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IIn Thailand, domestic workers, including 
maids and nannies, are often integral 
to the daily functioning of households. 
While domestic workers make up a 
significant and important part of the 
Thai workforce, most are informally em-
ployed. This does not mean, however, 
that domestic workers do not enjoy pro-
tections under the Law. The purpose of 
this article is to explain the labor law as 
it pertains to domestic workers and an-
swer common questions concerning em-
ploying domestic workers 
in Thailand.

AN OVERVIEW

The Royal Thai Govern-
ment enacted Ministerial 
Regulation No.14, B.E. 
2555 (2012), at the 
end of 2012. Ministerial 
Regulation No.14 supple-
ments existing coverage 
of domestic workers under 
Thailand’s Labor Protection 
Act B.E. 2541 (1998) as 
specified by Ministe-
rial Regulation B.E. 2541 
(1998). We provide a 
brief summary of protections provided 
under the existing Law and the relevant 
sections under the Labor Protection Act.1

 
Holidays and Work Hours
•	 Domestic	 workers	 are	 entitled	 to	 at	

least one weekly holiday (rest day) 
per week. (Section 13)

•	 Domestic	workers	are	entitled	 to	13	
paid traditional holidays, including 
National Labour Day on May 1. 
(Section 29)

•	 After	one	continuous	year	of	service,	
a domestic worker is entitled to at 
least six paid annual holidays (these 
are personal leave days in addition 
to weekly and traditional holidays) 

per year. (Section 30)
•	 A	 domestic	worker	 is	 entitled	 to	 up	

to 30 paid sick days. The employer 
can request a medical certificate if 
the worker is absent for more than 
three days in a row. (Section 32)

•	 There	 are	 no	 provisions	 regarding	
work hours, overtime, and break pe-
riods during the workday. In other 
words, a “standard” 8-hour day with 
a 1-hour break does not apply to do-
mestic workers.

baht/30 days). She is entitled to at 
least an extra 500 baht for working 
on a weekly, traditional, or annual 
holiday.

•	 Since	the	Law	does	not	specify	stan-
dard daily work hours for domestic 
workers, there are no provisions for 
hourly overtime pay.

Termination of Employment and Sever-
ance Pay
•	 If	an	employer	would	like	to	terminate	

a domestic worker’s employ-
ment, the employer must give 
advance notice of at least 
one pay period. For exam-
ple, if a domestic worker is 
paid monthly, notice must be 
given one month in advance. 
(Section 17)
•	 An	 employer	 may	 ter-
minate employment imme-
diately if the employer pays 
wages for the normal notice 
period. For example, if an em-
ployer would like to terminate 
employment on April 30 and 
this is the worker’s normal pay 
date, then the employer can 
pay full wages for the months 

of April (period already worked) and 
May (notice period) and terminate 
employment immediately. (Section 
17)

•	 An	employee	can	be	terminated	im-
mediately for the following reasons 
stated in Section 119 in the Labor 
Protection Act B.E. 2541 (1998): 
(Sections 17 and 119)
1. performing his/her duty dishon-

estly or intentionally committing a 
criminal offence against the em-
ployer;

2. willfully causing damage to the 
employer;

3. committing negligent acts causing 
serious damage to the employer;
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Wages
•	 Domestic	workers	are	entitled	 to	be	

paid at least once per month. (Sec-
tion 70)

•	 Wages	 must	 be	 paid	 in	 Thai	 cur-
rency unless an agreement has been 
made between the employer and 
employee for wages to be paid in a 
different currency. (Section 54)

•	 If	a	domestic	worker	who	is	normally	
paid monthly works on a weekly, 
traditional, or annual holiday, the 
worker is entitled to at least an ex-
tra day’s wage in compensation. 
(Sections 62 and 64) For example, 
if a domestic worker earns 15,000 
baht per month in salary, her daily 
rate would be 500 baht (15,000 
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4. violating work rules, regulations, 
or orders of the employer which 
are lawful and just after having 
been given written warnings by 
the employer, except for serious 
cases in which there is no require-
ment for the employer to give a 
warning. A written warning shall 
be valid for and not exceeding 
one year from the date when the 
employee commits the offence;

5. absenting himself/herself from 
duty without justifiable reason for 
three consecutive working days 
regardless of whether there is a 
holiday in between; and

6. being sentenced to imprisonment 
by a final court judgment.

