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Abstract 221826

The Middle Way Models of Thai Industrial Relations

Researcher : Chokchai Suttawet, Ph.D.

This research report was a result of the attempts to find out the ways of solving the fundamental
problems and the management of the fundamental issues of Thai industrial relations.The international benefit
from the study was also concerned.The research was focused on the answers of the present and future
important questions of Thai industrial relations. These questions are: Could we introduce an international
middle way industrial relations theory and have a dualism of the Thai industrial relations models that
characterizes Thai identity and also gets along with an international standard? And if the industrial relations
theory and models are the "theory and models of the middle way of industrial relations" and Could they
be applied to other countries, what should the such théory and models be?

For Thailand, there were two main purposes of the research project.The first one was a study,
analysis and evaluation of the overall problems of the Thai industrial relations. The second one was the
development and formulation of the middle way models for the Thai industrial relations that should be
suitable in the present and in the future trend.

The outstanding models of the eight countries were also studied in order to capture the middle

‘ way features and conceptualizes for a part of model construction activities. These were; 1) the European
industrial relations model, 2) an integrated global-national industrial relations model of Australia), 3) the
co-determination modei of Germany, 4) the co-determination model of Sweden), 5) the employee stock
ownership plan model of the United States of America, 6) the industry-labour consultation body model
(Sanrokon) of Japan, 7) the council of labour and management cooperation model of South Korea, 8) the
stability of enterprise industrial relations institution model of Thailand.

The researcher employed the methodologies of qualitative research with a supplement of quantitative
research for the model construction.The strategy of the Weberian ideal type formulation was also used,
for drafting the fundamental principles of the middle way models, before the actual model was developed,
and then an empirical research had been followed up for an evaluation of the proposed fundamental
constituency for the middle way models. Such evaluation, by answering questionnaires, had been done by
the representatives of the companies and worker unions of all the companies that had won the National
Industrial Relations Award of the year 2007, managed by the Ministry of Labour. One hundred of the
questionnaires had been sent back from the disseminated 448 questionnaires. An In-depth interview was
also used to collect data from the seven well-known persons of employers, employees, scholars, activists,
consultants in industrial relations field. The views from the two foreign experts had been also used, by
documentary and interview. The group discussion had been used to get the exchanged views on industrial
relations problems and guided lines for solving the problems from the representatives of government officers,
scholars and industrial relations activists.

Besides, the two work-shops were also organized.The first work-shop was conducted for a
presentation of drafted models. it was circled by of the representatives from the four national committees;
these were the Industrial Relations Promotion Committees, the Industrial Relations Committees, the State
Enterprises Industrial Relations Committees and the National Labour Advisory Council. The second work
-shop was also organized for the staff of the Department of Labour Protection and Welfare, Ministry of Labour,
for examining the information relating to the problems and the drafted models. This second work-shop
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focused more on the state enterprises industrial relations affairs. (It was a supplementary work-shop, due
to most of the obtained data and information were aiready derived from the private sector, so more data
and information exchanges were needed more from the state enterprises sector.)

In conclusion, the main research findings are: the theory of the middle way of industrial relations,
the constitution of the Thai middle way of industrial relations, the middle way models of industrial relations
of the eight studied countries, and also the then Thai middle way of industrial relations models. For the Thai
middle way of industrial relations models, fhey are: 1) the organizations models for government office,
employers' organization and workers' organization; 2) models for the process and mechanism of participation
for coliective bargaining, consultation, grievance and other kinds of participation between workers and
management; 3) the models for industrial relations management at the different levels of industrial relations
context, namely, enterprise level, intermediate level (industry and area) and national level. 4) the models
in term of form of practices, namely, bi-partism, tri-partism, and multi-partism. All of the proposed models
are not the whole of the middle way models that should exists in the industrial relations context, but they
are the important typifications. In addition, attached to the models, the rules and regulations have been also
proposed.





