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Of vital importance is the development of skills and employability of the
labour force in order to support the country’s competitiveness, coupled with
the mandate to warrant social security and improve employees’ quality of life.
This labour segment represents the workforce in the formal sector of the
national economy. It is supplemented by a substantial workforce in the informal
sector which, most recently, served as a vital buffer when absorbing the shock
of the economic crisis triggered in 1997.

Formal Sector
Of high significance and great urgency are measures geared to intensify

and accelerate labour force development with a view to strengthening global
competitiveness. Building labour capacity is recognized by industrial enter-
prises as instrumental in operating at the level of international standards. To
create and sustain the required solid basis, labour force protection and employ-
ment security are indispensable.

Labour Force Development
Key concerns are the upgrading of labourers’ capabilities, the creation of

employment opportunities, and alleviating the acute shortage of unskilled
labourers by finding solutions to problems caused by the illegal hiring of
foreign labourers.
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Specific objectives of labour force
development are

� to raise the standard of living, ensure
fair working conditions, and promote employ-
ment security;

� to create employment opportunities;
� to coordinate capacity building and

strengthen the potential so as to increase effi-
ciency as well as productivity, and to be pre-
pared for global competition;

� to enhance labourers’ quality of life
and social security;

� to develop labour management capa-
bility.

Labour force development is largely
tackled by targeting two objectives, namely,
the enhancement of employment security as
well as safety at the work place, and the
promotion of national competitiveness.

The promotion of national competitive-
ness has three thrusts: [1] skill development,
[2] creation of employment opportunities, and
[3] providing solutions to problems caused
by the illegal hiring of foreign labourers,
given an acute shortage of unskilled labour
force.

Skill Development
Skill development has two prongs focused on the upgrading of labourers’

capabilities and building the capacity of industrial enterprises to attain interna-
tional standards, in order to be able to compete in the global market. It is geared
to meet the following objectives:

� to implement legislation on skill development and enforce related laws;
� to introduce skill standard testing and promote skill testing as well as

competition in order to broaden employment opportunities for those already in
the labour force who are eager to embark on a professional career;

� to devise a system and related models of skill development;
� to enable the labour force to strengthen their existing capabilities;
� to arrange for pre-employment training of prospective labour market
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entrants on occupational know-how, basic skills, career prospects, and forma-
tion of a positive attitude;

� to upgrade the existing labour force through strengthening their knowl-
edge and potential so as to match their work specification, with a view to
rapidly advancing technologies;

� to support industrial enterprises in capacity building;
� to coordinate and facilitate co-operation between public-sector agen-

cies and private-sector enterprises on drawing up a plan to meet demand for
skilled labourers;1

� to launch networking for skill development; and
� to upgrade skills of labourers employed both in the country and abroad

so as to meet international standards.2

Table 1:
Labour Force Trained under the Auspices of the

Department of Skill Development, Ministry of Labour, in 2006

Skill Development Number of Labourers
Pre-employment training          40,756
Upgrading         145,182
Skill standard testing          48,059
Skill development by the private sector         260,848

Source: Planning and Information Division, Department of Skill Development, Ministry of Labour,

            Bangkok: 2006.

Creation of Employment Opportunities
The creation of employment opportunities is the second thrust of the

promotion of national competitiveness. It comprises various aspects, as follows :
� to implement legislation on employment, occupational services, job

seeker protection, status of alien workers, and enforcement of related laws;
� to promote the creation of employment opportunities;
� to assist job seekers by offering vocational guidance in finding

employment that suits their knowledge, ability and skill;
� to secure labourers’ rights and entitlements duly and fairly, to protect

them from fraud, and to provide counseling services;
� to establish work-related occupational and industrial standards;
� to operate a labour market information centre;
� to further develop the administrative system for employment promotion

1 See also the chapter entitled “Private-sector Role in the National Economy”.
2 See also the chapter entitled “Education”.
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by building models, devising measures, and refining methods of best-practice
services;

� to monitor the labour market and analyze trends in labour demand;
� to continually adjust the labour force development strategy and

formulate policies; and
� to draw up action plans.

