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Abstract

This research used a mixed methods with the purposes as follows (1) to describe the definition,
Career Counseling, Career Counselor, and the factor of the Career Counselor. And (2) to analyze
exploratory factors of the Career Counselor. The research is divided into 2 stages. The first phase of the
research sample consisted of 10 representatives of the Labor Welfare Committee and the second phase
of the research sample was the labor inspector of the Bangkok Labor Protection and Welfare Office. and
the Provincial Labor Protection and Welfare Office (around Bangkok) consisted of 135 people. Using a
multistage sampling method and determine the proportion of sample selection from each sub-
population. The samples were taken proportionately in stratified of departments. The phase 1 research
finds that a career counselor is a career that requires specific expertise specific knowledge and skills which
is psychology, knowledge of labor, occupation, labor market, and law. A career counselor can help the
clients to analyze their needs and provide services to a client in a diverse group to solve the problem in
various ways. The overall factors that created a Career Counselor included a total of 6 elements which
are Counseling skills, Knowledge in related fields, Maintaining professional ethics and working
professionally, Respect individual differences, The ability to use tools for evaluation and conclusions, and
Legal knowledge framework. The phase 2 which is Exploratory Factor Analysis, the research finds that the
total of Characteristics of a Career Counselor was high level with the mean = 4.33 (X = 4.33) after
rotated, the 34 factors of Characteristics of a Career Counselor were found with the factor loading
between .372 - .876 It can be classified into 6 elements which are Knowledge in related fields and
understanding of the client, Professional ethics and performance professionally and fairly, Legal
knowledge framework, Respect individual differences and human rights, The ability to use tools for

evaluation and conclusions, and Counseling skills.

Keywords: Career Counselor, Characteristics of a Career Counselor, Exploratory Factor Analysis
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Hagtudalinisuinw Wulvdnddanududuuniy wedgluvuauiiianududounasimeuniy
Department of Education and Skills of Ireland (2016) lain15MAMUANTOUNINTFIULALBIAYTENBUTRIUNA
n5U3nw loud Winwenislinisinu wazenuiiAeites amnudilafetungmnevieulsuis mslduuy
Uszliumeadninel wagn1s3denasmsujifaunielagiuvevangiunteUsedng

Department of Higher Education and Training Republic of South Africa (DHET) 4848151555
won3n1le Department of Higher Education and Training Republic of South Africa (2015) AMWUANTBU
ausIaUzvIf U URNIsA UM TR 1TN Tuaissusguensnild Usenaumiy n1sufuRniuassetusiauas
1ATFIUMSAINTN AnsuAnFtssEnineyana asdlafeafunmsiauendn mslisuinvimsendn ms
Usziumedningn uagn1sUsziliun1ee1Tn

MNMIUITIINTsITeakandifiuTeadnse wasindnms fvuanseuausauzveinl
M5UTnwIMeendn anansaagudeya Taun nwgnislitnisusnw anuiluaisauiiifeates nmsinw
I3FHWITUMANTNLANTUHURMURE TR TN 1a1snluaNLaNsIeTEninauAna ANLEINNTaluNISLY

\wIeslalien1sUsziliunaLaraUNa WagNIauAUININgMINY (115797 1)

andulESUANYILAENINGNTUYEES UM INGIFTITUAENT
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A15197 1 9AUSENBUVBIININ1SUSAYINI9B1ITNANUNTDUFLITAULNIB TN

N
o
o
g
S & °© o 3 g © 1
s & g & 7§ & o g
29AUIENBY 8 7 S g S °
w
9 a ) > ¢ I v R
= % (@] < n 3 o =)
g
e
L
Winwen1slinisuin v v v v v v v v
AusluansnunieItes v v v v v v Vv
N195N¥195581UTTUNITYITNLALNIS
pn v oV v v v oV
UfURnuegionIn
w1sHluANLANATENINIYAAS v v v v v v v
Aauaunsatunsldiasasllaiiianisussiiiu
v v v v v v
wazasUNa
NIOUAININNNY VAN v v v v

/nsaiunside

Mot dunsfneideuuunauds (Mixed-Method Research) Usgnaugionsanen3se 2 ssus
mideszeri 1 1dunsisedegann (Qualitative Research) dwiumsfumaumneuaresAUsznauves
Inlinnsusnemiendin wazn153seszesd 2 1un1539edaUsunas (Quantitative Research) @1sunis
IAgiesausenourastnlinIsUS YN TN