•	 Provisions	 regarding	 severance	 pay	
do not apply to domestic workers. 
This means domestic workers are not 
entitled to severance pay regardless 

of how long they have been working 
for their employers. 

•	 Any	outstanding	wages	and	holiday	
pay must be paid within three days 
of termination. (Section 70)

Other Provisions
•	 Domestic	workers	must	be	15	years	

of age or older. (Section 44)
•	 Employers	may	not	demand	a	bond	

or deposit. (Section 10)

Q&A FROM EMPLOYERS

Q. Do minimum wage laws apply to 
domestic workers?
A. Minimum wage laws do not apply 
to domestic workers. However, the aver-
age pay for full-time domestic workers in 
Bangkok is higher than the official 300 
baht daily (7,800 baht monthly) mini-
mum wage.

Q. How long is a standard work day?
A. Domestic workers are not covered 
under Section 23 of the Labor Protec-
tion Act, which regulates standard work 
hours. Since a “standard” 8-hour work-
day (48-hour week) does not apply, it 
is up to employers and employees to 
agree upon work hours.

Q. When do I need to pay overtime? 
How much do I need to pay for over-
time?
A. The answer depends on the type of 
overtime.
•	 If	 the	domestic	worker	 is	paid	on	a	

monthly basis and works on a week-
ly, traditional, or annual holiday, 
she is entitled to at least an extra 
day’s wages in compensation. For 
example, if a domestic worker earns 
15,000 baht per month in salary, 
her daily rate would be 500 baht 
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(15,000 baht/30 days). She is en-
titled to at least an extra 500 baht for 
working on a weekly, traditional, or 
annual holiday.

•	 The	 provisions	 of	 the	 Labor	 Protec-
tion Act covering domestic workers 
do not cover overtime pay for extra 
hours worked above and beyond the 
normal work hours. Since a standard 
8-hour workday (48-hour week) does 
not apply to domestic workers, it is 
up to the employer and the employee 
to agree upon overtime hours and 
rates, if any.

Q. I have heard that employers are 
obligated by law to pay one month's 
salary for each year of work upon ter-
minating employment. For example, if 
my maid earns 15,000 baht per month 
and has worked for us for five years, 
am I legally bound to pay her 75,000 
baht severance if we need to terminate 
her employment due to relocation?
A. Since domestic workers are not cov-
ered by Section 118 of the Labor Pro-
tection Act, domestic workers are not 
entitled to severance pay. If you have 
given sufficient notice—which is one 
month if you pay your domestic worker 
monthly—there is no legal obligation to 
provide any severance pay. The only 
exception is if you terminate without 
notice, in which case you must provide 
one month’s wages. Many employers 
choose to give a bonus to their employ-
ees at the time of termination in appre-
ciation of good service, but there is no 
legal obligation to do so.

Q. My husband and I both work at 
an American company. The Law says 
that employers have to give domestic 
workers 13 “traditional holidays” off. 

The holiday calendar that my compa-
ny follows is a mix of Thai and Ameri-
can holidays. Does this mean that my 
nanny will have some Thai holidays off 
while I am supposed to be at work? Is 
it legal to have my nanny follow the 
same holiday calendar used at my 
company to ensure that my children 
have childcare when I am at work?
A. The Law allows for the observance 
of religious holidays, such as Christmas, 
but does not allow for, say, American 
Independence Day to be considered a 
“local traditional holiday”. While you 
cannot strictly follow the American com-
pany’s holiday calendar, note that you 
do have some flexibility to pick which 
13 paid holidays will be observed. For 
the year 2017, for example, the Gov-
ernment has announced 17 official holi-
days, of which you must pick (at least) 
13, including National Labour Day. 
Here is a hypothetical example of how 
a couple working for an American com-
pany might set the official holiday sched-
ule for their domestic worker taking into 
consideration both official Thai holidays 
and American holidays observed by the 
company.