Table 2:
Occupation and Employment Promotion

Occupation and Oct. 2005- January    Unit
Employment Promotion July 2006   2007
Vacancies

-  Applicants for domestic jobs 578,107  45,827 Position
-  Positions filled 935,519 101,598  Person

127,207  13,515 Position
Poverty Alleviation Caravan Project 632,205  70,748  Person
-  Job creation under the Caravan 119,267  16,556  Person
    Project for poverty alleviation
-  E-job on the move   7,836  1,381  Person
-  Career guidance at village level 497,485 53,415  Person
-  Job creation for the unemployed   3,583   395  Person
-  Home work promotion   2,870   346  Person
Recruitment Promotion

Labour force management 190,114 18,042  Person
Oversea Recruitment Service 131,773 14,808  Person
-  Private agencies  55,358 14,808  Person
-  Department of Employment   7,955   471  Person
-  Self-arranged overseas work  58,475  5,915  Person

Sources: [1] Department of Employment: Occupation and Employment Promotion,
    Whole  Kingdom, (Oct. 05- Jul. 06), Bangkok. 2006.

[2] Department of Employment: Occupation and Employment Promotion, Whole
      Kingdom, (Jan 07), Bangkok. 2007.

Solutions to Problems Caused by the Illegal
Hiring of Foreign Labourers

With a view to the acute shortage of unskilled labourers, finding solu-
tions to problems  caused by the illegal hiring of foreign labourers is the third
thrust of the promotion of national competitiveness. The problems vary by
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sectors of the national economy and geographical areas of the country. Some
key issues are summarized hereunder, distinguishing economic significance,
demand, regulatory measures, and social security as well as health care.

The economic significance of an additional, alien labour force hailing
mainly from certain neighbouring countries was highlighted when, at the turn
of the century, roughly one   million illegal migrant workers were hired for the
benefit of the national economy. Several business sectors continue to face
serious, increasing labor shortages triggered by economic growth. It, thus,
proved unfeasible to deport alien workers and permanently exclude them from
the country’s labour market.

The high demand for inexpensive labour has been undermining all
efforts, on the part of the authorities, to stop the inflow of illegal immigrants.
Businesses requiring ever more labor, especially of the unskilled kind, include
mining, transportation, fishery, rubber tapping, horticulture, cash crop farming,
construction, and industrial manufacturing; also high in demand are domestic
workers. There are five kinds of jobs often turned down by people with Thai
citizenship - hard, dirty, risky, humdrum, and lowly paid. Their rejection of
such kind of work has caused employers to recruit foreigners who are willing
to work for low pay.
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Facing this quandary, the government repeatedly chose to offer general
amnesties, in 2001 and 2004, to illegal migrant workers. They are granted
one-year, renewable work permits, provided they register with government
agencies following a standardized, simplified protocol. Since these initial
amnesties, a progressive programme of offering work permits to foreign workers
from three neighbouring countries has been maintained. Moreover, registered
foreign workers are granted access to certain social services, such as basic
health care and equal treatment of all workers regardless of their origin.

Labour Security and
Safety

The second, complementary
objective targeted by labour force
development is the enhancement of
employment security and safety at
the work place. Its two broad aspects
are labour protection and welfare,
and social security.

Labour Protection and
Welfare

In regard of labour protection
and welfare, the core functions include labour standards, labour protection,
occupational safety, health, working environment, labour relations as well as
explicitly distinguished labour relations in state enterprises, and labour
welfare. Broad objectives are to develop and promote standards, models, mecha-
nisms and measures, and solve problems with a view to enhance competitive-
ness and ensure workers’ good quality of life. Specific objectives are

� to monitor adherence to the laws on labour protection, labour
relations, in general, as well as explicitly distinguished labour relations in state
enterprises, in particular, and to other related laws;

� to ensure workers’ protection in the formal and informal sectors with
regard to their rights and entitlements to benefits, in accordance with the laws,
and with the objective of ensuring a good quality of life;

� to disseminate knowledge and understanding of labour standards,
labour protection, occupational safety, labour relations, in general, as well as
explicitly distinguished labour relations in state enterprises, in particular, and
labour welfare;