1) Bns3Teszesdl 1 Anunnewazasdusznauvastinlinisuinemisendn

Junsfine3deidanmnin iiusiusiudeyadieiBnsdun1validedn (In-depth Interview) wuuiiuua
#1013 (Guideline) flvideyadiAnlun1sisoaded 16un angnssunsataimussnu Tnediseléisnsduuuy
191234 (Purposive Sampling) 3NAMENTINNTEILANIN 5 AU UazANENTTUNTSENEUIET1N 5 Al 33 10 AY 7

wa v

aswiumidlulagiu Faduypaaiignussislaesguuns dunsesydydifuaseseny we. 2541 wislinis

v 9

= [

Welansafuteyaliianuiudoutuvesdoyadnunmauinnsdusiv esdoyavesdine Famuneds ns
Audeyanariinneitoyaetsroitioruninglifivuuusuvestoyaluifindu (Fusch & Ness, 2015; Guest et
al,, 2006; O' Reilly & Parker, 2013; Saunders et al., 2017 8135 ¢bu 185 239ATEN A, 2561) EIORIGE
Wivuiisudeyannnsdunwaiuasdeyannnmsmumurssanssy eawnasuanmssiuunussinnuas
Innquieyaiindrendsiu ihdeyauinneiiiieagunanis@nudun’i

2) 33mFATeszeil 2 MmsAmssiesduszneuvesinlinsUinymiendn

Junsfnunideidausuna iunusudeyarisuuuasuaiu (Questionaire) Usgnaudiedadniui

'
@

WAUITUIINAITANYIAUATWBNEITITINIG H151 WALINUILTLN VDN UDIAUTLNBUVBINNLINITUS NN

DTN

amﬁum%uﬁﬂmLLazw%'W&J'mﬁmgwé UUNINYIBEFTTIUAARNT
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2.1) UszvInIuaznguiegng

nauUseyInslun1s3de A WINIUATITLTIU 2ad1UNUaTAANITLALA UATOILTIIY
NTINNUMIUAT Uz iNIUaTaRN1THaTANATEINTINUTINTR (FoUNTENINMIUAT) Laun uunys Unusil
uAsUgY ayTUsINT LardLNsaNas Suduviedu 203 au (Foya o Tuil 4 wnsieu wa. 2564) losanidy
mirseudiiinsislunsguatardunsoussnuislunasuonszuy fusiuhsnuaglifidumisinling
U3nwmeendn uisurdandnanunnanssnutuiunumiilndidsuasaenadostutnlinsusnvimeendn
{338l938n s vunvwIaiI8g190an1Ls 81w (Yamane, 1973) Lﬁaﬂizmmmé’ﬂdawmﬂdmé’haam BN
AruAmAAdounsdusieg1adu 0.05 Idsuu 135 au uarléiBnsdusegrauuunansdunou (Multi-stage
Sampling) IneiBn13duiiagnauuudund (Stratified Sampling) 1438nsimundudndiunsidendiedisainu

azUsyynInguees (Proportionate Stratified Random Sampling) tandnfiunsdusiegadudaduluusiay

v
[

FUYTIWUNMUNUIBITY (115797 2)

M13199 2 ToyausEunIuarnguiieg1en1TITeUSIM

dninauadafin1suasANATaLINY Uszung dndu (%) NguA20E19

NFANNUMIUAT 128 63.05 85
M TAUUNY3 12 5.91 8
Jamiaunusiil 15 7.39 10
JminuasUugy 12 5.91 8
Jendeaynsung 24 11.83 16
JNIPALNTAIAT 12 5.91 8

EXLY 203 100.00 135

ntlgIsn1sduetnede (Simple Random Sampling) Litatdennguiagnsluusasdug MmeIsn1sdu

Y

aansefevominauanaussnuiimmn Suunmutugll fuaanmedesuasumudiuunguiiedidluustay
%y’ugﬁ