In this scenario there are only three days 
(May 1, May 10, and July 10) in which 
the domestic worker is entitled to a day 
off when the employers must work. It 
is a good idea to determine and write 
down the holiday schedule your domes-
tic worker will follow at the beginning of 
each year so that there are no misunder-
standings or confusion. Note that if you 
need your domestic worker to work on 
a particular holiday and your employee 
agrees to work the extra day, normal hol-
iday pay rates apply (i.e. an extra day’s 
wages if the worker is paid monthly).

Q. If the Government announces addi-
tional official holidays, is my maid/nan-
ny entitled to those additional holidays?
A. The Law states that domestic work-
ers are entitled to at least 13 traditional 
holidays. This means that employers 
are not obligated to give more than 13 
holidays, even when additional holidays 
are announced by the Government. It is 
up to the employer to decide whether 
to provide additional paid holidays be-
yond the 13 that are mandated by law. 

Q. My maid is from Myanmar and has 
been working for us for two years. She 
would like to take 3 weeks off this year 
to travel home. Can she “save up” va-
cation days by working during tradi-
tional holidays and combining those 
days with her six annual holidays to 
give her enough time to travel home 
and back?
A. No. traditional holidays must be ob-
served on the day itself. If your maid 
works on one of the 13 traditional holi-
days (see example in the previous ques-
tion), then you must pay holiday pay 
rates. It is common for workers to com-
bine traditional holidays, such as Song-
kran, with their 6 days of annual holi-
days. Suppose your maid regularly takes 
Sundays as a weekly holiday and that 
your maid would like to take 3 weeks 
of leave over the Songkran period, say 
Sunday April 2nd through Sunday April 
23rd. The calendar below specifies the 
types of leave your maid would be en-
titled to take: 

Note that the days in green are not cov-
ered by weekly, traditional, or annual 
holidays. In this case, it is up to the em-
ployer and the employee to agree upon 
taking additional leave (days specified 
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mendation from a previous employer, 
but she does not seem to be a good fit 
for my family’s needs. Do I have to pay 
her a month’s salary if I want to ter-
minate her immediately? Is there such 
thing as a probation period?
It does not matter how long you hire the 
person to work for you, provisions re-
garding advance notice period always 
apply when you terminate your employ-
ees. Unless the reason of termination falls 
into one of the six categories specified in 
Section 119 (see details under Termina-
tion of Employment and Severance pay.) 
In this case, if the worker just does not 
seem to a good fit for your family, you 
are required to give her advance notice 
for at least one pay cycle. However, 
if you feel uncomfortable having her 
around, you can also opt to pay her for 
the next full cycle (which is normally one 
month) and ask her to leave right away.  

Q. I have been told by friends that it is 
mandatory to pay a one-month bonus 
at the end of the year. Is this manda-
tory by law?
A. While it is common to pay a one-
month bonus, the law does not stipu-
late that any bonus needs to be paid. 
Whether or not you pay a bonus to your 
domestic worker is up to you and what 
was negotiated in the employment con-
tract. 

Helpful Resources:
•	 For	 a	 detailed	 description	 of	 cur-

rent labor laws covering informally 
employed domestic workers, please 
consult the International Labour Or-
ganization’s publication, “Develop-
ments in Law and Practice 2013”, 
available at http://www.ilo.org/
wcmsp5/groups/public/@ed_pro-
tec t/@prot rav/@travai l/docu -
ments/publication/wcms_208703.
pdf.

•	 Labor	 Protection	 Act	 B.E.	 2541	
(1998). An English translation can 
be found at http://www.labour.
go.th/en/attachments/article/18/
Labour_Protection_Act_BE2541.pdf. 

•	 Ministerial	 Regulation	 No.14,	 B.E.	
2555 (2012). An English summa-
ry can be found at http://www.
labour.go.th/en/attachments/
article/325/Summary%20of%20
Essential%20Contents%20on%20
MOL%20Domestic%20Worker%20
Protection.pdf.