� to establish labour standards, monitor industrial establishments, and
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certify those managed in compliance with international labour standards;
� to develop and promote a system covering occupational safety and

health as well as a salutary working environment;
� to supervise the provision of labour welfare;
� to prevent or resolve, as it were, conflicts, labour disputes and industrial

unrest;
� to develop and operate an information system on labour protection

and welfare; and
� to formulate strategies as well as policies, and to draw up action plans.3

Table 3 :
Labour Rights Interventions, Fourth Quarter of 2006

Type of Intervention   Frequency       Unit
Protection by Labour Right
Labour Protection
 - Labour inspection     10,440 Establishments
 - Certification of compliance with existing laws           8,227 Establishments
 - Workers protected     536,847    Individuals
Safety at Work
 - Safety inspection      4,393 Establishments
 - Certification of compliance with existing laws      3,655 Establishments
 - Workers protected    284,460    Individuals
Dispute Solution and Grievance Settlement
 - Grievances settled / Entitlement for
    compensation      1,887       Cases
 - Workers involved      4,761   Individuals
 - Benefits granted and received      36.49  Million baht
    Work Place Injuries / 1,000 Workers         6      Percent

Source: Ministry of Labour, Department of Labour Protection and Welfare: Protection of Labour
             Rights, Whole Kingdom, Quarter 4 (October-December) 2006. Bangkok, 2006.

The following summary of some of the more important provisions of the
Labor Protection Act is provided to serve as any employer’s general back-
ground information and for due perusal. Any employers shall confirm, through
independent legal counsel, that they are in compliance with all applicable
labor laws and regulations.

3 See also the chapter entitled “Justice for the People”.
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Scope
The Thai Labor Protection Act of

1998 applies to all “employers” employing
“employees” in Thailand. Under the act,
“employer” is defined broadly and may
include persons who do not have any
direct employer - employee relationship
in the traditional sense. Notably, “employer”
includes persons designated to act on
behalf of an employer, authorized direc-
tors appointed by an employer, and some
firms that provide management services
within the scope of the employer’s respon-
sibility.

 Such persons or firms might share
the actual employer’s liability for compli-
ance under the Labor Protection Act.
Additionally, a special provision under the
law may require contractors and sub-
contractors to share the liabilities of an
employer. Any person or business which
has significant involvement with the
management or operation of a business, or
who is engaged as a primary or sub-
contractor, should check its potential
liabilities as an “employer” under the Act.
If so, it should try to assure that the actual
employer is in compliance with the Act and
should try to obtain indemnification from
the actual employer protecting it from
liability under the Act.

Working Hours
Normally, an employee may be required to work a maximum of eight

hours per day and a maximum of 48 hours per week. If the work is categorized
as hazardous, the maximum equals seven hours per day and 42 hours per week.
An employee working at least five hours a day must be given a rest period of at
least one hour. An employee must be given at least one day off per week.
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Overtime
Normally an employee cannot be required to work overtime. Rather, the

employer must receive the employee’s prior consent. The employee’s consent
is not required if the nature of the work requires continuous performance to
prevent damage to the employer, or if the work is urgent. Any employees who
work overtime are entitled to overtime pay at one and a half   their normal rate.
Certain types of employees are considered “exempt” and not entitled to over-
time pay. These include employees who have authority to act on behalf of the
employer with regard to terms of employment, hiring, firing, or fixing rates of
pay; employees performing work of a nature that requires performance away
from the work place and for which definite work hours cannot be fixed; and
other specified types of employees.

Place of Payment of Wages and Salaries
Under the Labour Protection Act, the employer must pay the wages or

salary of an employee at the place of work unless the employee agrees to
another place or method of payment. Thus, an employer using an automatic
deposit into an employee’s bank account must first obtain the permission of
that employee. The employee cannot be compelled to accept payment in this
fashion.

Public Holidays
Any employer must grant its employees a minimum of 13 paid public

holidays each year. If a public holiday falls on a weekly day off, the next working
day must be granted as a paid holiday. The public holidays must include Labour
Day (May 1). The other twelve holidays must be chosen from a list of 16
holidays published by the Royal Thai Government. An employer must notify
its employees which days will be considered public holidays before the
beginning of the calendar year.

