employees. 
 

Table 1: Number of Establishments and Employees, 2000 
 

Totals 1-9 Employees 10 or more Location 
Nos. of Establishments Employees Establishments Employees Establishments Employees 

Bangkok 158,864 3,135,349 109,533 409,057 49,331 2,726,292 
Provinces* 25,946 1,714,563 11,643 44,723 14,303 1,669,840 
Central 40,795 1,419,741 28,187 91,582 12,608 1,328,159 
North 32,621 476,736 23,919 77,365 8,702 399,371 
North-East 49,654 516,730 40,432 121,607 9,222 395,123 
South 35,696 544,248 26,586 84,586 9,110 459,662 
National 343,576 7,807, 367 240,300 828,920 103,276 6,978,447 

 
*Provinces here refers to the five provinces surrounding Bangkok (Nakhon Pathom, Nonthaburi, 
Pathumthani, Samutprakan and Samutsakhon). 
 

Source: Ministry of Labour, 2000: 116-17 
 
What constitutes an ‘establishment’ is not clearly defined. However, the figures 
in Table 1 refer to those establishments classed under the broad category of 
‘industry’ (utsahakam). This category includes: mining and quarrying; 
manufacturing; electricity, gas and water; construction; wholesale, retail, 
restaurants and hotels; transport storage and communications; finance, 
insurance, real estate and business services and community, social and 
personal services. 
 
As various provisions in a number of labour laws and regulations apply only to 
firms that employ more than ten workers, this means that those employed in 
firms with less than ten employees fall outside the scope of protective labour 
legislation and regulation. In 2000, this meant that 828,920 or a little over ten 
percent of all employees fell outside of labour protection legislation (see Table 
1). Moreover, the size of the ‘informal’ economic sector is large. In the early 
1990s, it has been estimated that around 4.5 million were employed in this 
sector of the economy, and since the economic crisis in mid-1997, it is 
estimated that this sector has expanded (see Pasuk and Baker, 2000). Informal 
sector workers are not covered by the minimum wage, social welfare or other 
forms of protective legislation or regulations. This factor is also seen to hamper 
unionisation. 
 
However, as can be seen in Table 2, by 2000, almost 60 percent of employees 
are now working in industrial enterprises employing 100 or more workers. This 
indicates the further industrialisation of the economy, and may lead to the 
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expansion of enterprise unions. It is noticeable that women are 
disproportionately represented in large enterprises. This indicates the 
predominance of women’s employment in the export-oriented sector and in 
enterprises with foreign investment. 
 

Table 2: Size of Enterprises and Number of Employees by Sex, 2000 
 

Size of Enterprise Total No. of Employees Male Female 
1-4 370,355 211,081 159,274 
5-9 458,565 278,475 180,090 

10-19 639,217 375,227 263,990 
20-49 1,007,709 584,294 423,415 
50-99 713,129 402,934 310,195 

100-299 1,369,432 730,114 639,318 
300-499 694,328 341,271 353,057 
500-999 796,455 358,787 437,668 

1,000 or more 1,758,177 771,943 986,234 
Totals 7,807,367 4,054,126 3,753,241 

 
Source: Labour Studies and Planning Division, Department of Labour Protection and Welfare 

 
 
2.3 Demographic Structure and Educational Attainment of the Working 
Population 
 
Projections of the age composition of Thailand’s total population for the years 
2000-2015 are shown in Table 3. It may be noted that the population is aging, 
mainly due to the rapid uptake of birth control from the 1960s. 
 
Table 3: Age Structure of Population, 2000-2015 
 

Age 2000 2005 2010 2015 
0-14 years 23.4% 22.2% 20.7% 19.0% 
15-24 17.4% 15.2% 14.2% 14.0% 
25-44 35.6% 35.1% 33.2% 30.5% 
45-59 14.3% 17.0% 20.0% 22.0% 
60+ years 9.4% 10.4% 12.0% 14.4% 

 
Source: Mason and Campbell, 1993: 2 

 
Projections of the age composition of Thailand’s labour force for the years 
1985-2005 are indicated in Table4. As with the total population, the trend is for 
an aging workforce. 

Southeast Asia Research Centre Working Papers Series, No. 27, 2002 
 

6 



 

 
Table 4: Age Structure of the Labour Force, 1985-2005 
 

Age 1985 1995 2005 
11-24 years 31.1 25.4 20.4 
25-34 38.2 29.7 27.2 
35-44 18.2 21.7 24.5 
44-59 17.8 17.8 22.1 
60+ years 4.7 5.4 6.0 

 
Source: Bauer, Nipon and Ogawa (1993: 98) 

 
The educational attainment level of employed persons is presented in Table 5 
below. It is noticeable that in 2000, almost two-thirds of employed persons have 
lower than a high school education. This reflects the fact that education in rural 
areas has been poor, and almost 42 percent of employed persons remain 
involved in agriculture. Educational levels are higher in urban employment, and 
education levels are gradually improving throughout the country. 
 
Table 5: Educational Attainment of Employed Persons 2000 
 

Educational Level % 
Primary Education or less 63.8 
High School or equivalent 22.0 
University 8.9 
Other 5.3 
Total 100.0 

 
Source: Labour Studies and Planning Division, 
Department of Labour Protection and Welfare 

 
 
3. EMPLOYMENT/LABOUR CONTRACT AND LABOUR LAWS 
 
As noted above, a plethora of laws define, in concrete terms, the nature of the 
contractual relationship between employers (naijang) and employees (lukjang) 
and the kinds of roles, responsibilities and rights that accrue to each party. Of 
these laws and regulations, the most significant are: 
 
(a) 1975 Labour Relations Act (hereafter, 1975 LRA). This legislation governs 

labour relations in the private non-agricultural sector. The law contains 
provisions that define employee rights with respect to the establishment of 
trade unions, labour federations and labour councils. The law also 
establishes procedures for collective bargaining and the calling of strikes 
and lockouts. 

 
(b) 1990 Social Security Act Number 1(hereafter, 1990 SSA). This piece of 

legislation established a limited social security system funded through 
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contributions by government, employers and employees. Two further 
pieces of legislation – the 1994 Social Security Act Number 2 (hereafter, 
1994 SSA) and the 1999 Social Security Act Number 3 (hereafter, 1999 
SSA) have modified the operation of the system. The principal aim of the 
system is to provide some insurance and security for employees in case of 
accident, illness or death that is non-work related. Contributions to the 
fund are required from enterprises that employ more than ten workers. In 
June 1999, the fund covered 96,643 firms employing 5.53 million workers. 
One of the promises made by the Thai Rak Thai Party in the 2001 election 
campaign was to extend the system to cover enterprises that employ less 
than ten workers, but by mid-2002, this had not been completed. Since 
1996 workers have urged the government to extend the Social Security 
Fund to provide unemployment insurance. In October 2001, Deputy Prime 
Minister Chavalit Yongchaiyut claimed that an unemployment fund would 
be established in 2002 (Bangkok Post, 1 October 2001), although the 
government has now extended this date to 2005 (Bangkok Post, 2 May 
2002). 

 
(c) 1994 Workplace Compensation Act (hereafter, 1994 WCA). This act 

governs the compensation payable to employees who become ill, disabled 
or die as a result of workplace accidents. In practice, this Act is difficult to 
enforce, and workers seldom receive adequate compensation. 

 
(d) 1998 Labour Protection Act (hereafter, 1998 LPA). This legislation 

significantly updates some of the provisions contained in the 1975 LRA. In 
its 159 provisions, the Act covers such things as working hours, the 
employment of women and children, holiday and overtime payments, and 
workplace health and safety. The Act also specifies the rights and duties of 
labour inspectorates. 

 
(e) 2000 State Enterprise Labour Relations Act (hereafter, 2000 SELRA). 

State enterprise employees were originally covered under the terms of the 
1975 LRA. However, following a putsch by the National Peacekeeping 
Council (NPKC) in February 1991, state enterprise employees were 
removed from coverage of the 1975 LRA. New legislation was 
promulgated that covered labour relations in state enterprises. Among 
other things, the 1991 legislation outlawed the establishment of trade 
unions. The revised 2000 SELRA again allowed for the establishment of 
trade unions in state enterprises. This legislation also governs the conduct 
of broader labour relations within state enterprises. 