Q. How can I sign my domestic worker 
up for social security? What is the le-
gal responsibility of the employer to 
provide medical care?
A. Unfortunately, domestic workers are 
explicitly excluded from social security. 
If your employee is Thai, she should be 
eligible for free medical care under the 
Universal Coverage Scheme (UCS) (also 
known as the “Gold Card” scheme). For-
eign workers who have a work permit for 
domestic work should also be covered 
under a government health insurance 
scheme (workers sign up for the scheme 
as a part of the process to obtain their 
work permit). Some employers purchase 
additional private accident and emer-
gency medical insurance, but this is not 
mandatory by law. It is common prac-
tice for employers to cover the costs of 
medical care and wellness checks, espe-
cially when the worker is registered for 
the UCS program at a distant hospital 
or is non-Thai, but this is not mandatory 
by law. 

Q. What recourse do I have as an em-
ployer if a maid or nanny is dishonest, 
steals, or has poor performance? 
A. If there is a criminal act involved, 
contact your local police department 
immediately. An employee can be ter-
minated effectively immediately if the 
employee’s conduct falls into one of 
the six categories specified in Section 
119 of the Labor Protection Law (listed 
above in the section on “Termination of 
Employment and Severance Pay”). Note 
that the conduct listed in section 119 is 
very severe. Dishonesty and stealing are 
covered under section 119. However, 
poor performance is not. Therefore, if an 
employer would like to terminate based 
on poor performance, the employer has 
to give advance notice or, in the case of 
immediate termination, pay one month 
severance. If an employer is concerned 
the terminated employee might sue for 
wrongful termination, the employer 
should give the employee a written let-
ter stating all the reasons of termination 
at the time the employer terminates the 
employee. The employer should ask the 
employee to sign the letter in order to 
show that the employee acknowledges 
the reasons for termination. The employ-
er can use this letter as evidence before 
court in the unlikely event that there is a 
need.

Q. I just hired a new domestic worker 
one week ago. She seemed to have 
lots of experience and a good recom-

in green), either paid or unpaid. Note 
that employers are under no legal obli-
gation to provide the additional request-
ed leave.

Q. If a traditional holiday falls on a 
Saturday, which is a normal work day 
for my nanny, and a substitute holiday 
is celebrated on the following Mon-
day, which day is she entitled to have 
off? For example, this year Mother’s 
Day is Saturday, August 12th, and the 
substitution day is Monday, August 
14th. Do I give her the 12th, the 14th, 
or both?
A. In this case, you have to first look if 
Mother’s Day is one of the 13 traditional 
holidays that you and your maid had 
agreed upon. If not, there is no need to 
give her any day off. However, if the 
Mother’s Day is one of your agreed 
traditional holidays, then you definitely 
need to give her an off day, which in this 
case would be the 12th. 

Q. I just hired a part-time housekeep-
er who works Tuesday and Thursday 
mornings for a total of 8 hours per 
week. Which and how many holidays 
is she entitled to? 
A. According to the law, provisions 
regarding holidays of full-time workers 
and part-time workers are the same. 
This means that both are entitled to the 
same weekly, traditional, and annual 
holidays. In this example, the part-time 
housekeeper would be entitled to 4 tra-
ditional holidays with pay according 
to the 2017 holiday calendar above. 
However, section 56 says that part-time 
workers can only get paid on traditional 
and annual holidays; they are not enti-
tled to get paid on their weekly holiday. 

Q. Do we need to sign a written con-
tract with our maid or nanny?
A. While it is not legally required to sign 
a contract, it is not a bad idea to do 
so. It is important for both you and your 
employee to understand and agree on 
job tasks, remuneration, number and tim-
ing of holidays (weekly, traditional, and 
annual), etc.

Q. Do the labor laws apply even if I 
do not have a written contract with my 
maid?
A. Yes. The provisions in the Labor Pro-
tection Act B.E. 2541 (1998) as speci-
fied by Ministerial Regulation No.14, 
B.E. 2555 (2012) apply regardless of 
whether you have a written contract with 
your maid.