Annual Leave
An employee who has worked for at least one year must be granted a

minimum of six days paid annual leave each year.

Sick Leave
Any employee must be granted a minimum of 30 days paid sick leave

each year. An employee using sick leave for three consecutive working days
can be required to provide a physician’s certificate proving the illness.



118
Thailand in the 2000’s

Maternity Leave
An employee who is an expectant mother must be granted a minimum of

90 days maternity leave. The employee is entitled to be paid for 45 days of the
maternity leave. The remainder of the leave can be unpaid depending upon the
employer’s policies.

Child Labour
The minimum age for employing

a child as a labourer is 15 years. For
employing a child under the age of 18
years, the employer has to notify the
labour inspector of the employment of
the child employee within 15 days from
the date when the child commences her
/ his work.

An employer shall arrange for a
child employee to have an uninterrupted

rest period, each day, of not less than one hour for every four hours worked.
An employer shall not cause a child employee under the age of 18 to

work between 22:00 hours and 06:00 hours, except on written permission
granted by the Director-General or her / his designate.

An employer shall not cause a child employee under the age of 18 years
to work overtime or on holidays.

The employer shall not put the child labourer under the age of 18 years to
do hazardous work, as defined hereunder :

1. smelting, blowing, casting, or rolling metal;
2. stamping metal;
3. work involving conditions of heat, cold, vibration, sound and abnormal

lighting which may be dangerous, as defined by ministerial regulations;
4. work involving hazardous chemicals; and
5. work involving poisonous micro-organisms, which include virus, bac-

teria, fungus, or other micro-organisms, as defined by ministerial regulations.
An employer shall not put a child employee under the age of 18 years to

perform work in any of the following establishments:
1. slaughterhouses;
2. gambling houses;
3. dance halls; and
4. establishments where food, liquor, tea, or other beverages are served,

and where the services of prostitutes, resting facilities, or massage are offered.



119
Thailand in the 2000’s

An employer is prohibited from
1. paying remuneration of a child employee to a person other than the

employee; and
2. demanding or receiving a guarantee money for any reason whatso-

ever, from the child employee.

Social Security
Social security is the complementary aspect to labour protection and

welfare, both covered by the cluster geared towards enhancement of working
security. Its main function is to ensure, through efficient management of the
Workmen’ s Compensation Fund, a secured living for workers. Its purposes are

� to perform governmental functions so as to achieve results in accor-
dance with objectives, regulations, and action plans;

� to monitor adherence to the laws on social security, workmen’s
compensation, as well as other related matters, and their enforcement;

� to manage the Social Security Fund and the Workmen’ s Compensation
Fund;

� to ensure that insured employees are protected by their legal rights
and enjoy benefits to which they are entitled, in accordance with the laws;

� to develop a system complete with models, measures and methods in
regard to social security and workmen’s compensation; and

� to co-ordinate action plans.

Table 4:
Enforcement of Workers’ Protection under

the Labour Rights, December 2006

          Social Security Office    Frequency                 Unit
Social Security Fund
- Establishments with one worker and more  375,706     Establishments
- Insured workers
- according to Article 33 8,537,801        Individuals
- according to Article 39  322,379        Individuals
- according to Article 40       3        Individuals

Source: Ministry of Labour, Social Security Office: Protection of Labour Rights, Whole Kingdom,
             Bangkok, December 2006.



120
Thailand in the 2000’s

Using the contributions due to the Social Security Fund seven types of
benefits are provided for insured persons to assist in instances of sickness,
maternity, invalidity, death, child rearing, old age, and unemployment.

The programme is financed through tripartite contributions made by the
employer, employee and a government agency. Making contributions to this
fund is compulsory for employers operating establishments with one (1) or
more workers. For the four types of beneficial entitlements in cases of
sickness, maternity, disability, and death the contribution rate is 1.5% of wages;
it is 3% of wages for two types of benefits, namely, child allowance and
old-age pension; and it is 0.5% of wages from employers and employees for
support when unemployed. Benefits for sickness or work-related injuries are
paid by the Workmen’s Compensation Fund.