 
3.1 Coverage and Exclusions 
 
Under the terms of each of the above key pieces of legislation, there are certain 
categories of employees and/or industrial enterprises that are excluded from 
legal coverage. Those not covered are listed below, by reference to the key Act: 
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1975 LRA 
 
The Act does not provide coverage for all public servants, nor does it cover 
those employed in state enterprises as defined by the 2000 SELRA. Other 
enterprises not covered may be stipulated from time to time. In 2002, the Bank 
of Thailand is the only enterprise so stipulated. Other categories of employees 
fall outside of the scope of the legislation, and include those employed in 
enterprises employing less than ten and those engaged in agricultural labour 
(that is, non-factory based farm labour). These two provisions effectively deny 
large numbers of workers the right to form or participate in trade unions. In 
2000, for example, as shown in Table 1, more than 800,000 employees worked 
in enterprises with less than ten employees. At the same time, almost 14 million 
worked in agriculture. That is, key provisions in the 1975 LRA mean that 42 
percent of the labour force has no legal right to form or join trade unions. Once 
public servants are added, this figure reaches almost 50 percent. 
 
1990 SSA 
 
The provisions of the act do not apply to the following: 
 
(a) enterprises that employ less than ten; 
(b) public servants or those employed on an hourly, daily or short-term basis; 
(c) government officials who work overseas or employees of international 

organisations; 
(d) employees who work overseas for employers that have their head offices 

in Thailand; 
(e) teachers employed in private schools; 
(f) students, student nurses, trainee doctors who are employed by schools, 

universities and hospitals; 
(g) employees of the Thai Red Cross; 
(h) state enterprise employees who are covered by the 2000 SELRA; 
(i) those employed in enterprises involved in farming, forestry, fishing and 

animal husbandry that do not employ labour on a regular annual basis; 
(j) employees who are employed on a temporary, casual or seasonal basis; 
(k) employees employed by the Chulabhorn Research Institute1; and 
(l) employees less than 15 or more than 60 years old. 
 
As can be seen, the exclusions are extensive, and like the 1975 LRA, effectively 
exclude about half of all employed persons. 
 

                                           
1A research institute established for and apparently run by the King’s third daughter. 
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1994 WCA 
 
The Act does not cover: 
 
(a) public servants; 
(b) state enterprise employees; 
(c) teachers employed in private schools; and 
(d) employers in charge of non-profit organisations such as NGOs. 
 
1998 LPA 
 
The Act does not cover the following: 
 
(a) public servants; 
(b) state enterprise employees; 
(c) teachers employed in private schools; 
(d) those engaged in agricultural work, and 
(e) those engaged in work performed at home.2 
 
2000 SELRA 
 
The 2000 SELRA covers all employees of state enterprises. Some state 
enterprise may be excluded, as stipulated in the Royal Gazette, but in 2002 
none were in this category. 
 
Other Restrictions in Legislation 
 
In addition to the above Acts, it should be noted that governments have, at 
various times, also introduced legislation that has stipulated that employees 
employed in various agencies be excluded from coverage of labour and social 
security legislation. For example, section 38 of the Public Organisation Act 
stipulates that certain public organisations be excluded from coverage of the 
1998 LPA, 1975 LRA, 1994 CA, and the 1990 SSA. Moreover, the legislation 
governing parliament stipulates that the offices of the parliamentary 
inspectorate are not covered by the 1998 LPA, 1975 LRA, 1994 CA and 1990 
SSA. 
 
3.2 Rights of Employers 
 
The 1975 LRA contains provisions that allow for the establishment of employer 
associations (samakhom naijang). The Act specifies that the objectives of these 
associations are to protect employer interest with respect to conditions of 
employment, to promote good relations both between employers and 
employees, and between employers. An employer association must have 
regulations and must be registered with the Registrar. Following registration, an 
                                           
2In 2002, the Ministry of Labour and Social Welfare was re-examining the position of home-
based workers. 
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employers’ association shall be considered a juristic person. An employers’ 
association possesses the particular powers and duties. These are to: 
 
(a) demand, negotiate for settlement, and acknowledge an award, or enter 

into an agreement with a labour union or employees regarding the 
activities of member employers; 

(b) manage and carry out activities for the benefit of members, that is, within 
the objectives of the employers’ association; 

(c) provide information services regarding business undertakings for 
members; 

(d) provide advisory services for solving problems or eliminating 
disagreements relating to administration and working methods; 

(e) provide welfare services relating to the allocation of fund or properties for 
members or for public benefit, that is, as the general meeting of members 
considers appropriate; 

(f) collect membership fees and subscriptions at the rate prescribed in the 
regulations of the association. 

 
Section 67 also states that, ‘When an employer association, for the benefit of 
members, carries out the following activities (which are not related to politics), 
the employer, employer’s association, members of the Committee or Sub-
committee and official of the association shall not be liable to criminal or civil 
charges or action: 
 
(a) participate in the negotiation for settlement on demand for right or benefit 

to which its members should be entitled with the employees, labour union, 
employer, other employee association, labour federation or employer 
federation; 

(b) order a lock-out of assist, persuade or encourage a lock-out by a member; 
(c) explain or publicise facts concerning labour disputes; or 
(d) arrange for a rally of members of the association. 
 
3.3 Ratification of International Conventions 
 
Although a founding member of the International Labour Organisation (ILO), the 
Thai state has only ratified 13 ILO conventions. The conventions ratified are: 
 
C14  Weekly Rest (Industry) Convention, 1921 
C19  Equality of Treatment (Accident Compensation) Convention, 1925 
C29  Forced Labour Convention, 1930 
C80  Final Articles Revision Convention, 1946 
C88  Employment Service Convention, 1948 
C104  Abolition of Penal Sanctions Convention, 1955 
C105  Abolition of Forced Labour Convention, 1957 
C116  Final Articles Revision Convention, 1961 
C122  Employment Policy Convention, 1964 
C123  Minimum Age (Underground Work) Convention, 1965 
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C127  Maximum Weight Convention, 1967 
C100  Equal Remuneration Convention, 1951 
C182  Worst Forms of Child Labour Convention, 1999 
 
3.4 Dismissal Procedures 
 
Dismissal procedures are subject to considerable interpretation by employers. 
Employers may dismiss employees without compensation in the following 
circumstances: 
 
(a) dishonest or criminal behaviour; 
(b) where the employee has purposely caused the employer to suffer financial 

loss; 
(c) where employee negligence causes the employer to suffer considerable 

financial loss; 
(d) disobeying workplace regulations and rules; 
(e) absence from work for more than three days without adequate reason; 
(f) where an employee is imprisoned; and 
(g) where an employee has been hired to work for a clearly specified period of 

time and is laid off following the completion of the specified period. 
 
Outside of these circumstances, employees have the right to receive 
compensation upon dismissal in accordance with the following circumstances: 
 
1. Normal Compensation. This is calculated as follows: 
 
(a) employees who have worked for more than 120 days but less than a year 

are entitled to not less than 30 days compensation at the rate of the last 
wage paid; 

(b) employees who have worked for more than one year but less than three 
years are entitled to not less than 90 days compensation at the rate of the 
last wage paid; 

(c) employees who have worked for more than three years but less than six 
years are entitled to not less than 180 days compensation at the rate of 
the last wage paid; 

(d) employees who have worked for more than six years but less than ten 
years are entitled to not less than 210 days compensation at the rate of 
the last wage paid; while 

(e) employees who have worked for more than ten years are entitled to not 
less than 300 days compensation at the rate of the last wage paid. 

 
2. Special Compensation. This is given in the following circumstances: 
 
(a) where an employer moves a place of business and where this has an 

impact of the livelihood of an employee and his/her family, the employee 
has the right to resign and receive special compensation at a rate no less 
than 50 percent of normal compensation; and 
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(b) where an employer dismisses an employee as a result of workplace 
reform, changes in production, distribution and or administration stemming 
from the introduction of new machinery or technology, the employer must 
provide the employee with at least 60 days notice. If advance notice is not 
given or is not given within the time limit specified, the employee must 
provide both normal compensation and special compensation at the rate of 
the last 60 days of wages paid. If the dismissed employee has worked 
more than 6 years, the employer must increase the normal compensation 
paid at the rate of 15 days for each year worked. The special 
compensation paid, however, cannot exceed 360 days. 

 
Anecdotal evidence has often suggested that employers have been reluctant to 
pay legislated compensation to their employees. In the wake of the 1997 
economic crisis, the World Bank reported that employers generally failed to 
abide by the laws governing compensation (see Hewison, 2002). Workers, 
unions and NGOs made compensation payments a major focus of their 
campaigns after 1997. 
 
The crisis produced serious consequences for workers. While figures vary, the 
World Bank estimated that, in the 1997-99 period, 3.5 million became 
unemployed, while a further 0.5 million ‘opted out’ of the workforce. Studies 
have shown that only 11-13 percent of those made redundant received the 
compensation to which they were legally entitled. Most of those who did receive 
payment worked in larger firms. Those employed in firms with ten employees or 
fewer, had only a three percent chance of receiving their legal compensation 
(Hewison, 2002). By late 2001, more than 70 percent of cases before the 
Labour Court were initiated by workers against employers claiming unfair 
dismissal and employer failure to pay legally stipulated levels of compensation, 
overtime and other outstanding benefits (Bangkok Post, 3 December 2001; see 
also Bundit, 2001a; 59-61). As can be seen in data on disputation discussed 
below, the amounts of money involved in post-crisis disputes (often over owed 
wages or lay-off payments) increased substantially. 
 