2.2) npsilauaznnsnsIvEaULATeile

insesilolunsideszesil 2 Ioun uwuaeuamesduszneuvesinlinisUSnwimeondw fidensaaey
AL BamsaLdaLilonn (Content Validity) Taeifid savngy 3 v il emiArdaiauasnados (Index of
Congruence : 100) wagU3ulganuugaunumuiiuzivesisavigy wdalunaassld (Try out) S1uau 50

Ya v o

Mag19 NTUEITBIUUUABUAINNINTIAABUAIEIUIITMUN (Discrimination Power) lagn1snagaaumgaiii

|
=

(t-test) ¥ 9UBA1D1UN 3 A

1 tiaus 1.75 G ulU dedrddrunadiuunganazoy Tunnef 1414 (foun
ASNIUY, 2533) LAYASIVABUAIANLLT B3TU (Reliability) Fe35n1sMANduUSEANS Leanve AT
(Cronbach’s Coefficient Alpha) tnausifizauduls fe laisnin .600 (Revelle & Zinbare, 2009) w3osilalunis
eilfiidudszanduoan ety = 945

2.3) maiusausaudoya

PAdedflumsfununudeyalaefndemhesnududsin fo nsuaiafnsuazAuAsomssIu NsenTN

W3991U LieveANaUATIYLAE TR LA Ay vasnslvdayaluaAdenarasessslun1Tidy iisausu

amﬁum%uﬁﬂmLLazw%'W&J'mﬁmgwé UUNINYIBEFTTIUAARNT
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[ [ < Ya v

fefindmisdoiouddliiiuing 6 3w SunsukuImamsiiuniuniuteys MnTuITeUssaunuiien

Y

[

nngTuTiuTindeyaiumhenunudaia

2.4) maaneideyauazadanld

nMsAziteya HITeuuinsiaseiuag andilddussd

(1) Tiasreviaads (Mean) d1uid8aiuun1nsg1u (Standard Deviation) A1 KMO (Kaiser-Meyer-Okin
Measure of Sampling Adequacy) asiiandlng 1 A1 Bartlett’s Test of Sphericity fed@AyN9@dA wazan
AUFUT LS IE NI U ITunald Aunaives Kim and Mueller (81aiidly wsdnwal 35ude, 2542) wai an
1na SarleR uazany (2552) MuanmeiinIsan A1 KMO Ao A1 KMO 0.80 July isngauiiagiinsie
a9AUsznaulusEAUALIN

(2) M3fumeIRUsznaUTasiIklIAMANBuzranin N sUSNYIMee TN TdnsiiaseviesAuseneay
\F9d1529 (Exploratory Factor Analysis : EFA) Tnefiinassifiansanesdusznau Ae saddsznauilariimn
1nn37 0.3 sadusuUsvesesdussnautula Arlownu (Eigen Values) 41An31 1 LazA1508azUDIANM
wlsUTiuazauInndy 60 fuUsieannsaesuiganuwlsuniuresesiussnaurianuals (Faen NABI Uy,

2556)

NaN15I8
awv ' & o X
NaN15IekUIRaN Ty 2 Seey fall
1) HAN15985282N 1 AMUNUNLLAZDIAUTENaUVBIUN IIN1SUSNYIN1901TNW

dlideyadAynudssinuiiisdesiuarumneveinisiinisusnvimen@n auinglideyaddald

0] <

=

adunedn “n7sliaUSny) uusihdeyaiing1vesiverinvesylvuings mumIudednIsa e T tlym) i

07

inaduluertwveuyr” (JlvdeyadrAey Aui 5, dunwel, 7 guieu 2564) At aun50a3UAINVNIEYDINTS
iN15UININDITNIINATNUNIWITIUNTIURAE N TENNM Wl Bdnd Iidoyadidny 3t nslinisuInwinig

81T (Career Counseling) ¥18fie NTzUIUNITIIAIUTIEmBawALlTUIMTNUsTauTy e dinluguuuy

v
a v

A1 ewn lvdgymmiinduainnisusenaue dn wusintaufuRlunisrinau wasd1599AudeIn1suaAIy
mnzaunodn Tnenslinisusnemisendwduisesiinetduininendud ey
Alideyaddgnulszsinuiiiierdestuanumuevesinlinisusnyimmsendn sufidlideyaddgla

adued “Duresiuyanadsldnrugmiiuauisanuinme Mulinisuusiiuanadus ludmwerdne1eg 4967

uapauudaIwlsiiiesmenliausanve lukusimsalvausnwlasly” ({ndeyad Ay aun 4, dunanwal, 23