Those not covered by any programme can still resort to voluntary
insurance, or rely on government or private assistance programmes. Any
voluntarily insured persons’ contributions amount to 432 baht per month. The
government grants a subsidy of 120 baht per month for six types of beneficial
entitlements in cases of sickness, maternity, invalidity, death, child allowance,
and old-age pension, according to Article 39. Any voluntarily insured persons
pay 3,360 baht per year for three types of benefits (maternity, invalidity and
death).

Informal Sector
Social security coverage extended to the informal sector is defined in the

Ninth National Economic and Social Development Plan (2002-2006).
Individuals making a living in the informal sector are defined as follows:

� any self-employed individual who works, generates income and does
not have any employer, such as a taxi driver, a farmer, a guide, a direct-sale
person, a street vendor, a hair dresser, a barber, a business owner, an engineer,
a lawyer, a medical doctor, and a dentist; or

� any wage earner, anyone who is not an employee of any enterprise,
company, firm and store, for example, a home worker, an individual construc-
tion worker, a seasonal worker, a domestic worker, or a privately hired driver.

Findings of a survey conducted by the National Statistical Office ren-
dered evidence that there were 15.5 million workers in the informal sector,
distinguished by nine (9) occupational groups, in 2004 – 2005. These are char-
acterized as follows :

o aged 15 – 60 years old;
o not covered by any social security, civil service, state-owned enter-

prise, or private-sector schemes;
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o not in the category of the poor who registered for government
assistance;

o largely with affordability to pay their contribution to the Social
Security Fund at the amount of 50 bath yet in need of a subsidy from
the government; and

o in need for social security including seven (7) benefits, in instances of
sickness, maternity, invalidity, death, child rearing, old age, and loss
of source of livelihood.

In March 2006, the Social Security Office set up a framework to extend
social security coverage as a voluntary scheme, according to the general labour
policy. The benefit package covers sickness, maternity, invalidity, death, and
old age, yet not unemployment which is   difficult to appraise given the nature
of the informal sector.

Overview of the Country’s Labour Force
People aged 15 years and older are classified as persons of working age.

Those gainfully employed in the formal sector and those unemployed yet
seeking employment in formal-sector enterprises are defined as the national
labour force. According to the Thai Labour Force Survey of 2004, working age
persons were classified as being employed (72.2%), unemployed (1.1%), and
not in the labour force (26.7%).

Figure 1:
Population Aged �15 Years by Labour Force Status, 2004

Source: National Statistical Office : Labour Force Survey, Quarter 3 (July-September 2004),
Bangkok. 2004.

The Labour Force Participation Rate - LFPR
The LFPR, an indicator reflecting the total number of persons in the labour

force, both employed and temporarily unemployed, as a proportion of the work-
ing-age population, is normally distinguished by gender and age groups.
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An analysis of the LFPR shows that in every age group more men partici-
pated in the labour force than women, during the period 1990-2004. However,
the comparatively lower LFPR reported for women might be affected by some
bias in data collection, in that self-employed women and women workers
contributing to household enterprises were not taken into account as economi-
cally active persons. Also, ever more young women, particularly of the age
group of 15-24 years, are enrolled in higher education, which delays their
entering the labour force and bears on their LFPR.

The LFPR varies according to seasonal fluctuations and economic changes.
For example, the participation rate of older persons, particularly of older women,
increased from the year 2000 onward when projects were launched to create
jobs for the rural population, regardless of age, such as those facilitated through
soft loans to set up small-scale enterprises and, in this context, enterprises
under the One Tambon One Product (OTOP)4 project.

Table 5 shows the LFPRs by gender and age groups as of 2004. Except
for young persons in the age group under 15 years, the LFPRs were higher for
men than for women in all other age groups. Persons of either gender in the
range of 25-54 years of age formed the major part of the current labour force,
equal to about 90%.