3.5 Discrimination 
 
Under the terms of the 1998 LPA, employers are not permitted to discriminate 
between men and women employees with respect to: 
 
(a) Employment. Men and women must be treated equally except in those 

cases where the nature or conditions of work precludes such treatment. 
(b) Wages. For work that is both qualitatively and quantitatively equal, 

employers are obliged to pay wages, overtime and holidays at the same 
rate regardless of the sex of the employee. 

(c) Sexual harassment. An employer or a foreperson, supervisor or inspector 
is prohibited from sexually harassing female or child employees. 

 
Despite these provisions, discrimination against women, particularly the older 
and less skilled, is pervasive. Studies have shown that women generally receive 
wages that average 20% lower than those for men (Ogena et. al., 1997: 48), 
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have less opportunity for career advancement, and are often the subject of 
sexual harassment at the workplace. In terms of the impact of the economic 
crisis, the World Bank notes gendered outcomes, but suggests that the impact 
was greater for men than women. This was for both wages and unemployment, 
although men’s wages before the crisis had been significantly higher than those 
for women (World Bank, 2001: 23-4). 
 
3.6 Contract Types 
 
An employee’s conditions of work may be regulated by an individual agreement 
entered into with an employer or through a collective agreement that covers 
conditions of employment for the workforce as a whole. In 2000, there were only 
304 collective agreements officially registered throughout the country (Ministry 
of Labour and Social Welfare, 2000: 74).  
 
In small firms, a contract may not exist. Rather, employers and employees may 
enter into a verbal agreement. Often the conditions of service are not clear to 
the employee at the time of employment. 
 
3.7 Wage Structure 
 
Minimum wage legislation has been in force since 1972. A National Wages 
Committee (NWC) sets the minimum rates. This is comprised of representatives 
from employers, government and labour. In arriving at its decisions, the NWC 
receives submissions and recommendations from Regional Wages 
Committees. In January 2000, the rates were as follows: 
 
Table 6: National minimum wages, 2000 
 

Minimum Wages 
Rates 

Provinces within which the stated rate applies 

165 baht per day Bangkok; Nakhon Pathom, Nonthaburi, Pathumthani, 
Phuket, Samutprakan and Samutsakhon 

143 baht per day Chonburi, Chiang Mai, Nakhon Srithammarat, Phang-nga, 
Ranong and Saraburi 

133 baht per day 63 remaining provinces 

 
Access to the minimum wage tends to depend on a range of factors related to 
firm size, gender, age, nationality, skill level and work status. Generally 
speaking it is full-time permanent males possessed with higher skills, working in 
medium and larger firms, and located in core industrial sectors, which are most 
likely to receive the legally stipulated minimum wages or above. Younger 
unskilled males and females, employed in smaller firms tend to be paid below 
legal minimum rates. Foreign invested firms and large enterprises appear more 
likely to pay minimum wages, although this is by no means always the case. 
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Over many years, the official enforcement of minimum wages has been lax. For 
example, it is estimated that some 40 per cent of registered factories do not 
respect minimum wage legislation (Voravidh, 1997: 13). Fines for not respecting 
minimum wages are small. Moreover, employers have adopted a range of 
measures designed to avoid paying minimum rates. Minimum wage rates only 
apply to full-time permanent employees. As such, those employed on a part-
time, fixed-term or temporary basis and those hired through systems of sub-
contracting as well as those employed as trainee workers are not covered by 
minimum wage legislation. The use of these alternative methods of employing 
labour has been widespread. Subcontracting, especially in the textiles, clothing 
and garment industry, automatic data processing machines and parts, frozen 
seafood, precious stones and jewellery, and electronic integrated circuits (all of 
which generate significant export income), has been especially pronounced in 
recent years. The majority of those who work within the subcontracting system 
as home based workers are women aged between 21 and 40, married with 
children and possessing only primary education. In general, home-based 
workers work between 7 and 14 hours per day, receive just 30-40 percent of the 
take home pay those working in the formal economic sector, and as noted 
above, are not entitled to other benefits and social insurance (Ogena et. al., 
1997: 46; see also Bangkok Post, 1/5/02).  
 
3.8 Hours of Work, Overtime and Holidays 
 
The 1998 LPA contains a range of provisions related to hours of work, holidays, 
leave and the payment of overtime. Various Ministerial Regulations may also be 
issued which modify or alter various provisions of the 1998 LPA. 
 
Under the terms of the Act, a normal working day is not to exceed 8 hours and a 
normal working week is not to exceed 48 hours. The exceptions to this include 
work that can be considered dangerous to the health and safety of employees. 
In this case, a normal working day is not to exceed 7 hours and a normal 
working week is not to exceed 42 hours. Work that falls into this category 
includes: 
 
(a) work that is performed underground; under water; in caves, tunnels or 

poorly ventilated areas; 
(b) work that is performed with radioactive materials; 
(c) metal smelting; 
(d) transport of dangerous materials; 
(e) production of dangerous chemicals; 
(f) work that involves the use of vibratory machinery; and 
(g) work associated with extreme heat or extreme cold. 
 
Further, employers are only permitted to compel employees to work overtime 
under the following conditions: 
 
(a) where the employee agrees beforehand; and 
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(b) where work must be performed on an ongoing basis, and where a halt in 
work would cause damage to the product or when there is emergency 
work or work as covered by Ministerial Announcements that stipulates that 
employees must work overtime where appropriate. 

 
Employers are not permitted to require employees to work on holidays except in 
those cases where the conditions of work require that it be performed 
continuously or where a stoppage may cause damage to the work, or when it is 
emergency work, in which case the employer may require an employee to work 
on a holiday as necessary. Finally, in those cases where employers have their 
employees work overtime, the amount of overtime must not exceed 36 hours 
per week. 
 
The 1998 LPA provides for three kinds of holidays. These are: 
 
(a) Weekly holidays. Not less than one day per week. Employers and 

employees must reach prior agreement as to which day the employee will 
have off. For work in the hotel, transport, forestry industries or work carried 
out in isolated areas or other work as stipulated in Ministerial 
Announcements, employers and employees must reach prior agreement 
as to when accrued weekly holidays are to be taken. They can be taken at 
any time but must be taken within the space of four weeks. 

(b) Traditional holidays. These must not be less than 13 days per year 
including the National Labour Day holiday. The employer must give prior 
notification to the employee which day(s) will be taken. If a traditional 
holiday falls on the employee’s usual day off, then the employee may be 
permitted to take the following working day off. In those cases where the 
employer is unable to allow the employee to take a traditional holiday, the 
employer must reach an agreement with the employee as to which other 
day may be taken or may pay wages for the day not taken. 

(c) Annual leave. After working for one year on a continuing basis, an 
employee possesses the right to no less than six days annual holiday. For 
those who have not worked for one full year on a continuous basis, the 
employer may fix annual holidays on a pro-rata basis in accordance with 
the length of time worked. 

 
Under 1998 LPA, an employee also possesses the right to take leave from work 
under the following circumstances: 
 
(a) Illness. An employee is entitled up to 30 days per year paid sick leave. If 

the employee is away for three or more continuous days he/she may be 
asked to provide a medical certificate. If an employee cannot provide this, 
he/she must notify the employer. Sick leave does not cover those cases 
where an employee is giving birth or those days where an employee is 
unable to work as a result of illness contracted as a result of his/her work. 

(b) Sterilisation. An employee may take leave for the number of days required 
as specified by a doctor. This applies to both men and women. 
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(c) Necessary business. An employee may take leave to attend to necessary 
or urgent private business. The amount of such leave in days, whether it 
be paid or unpaid, and at what rate, will be determined by the employer. 

(d) Maternity leave. A woman employee is entitled to 90 days of paid 
maternity leave. 

(e) Military service. An employee possesses the right to no more than 60 days 
paid leave at a rate equal to wages paid on a normal working day. 

(f) Training and education. An employee is entitled to training and education 
leave in cases where: 
• the training received benefits work and social welfare, or enhances 

work-related skills, abilities or performance. It may also be taken 
where the training will improve the employee’s productivity. 

• the employee can provide a clear reason for taking such leave and 
show appropriate documentation to the employer at least seven days 
in advance. 

• an employer may refuse application for training and education leave 
where the employee has already taken no less than 30 days leave or 
has already taken such leave on three occasions or if the employer 
considers that the employee’s leave with have a detrimental impact 
on the employer’s business. 

 
There exists a considerable gap between the theory and reality with respect to 
the above provisions. As is the case for other legally stipulated standards, the 
extent to which employee rights are respected in relation to working hours, 
overtime payments and leave depends on a range of factors related to industry, 
location, firm size, gender, age, skill level and work status. Generally speaking it 
is again full-time permanent males possessed with higher skills and working in 
medium and larger firms located in core industrial sectors, who receive the most 
extensive and effective coverage. Younger unskilled males and females, 
employed in smaller firms or employees located in the provinces more often 
than not work longer than legally stipulated hours, are forced to work overtime 
(often without receiving legally stipulated compensation) and are often denied 
the holidays and leave to which are legally entitled (see Voravidh, 1997:3; 
Bundit, 2001). 
 
Employers also regularly use overtime. Indeed, it was a common way for low-
paid workers to increase their take-home pay, with some 20 percent of workers 
receiving overtime payments in 1997 (World Bank, 2000: 17). However, the 
broad nature of the listed definitions mean that the system is also easily 
abused, and it is not unusual to find workers doing a 24 hour shift, especially if 
co-workers have holidays or are sick. This occurs in a range of industries, 
including the service sector.  
 
Work hours regularly exceed the stipulated maximum. In many areas of the 
service sector and in smaller work places, 12-hour days are common, often 
without any overtime payment. Most workers, except in sweatshops, will get a 
day off per week and other holidays. However, employers will often attempt to 
have employees take these when most convenient for the employer.  
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3.9 Conditions of Work 
 
Under Section 5 of the 1975 LRA, conditions of employment refer to those 
stipulations that govern hiring, fix work days and times to be worked, benefits, 
termination and other benefits that may accrue to employers or employees. 
These have been detailed above. 
 
3.10 Special Conditions 
 
Labour laws provide for special working conditions for women, children, the 
disabled and foreign workers. 
 
3.10.1 Employment of Women 
 
Employers are prevented from employing women to perform the following kinds 
of work: 
 
(a) Mining or construction work. Work that is carried out underground, under 

water, in caves, in isolated areas or mountain shafts. Exceptions to this 
are work that is not considered to pose a danger to the safety or physical 
well being of the employee. 

(b) Work at height. Work carried out at a height of more than ten metres. 
(c) Flammable materials. Work that involves the production or transportation 

of flammable materials. 
(d) Other types of work. May be specified by ministerial regulation. 
 
Employers are not permitted to employ women in types of work as stipulated in 
Ministerial Orders. In these cases, where an employer is employing a woman to 
work between the hours of 12 am and 6 am, such work will be subject to 
scrutiny by labour inspectors. If the labour inspector believes that the work 
performed poses dangers to the employee’s health and safety the inspector is 
to report this to the Minister or his/her agents. The Minister or his/her agents 
may order the employer to alter the working hours and/or decrease the number 
of hours worked. 
 
Pregnant women are specifically covered in the laws. Employers are not 
permitted to employ pregnant women between the hours of 10pm and 6am. Nor 
are pregnant women permitted to work overtime, on days off or in: 
 
(a) machinery related work or work that involves the use of vibrating 

machinery; 
(b) work associated with driving or transportation; 
(c) work that involves lifting, carrying or moving items that weight more than 

15 kilograms; and 
(d) work on boats 
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It should also be noted that a pregnant employee has the right to have her 
employer alter her work responsibilities as appropriate for a stipulated period 
either prior to or after giving birth. An employer is not permitted to dismiss a 
female employee who falls pregnant. 
 
Women have occupied a key place in Thailand’s recent industrialisation being 
employed in the manufacture of textiles, computer parts, jewellery, electrical 
and electronics equipment. Women have a long history of problems associated 
with low wages, poor health and safety and difficulties in forcing employers to 
abide by legal provisions on maternity leave and other basic labour rights 
(Cadet, 2001: 3-6). As indicated in Table 7 below, official inspections suggest 
that the situation for women (and children) has improved as the rate of 
breaching legal provisions has decreased. However, even in 2000, the 
percentage of firms still breaching the laws remains unacceptably high. 
 
Following the onset of economic crisis, many women formerly employed in 
industry have resorted to working in the informal economic sector, often working 
at home accepting sub-contracting work such as sewing clothes, weaving 
fishnets, making various handicrafts and producing artificial flowers. Recent 
reports estimate that around 720,000 women now fall into this category. They 
work 8 to 15 hours per day and fall outside of legal coverage for holidays and 
health and safety legislation (Bangkok Post, 2 May 2002). 
 
3.10.2 Employment of Children 
 
Employers are prevented from employing persons below 15 years of age. In 
addition, in circumstances where an employee is less than 18 years, employers 
must abide by certain regulations. These are: 
 
(a) Employers must notify the labour inspectorate within 15 days from the 

beginning of employment. A record of employment conditions must be 
kept on the business premises. Upon the cessation of employment, the 
labour inspectorate must be notified within seven days. 

(b) A rest period of one consecutive hour must be given to the employee 
following four hours of work. 

(c) Employees may not work between the hours of 10pm and 6am, except in 
those cases where the Minister or his/her agent has given permission. 

(d) Those employed as actors or in similar kinds of work may work between 
the hours of 10pm and 6am. However, suitable rest periods must be 
provided. 

(e) Employees may not be asked to work overtime or on rest days. 
(f) Employees are not permitted to perform the following kinds of work: 

• lead smelting, forestry, iron smelting and steel milling; 
• steel rolling; 
• work associated with heat, cold, vibration, noise and light considered 

dangerous as specified in ministerial announcements; 
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• work associated with chemicals considered dangerous as specified in 
ministerial announcements; 

• work associated with dangerous microbes such as viruses, bacteria or 
mould or other matter as specified in ministerial announcements; 

• work associated with the use of poisons, explosives or inflammables; 
• driving fork-lifts or cranes as specified in ministerial announcements; 
• work performed underground, underwater, in caves or in isolated 

regions; 
• work associated with radioactive materials considered dangerous as 

specified in ministerial announcements; 
• cleaning machinery that is in operation; 
• work that is conducted at a height exceeding ten metres; and 
• other kinds of work as specified in ministerial announcements. 

 
Employees under the age of 18 are also forbidden to work in the following 
establishments: 
 
(a) abattoirs; 
(b) legalised gambling establishments such as lottery offices or horse racing; 
(c) dancing, classical dancing or singing venues; 
(d) places that serves food, alcohol, tea or other drinks or entertainment 

establishments that offer customer service, overnight accommodation and 
massage; and 

(e) other places as specified in ministerial announcements. 
 
Employers are not permitted to pay wages of employees under the age of 18 to 
a third party. Nor are employers permitted to ask for or receive any kind of 
monetary deposit from employees below 18 years. Finally, employers are not 
permitted to provide monies or other services prior to engaging an employee 
that would subsequently be deducted from future wages. 
 
Employees under the age of 18 have the right to paid leave in order to attend 
seminars, receive training or for other specified reasons. The employer is liable 
to pay wages equal to those normally paid. However, leave for such purposes 
may not exceed 30 days per year. 
 
The numbers of children who are actually illegally employed is difficult to 
determine with certainty. In part, this has to do with how the category of child is 
defined. Nonetheless, there are studies that indicate the widespread economic 
employment of children under the age of 15. In the mid-1990s, it was estimated 
that Thailand had roughly two million child workers. The vast majority of these 
worked in the agricultural sector, as unpaid family labour (Falkus, et al, 1996: 
147). For those who work outside agriculture, most child labour is casual and 
occurs in the informal economic sector or in small backyard firms and 
sweatshops. Conditions can be very poor. There are also numerous children 
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employed in the service sector. Child prostitution is not uncommon, although 
the estimated numbers vary widely. In summarising the situation prior to the 
economic crisis, one study suggested that ‘Thailand is arguably the richest 
country in the world still to have a severe child labour problem (Falkus et al, 
1996: 148). 
 
Table 7: Percentage of Inspected Enterprises Breaching Legal Provisions 
on the Employment of Women and Children, 1992-2000 
 

Place 1992 1993 1994 1995 1996 1997 1998 1999 2000 
Bangkok 71.23 70.79 64.47 57.81 60.29 51.89 44.99 40.97 40.06 
Province* 56.43 43.21 67.06 62.43 58.61 43.03 41.69 36.44 39.50 
Central 63.82 64.61 62.52 55.13 39.58 30.56 29.45 31.31 37.72 
North 62.90 74.37 75.39 73.43 67.75 47.94 41.19 35.85 43.50 
North-East 85.25 81.62 78.67 69.11 60.29 46.48 47.47 40.11 43.96 
South 71.37 70.27 77.88 69.97 64.04 55.59 49.01 46.79 42.81 
National 70.67 69.96 68.83 62.39 58.54 47.55 43.27 39.03 40.93 
 
*Province here refers to the five provinces surrounding Bangkok (Nakhon Pathom, Nonthaburi, 
Pathumthani, Samutprakan and Samutsakhon). 
 