Table 5:
Labour Force Participation Rates (LFPRs) by
Age Groups and Gender, 2004 (percentages)

     Age Groups      MF       M        F
          ‹15     73.7     81.7      65.1
        15 - 19     50.6     37.1      64.5
        20 - 24     50.7     79.7      64.3
        25 - 29     50.9     95.5      79.9
        30 - 34     50.9     96.5      84.2
        35 - 39     50.3     97.2      85.1
        40 - 44     49,7     96.9      83.3
        45 - 49     49.1     96.3      80.8
        50 - 54     48.7     93.6      74.0
        55 - 59     48.4     88.6      65.1
        60 - 64     48.6     74.8      49.6
         �65     44.4     41.1      19.5

Note    :  The labour force participation rate (LFPR) is the total number of persons
               in the current labour force as a percentage of the working age population
               in each age group. M = male / F = female / MF = total.
Source : National Statistical Office:Thailand Labour Force Survey Quarter 3
               (July-September), 2004.

4 Tambon is the Thai designation of the local administration unit that comprisesten or more house
clusters / settlements / villages called mu ban in Thai.
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Employment Status
Employed persons are classified in three groups, (1) employees or wage

labourers and salaried workers including both civil service and private-sector
employees; (2) self-employed workers including employers, own-account
workers and members of producer co-operatives; and (3) workers contributing
to household enterprises (see Figure 2 below).

Figure 2:
Employees’ Gender and Status, 2004 (percentages)

Note: Employed persons are classified in three groups: (i) employees or wage and salaried
workers, (ii) self-employed workers and (iii) contributing household members based on
status in employment. The self-employed are either employers or own-account workers.

Source:   National Statistical Office: Thailand Labour Force Survey, Quarter 3
(July-September), 2004.

Figure 3:
Employment Status, 1990 – 2004 (percentages)

Note: Employed persons are classified m three groups : (i) employees including wage
labourers and salaried workers,(ii) self-employed workers; and (iii) workers
contributing to household enterprises.

Source: National Statistical Office Thailand Labour Force Survey. Round 3 (August),
1990-2000, and Quarter 3 (July-September), 2001-2004.
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Employment by Sector
As of the year 2004, the agricultural sector was the biggest employer

accounting for 42.3 percent of the labour force, followed by the service sector
with 37.1 percent and the industrial sector with 20.3 percent.5

Figure 4:
Employment by Sectors, 2004 (percentages)

Note: Data calculated using ISIC-2.
Source: National Statistical Office: Thailand Labour Force Survey. Quarter 3

(July – September), 2004.

In the recent past, from 1990 until 2004, the proportion of employees in
the agricultural sector declined substantially, while the proportions in the ser-
vice and industry sectors increased (see Figure 5).

Figure 5:
Changes in Proportionate Employment by Sectors, 1990-2004 (percentages)

Note: Data calculated using ISIC-2
Source: National Statistical Office: Thailand Labour Force Survey, Round 3 (August),

1990-2000, and Quarter 3 (July-September), 2001-2004

5 See also the chapters entitled “Agriculture”, “Industry on the Move”, and “Trade and Services”.
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Also of interest is the fact that women are strongly represented in Thailand’s
service sector, where they constitute virtually half its labour force. Likewise,
in the agricultural and industrial sectors, the proportions of women are high. In
international comparison, Thailand’s women occupy the first rank in the ser-
vice and industry sectors, and the second rank in the agriculture sector (see
Table 6).

Table 6 :
Proportions of Women in Employment by Sector

and in International Comparison, 2004 (percentages)

Country / Economic Sectors
Region /   Agriculture      Industry     Services
World %          Rank %          Rank %           Rank
Thailand 42.7 2nd 41.9 1st 48.9 1st

World 40.3 3rd 30.4 4th 44.7 3rd

East Asia 47.5 1st 39.4 2nd 42.2 4th

Southeast Asia 39.4 4th 36.3 3rd 47,5 2nd

and the Pacific
South Asia 32.8 5th 25.6 5th 24.1 5th

Note: Data calculated using ISIC-Z.
Sources: National Statistical Office: Thailand Labour Force Survey, Quarter 3
                 (July-September,2003).
                 ILO : Key Indicators of the Labour Market (KILM), Fourth Edition,
                 International Labour Organization (ILO), Geneva, 2005.