Source: Labour Studies and Planning Division, 
Department of Labour Protection and Welfare 

 
 
3.10.3 Employment of Disabled 
 
Under section 17 of the 1991 Rehabilitation of the Disabled Act, employees or 
owners of private sector establishments are obliged to provide employment 
opportunities for the disabled at a level deemed commensurate with the 
employment of other workers. In those cases where an employer does not wish 
to accept a disabled worker, he/she must make a financial contribution to the 
disabled pension fund at a level specified in Ministerial Announcements.  
 
It appears that employer compliance with the Act was low, as in 1994 the 
Ministry of Labour and Social Welfare issued a Ministerial Regulation that 
compelled private businesses with a staff of more than 200 to employ disabled 
people who are capable of work. For every 200 employees at least one disabled 
person must be employed. Private business that had not employed a disabled 
person within 30 days of the regulation being issued were obliged to notify the 
Department of Social Welfare. If an employer does not subsequently employ a 
disabled person without adequate explanation, that employer will be deemed to 
be unprepared to accept a disabled employee. The employer must therefore 
make a financial contribution to the disabled pension fund on an annual basis. 
This is to be paid at a rate equal to half of the minimum wage that is applicable 
to the area in which the employer conducts his business. 
 
It is not clear if compliance has increased in recent times. 
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3.10.4 Foreign Workers 
 
The 1998 LPA; the 1994 CA and the 1990 SSA do not specifically exclude 
coverage for foreign workers who are employed in Thailand. Therefore workers 
of other nationalities, whether they enter Thailand legally or illegally, may, in 
theory at least, be entitled to receive coverage and social insurance according 
to Thai law. The exception to this pattern is the 1975 LRA, where it is specified 
that trade unions may only be established and administered by those who 
possess Thai nationality. 
 
Although labour laws do not specifically exclude coverage for foreign workers, in 
practice the vast majority experience considerable discrimination with respect to 
wages and conditions. The numbers of foreign workers is unknown with 
estimates varying in the range 1-3 three million. Foreign workers – mostly Lao, 
Burmese and Cambodians - are often employed to perform difficult, dirty and 
dangerous work that Thai workers seek to avoid. Such work is often found in 
domestic service, construction, farm labour, rice mills, fruit orchards, services 
(restaurants, cheap brothels) and fishing. Foreign workers are paid at a rate of 
one-third to one-half of the wages that would be paid to a Thai (Ogena, et al, 
1997: 30). They generally have little protection and reports of gross exploitation, 
beatings and deaths are relatively frequent. 
 
The smuggling and employment of illegal foreign labour has proved profitable 
for local businessmen in alliance with police, military and civilian state officials. 
Over the past five years, the government has pursued a range of policies 
designed to deal with the problems of foreign labour. These policies have 
ranged from the repatriation of illegal foreign workers to the inauguration of a 
system that would allow for the legal employment and registration of foreign 
migrant labour. In an attempt to exercise a degree of control, the government 
has instituted a system for the registration of foreign workers. This policy 
appears to have been formulated in response to employer demands to use 
foreigners in light of difficulties in securing labour from local supplies for dirty, 
dangerous or difficult work. Provincial business had also complained that the 
minimum wage was too high. Under the scheme, migrant workers are able to 
work without restrictions in the area in which they are registered and reside. The 
registration also provides some latitude in the type of jobs they perform. 
Employers using migrant workers have to register their employees and pay an 
annual fee of 4,450 baht per annum. Ostensibly, this sum covers health 
insurance, costs of repatriation, annual registration and documentation fees, 
and periodic health checks. In early October 2001 358,540 foreign workers had 
registered under the scheme (The Nation, 12 October 2001). Minimum wage 
rates do not apply. In mid-2002, the Labour Minister agreed to allow employers 
to continue to hire low-cost foreign labour from neighbouring countries (The 
Nation, 8 July 2002). 
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4. COLLECTIVE EMPLOYMENT PROVISIONS 
 
4.1 Legal Status of Unions 
 
Throughout their long history, trade unions have maintained a precarious 
relation with various governments of Thailand. From the early twentieth century, 
the state has consistently taken the side of capital in its dealing with workers 
and their attempts to establish and maintain workplace and other forms of 
organisation (see Brown, 2001). Thus, for long periods, trade unions have not 
been legal. In recent decades, the repression of trade unions has eased as 
representative and parliamentary politics has become more firmly established. 
Nonetheless, trade unions have yet to establish significant relations with any 
political parties. Indeed, trade unions remain industrially weak and politically 
marginalised. This weakness of the trade union movement is a product of a 
range of factors associated with the structural demobilisation of the workforce 
stemming from rapid economic change and the nature of the political space 
within which unions may operate (see Lae, 2001). It also results from the 
ongoing struggle of workers in the face of continued and stiff opposition from 
employers and various elements of the state itself. 
 
Since the onset of the 1997 crisis, the position of trade unions and their capacity 
to effectively represent workers in dealing with employers and governments 
have been further weakened. As Bundit (2001b) has reported, in the wake of 
the crisis, employers have seized the opportunity to sack workers, especially 
those older workers who received higher wages, many of whom were trade 
union members. Apart from this, employers and their legal representatives have 
deployed a range of strategies to combat any union growth and union strength 
in collective bargaining processes. At the same time, the Thaksin government 
has done little to undertake promised reforms. Indeed, through its policy 
inaction, the government has demonstrated support for employers and their 
post-crisis offensive against worker organisation.  
 
Under terms of the 1975 LRA, that category of citizens defined as ‘employees’ 
(lukjang), have the right to form trade unions, and engage in collective 
bargaining over wages and conditions of work (see below). The law states than 
ten or more employees are required to establish a trade union. This means that 
those working in enterprises that employ less than ten do not effectively 
possess the right to establish a union. In 2000, this meant almost 800,000 
employees. 
 
Table 8 below presents data on the numbers of unions, federations and 
councils officially registered for the period 1991 to 2000. This data must, 
however, be treated with caution. Throughout the late 1980s and 1990s a 
number of trade unions were established as part of a wider inter-union 
competition for seats on tripartite labour bodies. Under the law, each registered 
union is entitled to caste one vote in elections, regardless of the size of its 
membership. In an attempt to influence the outcomes of elections for 
prestigious tripartite seats, elements within the trade union movement 
established some ‘paper unions’. Although these received legal registration, 
they existed in name only. It is thus difficult to determine how many officially 
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registered trade unions actually function to represent employees in collective 
bargaining over wages and conditions. It has been argued, for example, that at 
the beginning of the 1990s less than one quarter of all registered unions 
actually operated (Somsak, 1991: 147). This situation persisted throughout the 
1990s. Informed sources suggest that at present only roughly half of all the over 
1,000 registered unions actually operate.  
 
Table 8: Private Sector Unions and Membership, 1991-2000 
 

Year Councils  Federation
s Unions Union Members 

1991 7 17 657 169,424 
1992 7 19 749 190,142 
1993 8 19 839 231,480 
1994 8 18 888 242,730 
1995 8 19 971 261,348 
1996 8 18 1,015 280,963 
1997 8 18 968 270,276 
1998 8 18 999 265,982 
1999 8 18 1,056 271,274 
2000 9 19 1,063 283,124 

 
Source: Labour Studies and Planning Division, 
Department of Labour Protection and Welfare 

 
4.2 Union Formation and Membership 
 
As indicated above, because of the distinctions made in the law, a discussion of 
rights to union formation requires a discussion of both private sector employees 
and those employed in state enterprises. 
 
4.2.1 Private Sector Employees 
 
The 1975 LRA provides for the establishment of four types and levels of private-
sector labour organisation. These are: 
 
(a) Employee Committees. These may be established in enterprises 

employing more than 50 employees. Employers must arrange to meet with 
Employee Committees at least three times each month. 

(b) Trade union (sahaphap raengngan). Employees in enterprises employing 
ten or more (either in the same enterprise or in the same kind of work) 
have the right to apply to establish a union. 

(c) Labour federation (sahaphan raengngan). Two or more trade unions 
whose membership is derived from the same employer or the same kind 
of work may apply to establish a  

(d) Labour council (sapha ongkan lukjang). No less than 15 trade unions or 
labour federations may apply to establish a council. 
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4.2.2 State Enterprise Employees 
 
While the establishment of labour organisations in the private sector is 
governed by the 1975 LRA, the rights of state enterprises to form unions, 
present grievances and methods for settling disputes are to be conducted in 
accordance with the provisions of the SELRA 2000. Under the terms of this Act, 
 
(a) no less than ten employees may apply to establish a trade union 

(sahaphap raengngan). An application must be filed with the Registrar 
along with documentation listing the names and with the signatures of 
those who intend to become members of the union. This must represent at 
least ten percent of the total number of employees (excluding those in 
administration and casual, seasonal or contract workers); 

(b) an application will be scrutinised to take into account the objectives of the 
trade union, the moral character of the promoters, accurate 
documentation, and the names and signatures of those intending to 
become union members; 

(c) once registered the trade union will be considered a juristic person. Each 
state enterprise can have only one union. Each state enterprise employee 
may be a member of only one union; and 

(d) under SELRA 2000, the objective of a state enterprise union must be to 
promote good relations among employees, between employees and 
employers, aim to protect workplace conditions, and co-operate with 
authorities in seeking to ensure the effectiveness of the state enterprise 
and protect its interests. 

 
A survey conducted in 1999 showed that out of 9.72 million private sector 
employees, about 271,000 or 2.79 percent belonged to trade unions. In the 
state enterprises, 168,066 or 52.6 percent of employees were trade union 
members. The average membership for each private sector union was just 257, 
while in state enterprise this average was 3,820 members. In the private sector, 
500 unions were registered as single-enterprise unions while 556 were 
registered as industrial unions (Arom, n.d.). Of 324 private sector unions 
surveyed in 1999, ten percent charged members fees of just ten baht a month. 
Seventy percent charged 20 baht per month, while a further 20 percent charged 
30 baht. Just 29 percent of unions surveyed possessed a strike fund. When 
asked about their offices, 29 percent reported having their own premises, 16 
percent rented office space, 16 percent used space provided by employers, and 
32 percent were run from the homes of members. Of the unions surveyed 37.3 
percent of members were male, 34.5 percent female with the remainder not 
specified. Men dominated union committees. A total of 79.3% of union 
presidents were men and 68.5 percent had men as union secretaries. The post 
of vice-presidents continued this dominance, with 72.2% being men (Arom, 
n.d.). 
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4.3 Roles and Function of Unions 
 
The 1975 LRA specifies that the objectives of trade unions are to promote and 
protect employee interests with respects to workplace conditions. They must 
also seek to promote good relations between employees and between 
employees and employers. Once formally registered unions take on the status 
of juristic persons. Labour federations may be established with the objectives of 
promoting good relations between trade unions and for the protection of union 
and employee interests. A labour council must have the objective to promote 
employee education and labour relations. 
 
4.4 Collective Agreements 
 
Collective bargaining agreements cover only a very small percentage of 
employed workers. It has been estimated that approximately only five percent of 
workers are covered by such agreements (Deyo, 1997: 209). 
 
4.5 Employer Organisations 
 
As noted above, the 1975 LRA provides for the establishment of employer 
associations (samakhom naijang). Table 9 provides data on numbers of 
employer association in the 1991-2000 period. Employer associations do not 
yet play a key role in the industrial relations system. Collective bargaining is, for 
the most part, conducted by individual employers with their respective 
workforces. As has been the case for the growth in union numbers, the 
expansion of employer associations is partly a product of competition for seats 
on various tripartite bodies. 
 
Table 9: Employer Associations, 1991-2000 
 

Year Councils Federations Associations 
1991 1 1 19 
1992 1 1 20 
1993 1 1 51 
1994 3 2 108 
1995 5 2 128 
1996 5 2 140 
1997 6 2 143 
1998 8 3 151 
1999 8 3 180 
2000 9 3 226 

 
Source: Labour Studies and Planning Division, 
Department of Labour Protection and Welfare 

 
Employer interests have long been protected by the alliances between big 
business and the military and civilian bureaucracy. In the past, the unelected 
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Senate always included a number of business representatives; often there was 
also a representative of labour, but almost always drawn from ‘tame’, often 
military-organised or linked unions. And, since the 1970s, members of 
parliament have increasingly come from the ranks of business people. 
 
5. CONFLICTS, DISPUTES AND SETTLEMENTS 
 
5.1 Dispute Resolution 
 
Employees representing at least 15 percent of the workforce, or a trade union 
with a combined membership of at least 20 percent of the total workforce may 
apply to alter their conditions of employment. Such applications must be made 
in writing and presented to the employer. Employees and employers must enter 
into negotiations within three days of the demands being made. 
 
If employers and employees are able to reach agreement concerning 
employment conditions, the new conditions must be made in writing and posted 
in a place where they can be read. The agreement must also be formally 
registered within 15 days. 
 
5.2 Strikes and Lockouts 
 
If employers and employees cannot reach agreement, a labour dispute will be 
held to exist. The side that has sought to alter employment conditions must, in 
writing, inform labour arbitration officials within 24 hours of the beginning of the 
dispute. 
 
Labour arbitration officials will attempt to resolve the dispute within five days. If 
the dispute is resolved, the agreement will be made in writing and registered. If 
agreement cannot be reached, an unresolved labour dispute will be held to 
exist. If cases where a labour dispute cannot be resolved, both employers and 
employees may proceed as follows: 
 
(a) employers, employees and labour arbitration officials may continue their 

discussion with a view to settling the dispute; 
(b) employers and employees may voluntarily agree to appoint an arbitrator; 

or 
(c) employers may engage in a lockout or employees may strike. However, in 

both cases 24 hours advance notice must be given to the opposing party 
and to labour officials. 

 
During a strike or a lockout, employers and employees may permit labour 
officials to continue to endeavour to seek an agreement. Likewise, during a 
dispute, employers may not dismiss or transfer employees, their representatives 
or trade union members. Exceptions to this provision hold in those cases where 
an employee neglects his/her duties or seeks to purposely cause the employer 
suffer damage. 
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As can be seen in Table 10 below, the number of officially recorded disputes, 
strikes and lockouts is relatively low. However, Table 11 indicates that the 
number of grievances notified is significant. 
 
Tables 10: Labour Disputes, Strikes and Lockouts, 1991-2000 
 

Year Disputes Strikes Lockouts 
1991 135 7 7 
1992 195 20 14 
1993 184 14 9 
1994 165 8 7 
1995 236 22 17 
1996 177 17 1 
1997 187 15 8 
1998 121 4 4 
1999 183 3 13 
2000 140 3 10 

 
Source: Labour Studies and Planning Division, 
Department of Labour Protection and Welfare 

 
Table 11: Grievances Received and Examined, 1996-2000 
 

Grievances Received Grievances Examined 
Year 

Number Workers 
Involved Number 

Workers 
Involved 

Compensation 
(Baht) 

1996 6,487 56,786 4,446 42,377 252,689,046.25 
1997 8,252 75,815 5,187 52,510 483,553,274.00 
1998 9,065 64,688 5,860 44,884 625,017,009.00 
1999 7,145 39,908 5,362 32,274 246,685,645.67 
2000 6,954 30,453 5,163 25,646 237,235,752.00 

 
Source: Labour Studies and Planning Division, 
Department of Labour Protection and Welfare 

 
5.4 Exclusions 
 
The Minister of Labour and Social Welfare, if he/she determines that the dispute 
will have a detrimental impact on the national economy, cause public hardships 
or is likely to represent a danger to national security, may order that employers 
and employees cease their industrial action and have the labour relations 
committee make an order that ends the dispute. A recent case of a Minister 
exercising this power relates to the dispute within the Thai Kriang Factory in late 
1999. Clause 33 of the 2000 SELRA prohibits strikes and lockouts within state 
enterprises. 
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5.5 Role of Third Parties 
 
As noted in the previous section, various officials of the Ministry of Labour and 
Social Welfare have, at times, become involved in dispute resolution from an 
early stage. 
 
Labour Courts also become involved in disputation when a dispute is 
unresolved. These courts form one element of the broader judicial system. The 
first Labour Court was established in 1979. The establishment of the Courts 
formed an integral component of a process of change within the state apparatus 
in the wake of the widespread industrial, social and political unrest of the 1973-
76 period. The specific brief of the Labour Courts are to ‘concern themselves 
with conflicts between employers and employees over work contracts or the 
various rights of respective parties with respect to labour protection and labour 
relation laws’. For the most part, Labour Courts thus restrict their activities to 
making decisions on cases where the specific rights and duties as specified by 
workplace contracts and conditions of employment as well as those rights and 
duties as set out in various labour protection and labour relations laws are being 
contested. 
 
Officers of the Labour Courts are full-time professional judges attached to the 
Ministry of Justice. Associate judges, elected by employers and employee 
representatives, also serve on the court. The courts also include a mediation 
and arbitration element. 
 
Over the past two decades, the roles and activities of the Labour Courts have 
become the subject of considerable debate. Workers and their representatives, 
in particular, have argued that there now exists a pressing need for reform of 
the courts. Various criticisms of the operation of the courts relate to the ways in 
which cases are processed, the bias often exhibited by judges, the lack of 
judicial expertise in labour matters, and the mechanism through which associate 
judges are elected. Other criticisms made relate to areas such as lack of 
resources, overlapping of responsibilities and a general inability to deal with an 
increasing case load since the onset of economic crisis (see Bundit, 2001). The 
mounting caseload of the labour courts is indicated in Table 12. 
 
Table 12: Number of Cases Referred to Labour Court, 1994-2000 
 

Year Total Cases 
1994 9, 833 
1995 11,202 
1996 10,500 
1997 17,140 
1998 22,361 
1999 18,899 
2000 16,640 

 
Source: Bundit (2000: 15); Ministry of Labour and Social Welfare (2001: 79). 
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6. INSPECTIONS, MONITORING, HEALTH AND SAFETY 
 
6.1 Labour Inspectorates and Their Duties 
 
Labour inspection and monitoring is the responsibility of various departments, 
divisions and offices within the Ministry of Labour and Social Welfare. 
Historically, labour inspectorates have sustained close association with the 
police and military, and their directors have often been allied with rightist politics 
and pro-business policies (see, for example, Brun, 1982). Their history has also 
been marked by a paucity of adequate resources and therefore actual visits to 
firms have been rare. 
 
The Department of Labour Welfare and Protection retains primary responsibility 
for overseeing and enforcing labour protection and labour relations laws. In 
2000, the Department employed a total of 1,494 civil servants. Of these 336 
were employed as general labour inspectors, 201 were employed as health and 
safety inspectors, and 184 were employed as labour relations officials. Each 
general labour inspector is thus responsible for approximately 1,000 
establishments; each health and safety inspector is responsible for 
approximately 1,680, while labour relation officials are each responsible for 
roughly 1,840 establishments.  
 
Actual numbers of workplaces inspections tend to vary from year to year. In 
2000, some 33,617 firms covering a total of just over two million workers were 
inspected. Of the over 12,000 firms found to have breached various labour 
laws, only 14 cases were subject to court proceedings (Ministry of Labour, 
2000: 133). Even so, as seen in Table 13, the percentage of inspected firms 
breaching various legal provisions has remained high, averaging over 50 
percent until the economic crisis hit in 1997. The decline since then could reflect 
a number of factors. It could be that the inspectors were encouraged to turn a 
blind eye to breaches in order to support economic recovery. Alternatively, the 
decline might reflect the fact that many small firms, where breaches were 
common – closed during the crisis. 
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Table 13 Percentage of Enterprises Inspected Breaching Various Legal 
Provisions, 1992-2000 
 

Place 1992 1993 1994 1995 1996 1997 1998 1999 2000 
Bangkok 69.31 69.88 63.66 55.13 58.14 50.27 43.33 37.53 35.89 
Provinces* 55.92 43.56 67.23 63.62 59.98 42.99 41.98 32.09 37.57 
Central 66.40 66.33 64.36 56.17 39.71 31.07 30.73 28.58 35.59 
North 57.58 74.54 73.41 72.93 67.07 45.91 40.31 34.01 40.92 
North-East 85.41 82.46 80.55 68.03 58.36 46.39 45.91 36.81 40.46 
South 71.16 71.44 78.05 71.09 62.93 53.04 45.92 43.14 39.48 
National 69.75 70.52 68.51 61.48 57.16 46.33 42.05 35.84 37.61 
 

*Provinces here refers to the five provinces surrounding Bangkok (Nakhon Pathom, 
Nonthaburi, Pathumthani, Samutprakan and Samutsakhon). 

 
Source: Labour Studies and Planning Division, 
Department of Labour Protection and Welfare 

 
6.2 Rights of Inspectorates 
 
Under the terms of the 1998 LPA, a labour inspector has the power to enter any 
place of business or work in order to inspect conditions of employees and 
conditions of employment. The inspector may make enquiries (including the 
taking of photographs and the copying of documents) so as to determine the 
facts in relations to the nature of employment, the payment of wages, overtime, 
holidays and overtime. He/she may take samples of materials or products with 
respect to analysing health and safety standards. 
 
An inspector may issue a notice that requires an employer, employee or other 
person to either clarify or submit documentation that pertain to the elicitation of 
certain facts. He/she may also make a written order that compels an employer 
or employee to act in accordance with various provisions of the 1998 LPA. 
 
In those cases where a labour inspector finds that an employer has breached 
health and safety standards, he/she has the power to issue a recommendation 
(kham ne nam), a warning (kham tuan), or an order (kham sang). 
Recommendations, warnings and/or orders must be delivered to the employer 
in writing and will contain instructions as to the steps that the employer must 
take so as to comply fully with various legal standards. If an employer fails to 
follow an order that has instructed him/her to make adjustments ensuring 
employee health and safety, a labour inspector may, upon receiving prior 
authority from Department Director, order an employer to cease operations. If 
this occurs employees must cease all work, the employer is nonetheless 
required to pay full wages. 
 
6.3 Occupational Health and Safety 
 
The 1998 LPA contains a range of provisions that provide for the protection of 
employee health and safety at the workplace (in addition to the special 
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provisions for women and children already noted). Some of the key provisions 
may be summarised: 
 
(a) Workplace Safety, Health and Environmental Committees are to be 

established in those enterprises that employ more than 50 persons. These 
committees must be conducted along bipartite lines so as to promote co-
operation between employers and employees, to administer workplace 
safety, and to support the activities of the health and safety officer charged 
with overseeing workplace health and safety. 

(b) Employers must arrange to have health and safety officers appointed 
within the workplace. These officers are to be located at the shop floor, 
foreperson and administrative levels. The employer must ensure that 
these officers receive appropriate training in accordance with their 
particular duties. 

(c) Employers employing more than 50 persons must employ a full-time, 
specialist health and safety officer. 

(d) The Ministry of Labour and Social Welfare is required to establish a 
National Workplace Safety, Health and Environmental Committee. This is 
to be a national body organised on tripartite lines consisting of seven 
representatives each from the bureaucracy, employers and employees. 
The committee is responsible for providing views and opinions to cabinet 
and various other state agencies involved in policy planning and safety 
measures. It is also responsible for improving workplace environment and 
safety and, to this end, possesses the authority to issue ministerial 
directives, announcements and various other regulations. 

(e) When labour inspectors encounter unsafe environmental conditions in a 
workplace, or cases where machinery is likely to pose a threat to safety or 
when employers have not followed prior orders issued by labour 
inspectors, labour inspectors may order employers to cease operations. 
Operations may only be resumed following the issuing of an order from the 
Minister or his/her agents. The employer is also liable for wages to be paid 
during the time that operations ceased. 

(f) Employers must arrange for health checks for their employees and must 
send the results of such checks to the labour inspectorate as stipulated by 
Ministerial Announcements. 

 
The health and safety provisions contained in the 1998 LPA can, in part, be 
seen as a response to labour’s campaigns to improve workplace health and 
safety standards. Problems associated with poor workplace health and safety 
standards became the subject of national and international attention during the 
1990s in the wake of a series of spectacular accidents that left a trail of dead, 
maimed and injured in their wake. The incident that highlighted most 
dramatically the health and safety dangers face by the industrial workforce was 
the fire at Kader Industries (Thailand) that left 188 dead and almost 500 injured 
(see Brown, 2001). 
 
In light of such incidents and labour campaigns, successive governments and 
some employers have become increasingly cognizant of a need to institute 
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formal health and safety measures that would be in keeping with internationally 
recognized standards. Moreover, there have been fears in government and 
business circles that a failure to improve workplace health and safety standards 
might lead to a boycott of some Thai manufactured goods on regional and 
global markets. Although, rates of inspection of health and safety standards 
increased during the 1990s (see below), occupational health and safety remains 
a major issue. 
 
As can be seen in Table 14, the percentage of inspected firms breaching health 
and safety provisions decreased substantially. It is not clear why this would be, 
for before the crisis, the percentages breaching the provisions remained 
stubbornly above 50 percent. Some possible reasons for this were mentioned 
above when discussing Table 13. 
 
Table 14: Percentage of Inspected Enterprises Breaching Workplace 
Health and Safety Provisions, 1992-2000 
 

Place 1992 1993 1994 1995 1996 1997 1998 1999 2000 
Bangkok 53.12 46.18 42.54 49.59 48.55 41.48 44.15 27.53 21.19 
Provinces* 63.39 70.94 69.88 82.55 75.81 57.67 75.17 71.31 52.00 
Central 79.37 57.21 61.53 57.49 56.75 39.82 54.16 37.53 35.63 
North 69.69 71.96 65.60 61.76 63.93 47.98 45.05 33.33 21.81 
North-East 87.61 69.37 54.75 60.00 51.35 36.81 35.92 21.34 25.82 
South 69.68 59.39 59.16 68.29 62.35 47.46 52.02 41.86 22.41 
National 64.44 57.41 57.15 61.14 56.91 44.08 49.99 37.16 26.36 
 
*Provinces here refers to the five provinces surrounding Bangkok (Nakhon Pathom, Nonthaburi, 
Pathumthani, Samutprakan and Samutsakhon). 
 

Source: Labour Studies and Planning Division, 
Department of Labour Protection and Welfare 

 
Studies have shown that between 1994 and 1998 in 71 percent of cases, 
recommendations were made to employers to effect improvements so as to 
conform to legal standards. The number of warnings and orders tended to vary. 
Over the period around ten percent were issued with warnings and 14 percent 
were issued with orders. Less than one percent of all cases eventually led to 
court action being bought against employers (Bundit, 2000: 14). 
 
7. CONCLUDING COMMENT 
 
As noted in the introduction, prior to the election of Thaksin Shinawatra’s Thai 
Rak Thai Party to government in January 2001, a number of promises were 
made regarding labour law reform. To date, not much has changed. This is no 
surprise for labour activists. Struggle and state repression have been the norm 
over many years, and real reform is long overdue. But even if there are reforms 
to the law, as has been indicated in this paper, implementation of laws and 
regulations has been weak. While recent labour activism has focussed on 
closing this gap between the law and practice in contemporary industrial 
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relations, the impact of the economic crisis, since mid-1997, has probably seen 
the gap widen. 
 
In this period of globalisation, much attention has been given to the notion that 
the state’s role is reduced. This paper should indicate that the state can 
continue to play a significant role in labour relations. International business, 
international unions, bilateral and multilateral organisations (including the ILO), 
international NGOs, and regional organisations do have important roles in 
labour relations. However, the national state remains the fundamental site of 
labour regulation. 
 
In acknowledging the critical role of the national state, this paper has attempted 
top provide an overview of the contemporary regulatory environment impacting 
on labour in Thailand. 
 

Southeast Asia Research Centre Working Papers Series, No. 27, 2002 
 

34 



 

REFERENCES 
 
Arom Phongphangan Foundation (n.d.), ‘Collected Labour Data’ unpublished 
manuscript. 
 
Bundit Thongchasetawut (2000), Panha kanbangkhap chai kotmai raengngan 
nai prathet thai, (Problems of Labour Law Enforcement in Thailand), Bangkok: 
Arom Phongphangan Foundation. 
 
Bundit Thongchasetawut, ed. (2001), Su senthang kan pathirup kotmai 
raengngan samphan (Toward Reforming Labour Relations Law), Bangkok: 
Arom Phongphangan Foundation. 
 
Bundit Thongchasetawut, ed. (2001a), Su senthang pathirup san raengngan 
(Toward Reforming the Labour Courts), Bangkok: Arom Phongphangan 
Foundation. 
 
Bundit Thongchasetawut, ed. (2001b), ‘Sanyanphai wikhrit rabop raengngan 
(mai) samphan’ (Danger: The Crisis of the Labour Relations System) in Bundit 
Thongchasetawut (ed.), Su senthang kan pathirup kotmai raengngan samphan 
(Toward Reforming Labour Relations Law), Bangkok: Arom Phongphangan 
Foundation. 
 
Bauer, J. Nipon Poapongsakorn and Ogawa, N. (1993), ‘Labor Force and Wage 
Forecasts’ in Campbell, B. Mason, A. and Pernia, E. (eds.), The Economic 
Impact of Demographic Change in Thailand, 1980-2015, Hawaii: University of 
Hawaii Press, pp. 83-114. 
 
Brown, A. (2001), ‘Industrial Workers, Political Space and the State in Thailand’, 
unpublished Ph.D Thesis, Murdoch University. 
 
Brun, V. (1982), ‘Workers and Labour Unions in Thailand (parts 1 and 2)’ in 
AMPO: Japan-Asia Quarterly, 14, 2 & 3, pp. 51-16. 
 
Cadet, Chaowilai (2001), ‘Wikhrit raengngan ying nai sathana kan ying’ (The 
Contemporary Crisis of Female Labour), in Raengngan porithat, 15, 4, pp. 3-8. 
 
Choi, Alex (2002), Non-Governmental Organisations and Democratisation: The 
1992 Bangkok Uprising Revisited, Southeast Asia Research Centre, City 
University of Hong Kong, Working Papers Series No. 25, April. 
 
Deyo, F (1997), ‘Labour and Industrial Restructuring in South-East Asia’, in 
Rodan, R. Hewison, K. and Robison, R. (eds.), The Political Economy of South-
East Asia: An Introduction, Melbourne: Oxford University Press, pp. 205-24.  
 
Falkus, M., Blackburn, S., Brasted, H., Kaur, A., and Wright, D. (1996), Child 
Labour in Asia, Canberra: University of New England and Monash University, 
for the Australian Agency for International Development. 
 

Southeast Asia Research Centre Working Papers Series, No. 27, 2002 
 

35 



 

Hewison, Kevin (2002), ‘The World Bank and Thailand: Crisis and Safety Nets’, 
Public Administration and Policy, 11, 1, pp. 1-21. 
 
Lae Dilokwithayarat (2001), ‘Raingan kansuksa wa duai kan pathirup kotmai 
raengngan samphan’ (Report Concerning the Reform of Labour Relations Law) 
in Bundit Thongchasetawut (ed.), Su senthang kan pathirup kotmai raengngan 
samphan (Toward Reforming Labour Relations Law), Bangkok: Arom 
Phongphangan Foundation, pp. 8-20. 
 
Mason, A. and Campbell, B. (1993), ‘Demographic Change and the Thai 
Economy: An Overview’ in Campbell, B. Mason, A. and Pernia, E. (eds), The 
Economic Impact of Demographic Change in Thailand, 1980-2015, Hawaii: 
University of Hawaii Press, pp. 1-52. 
 
Ministry of Labour and Social Welfare (2000), Sathiti raengngan 2000 (Year 
Book of Labour Statistics, 2000), Bangkok: Ministry of Labour and Social 
Welfare. 
 
Ministry of Labour and Social Welfare (2001), Women and Child Labour, 
Bangkok: Ministry of Labour and Social Welfare. 
 
Ogena, N. Kusol, S. Kriengsak R. & Jiraket, B. eds. (1997), Globalization with 
Equity: Policies for Growth in Thailand, Bangkok: Institute for Population and 
Social Research, Mahidol University. 
 
Pasuk Phongpaichit and Chris Baker (2000), Thailand’s Crisis, Chiangmai: 
Silkworm Books. 
 
Raengngan porithat, (2001), ‘Phak thai rak thai nayobai patthana saphayakon 
manut lae kan sang khrongkhai khwam phlot phai thang sangkhom’ (Thai Rak 
Thai Policies on Human Resources and Social Safety Nets), in Raengngan 
porithat (Labour Review), 15, 2, pp. 17-18. 
 
Somsak Samakhitham (1991), ‘Changes and Conflict in the Labour Movement 
in the Private Scetor’ in Arom Phongphangan Foundation (eds.), The Face of 
Thai Labour, Bangkok: Arom Phongphangan Foundation. 
 
Voravidh Charoenloet (1997), Labour Standards in Thailand: The Impact of 
Trade Liberalisation, Geneva: Graduate Institute of International Studies. 
 
World Bank (2000), Thailand Economic Monitor, Bangkok: World Bank 
Thailand, June. 
 
World Bank (2001), Social Monitor VI: Poverty and Public Policy, Bangkok: 
World Bank Thailand. 
 

Southeast Asia Research Centre Working Papers Series, No. 27, 2002 
 

36 


	Acts of Parliament
	Figure 1: Structure of the Labour Force, 2000
	Table 1: Number of Establishments and Employees, 2000


	Location
	
	Table 2: Size of Enterprises and Number of Employees by Sex, 2000
	
	
	
	
	Table 3: Age Structure of Population, 2000-2015
	Table 4: Age Structure of the Labour Force, 1985-2005






	Table 5: Educational Attainment of Employed Persons 2000

	Primary Education or less
	
	
	
	
	
	1990 SSA
	1994 WCA
	1998 LPA
	2000 SELRA






	165 baht per day
	Place
	Federations
	Lockouts
	
	Year
	
	Table 12: Number of Cases Referred to Labour Court, 1994-2000






	Place
	Place
	
	
	
	
	
	REFERENCES