[
v @

funAy 2564) ey @aunsaasuanunangveslnlin1TuT NI T NAINAITNUNILITINNTTULAZNIS
dumwaliednglidoyaddnn Unlinnsusnwimisendn (Career Counselor) vaneiia o1iwiisesedaiy
Frunganiziu fesdanuiuazinwsiame lidesidumnuimednine viea wiifsafuiunsanu fu
017 manAuTIY uazdungune WWetelinsiessikerUssfiunnudesnisveslduimslaatdu uay
ansalvuimsiunguilivimsviengulszvnsidanuvannmaneifieudludigmmisodwluguuuusineg
dmsueiuiesesiusznauti 6 asduszneu flidayaddnldlvisesuisandnuurdosiisniu
dsumilinsuinumeendn Tnefiseldlinnesitoyadmunimiarasumesusluusiazesdusznou I6ded
(1) WnwensTinisusnen (Counseling Skill) WurinuedisnBudasddmsunisidudnlinisusnwimig

9130 lnslanzseazildeanediunisdeas msileegedla msdunauaznisanauielidldusnisiaiinns

anrduasuAnwwagnInenIuyyd I Ine dusTIumans
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v A

numuiarmuomues dunailifuinveddyitilinsuinusduesdosdifdeduaiodioddalunis
T¥nsusnw TaweBunedn “auiiesliduSnwidoadiloviunvesginvesusuinm Tnewenisuiavie
unlvilgmidesesls indlumymeenalslunsvinaumsanisusenaverin slavasudlodymlsnsgn” (I
Yoyad ey aufl 3, dunwal, 10 Tunaw 2564) (2) ausluamesnuiitisades (Knowledge) inrwdndusionns
TnsUinwmsendn Tnslamnzarudiuussnu wazanufiamzlumeanuiidnlinisyinwjifnuegse

v A 3

viail flidayaddnfiennuiiufiaenadesiuin dmniinlinisusnwlid anudiugiuiiduiufosliaunsols
msUsnwungliuins Wanansorndurutigmiudgedls TnseSuein “aastindoudy sgrpey azued
Wluwidnussnuiasinugiiutedy Feyavnarsderuussuiiuiagiy mseelimuiawlased
JoehAedaslniuuazdesdvinnaniunisaiiaue” ({lvideyadidny aufl 7, duntwal, 9 flurew 2564) (3) s
$n193IEUTTUMEIT InkarnsUURauegeflion1dn (Ethical Attitude and Practice) Liudsdndudmiu
Fnlinsinvmendn lnseandenignssydndmivesddsenoud 1hun msfnvimnuduuasdeyanes
flAu3nns uenaintl maBanavsslemifigadmnelugnisudladgmuesdlduinsiidudeuiu letnling

[

Unwimsordnagsediuammalselovianglivinig auidlvdoyadfyszyininlinisyinemisendn
wdosgadn a3la lifnausslominouwsls TnseSuredn “doeareduiiunare Ae lilnadndusheladhemien
Auld 19y gndremSeunede masiisseering 1eianauaniug Meunumlia ey’ (lideyadfny aud
2, dunwal, 11 funes 2564) (4) nsnluauuansnaseninayana (Respect Diversity) iudnnilsesdsznay
lviteyadfayszyindanudndueids iesanlulanvesmmhaugudnuurvesussnulunaiaussmie
wiuslumiagauiesfiniu ferumainuaieiduogneds faudseduma eng n1sAnyn waziend (udu ns
wsnluanauaneiavaniissdelndudsddgduedneds fdnldnsusnvimsednazdodsidenujiide
Aliu3ns TnweBuiein “doadaanumisnynay yaume ynde ludond uesrnduyasaindy dosadelidy
sysunaziiiunan liggnddu UFvasuynausehauisusy dhlinsusnwinasdunasilunsufieveei
windien asymindemaiukensnvesynraagiate Tuvasieitudesdaududiues {Wandliduy nau nn
A ynie ludendniuna wSolimaruasysumalamania” (WIivoyadAry aufl 5, dunval, 7 fguiey
2564) (5) mnuanwnsatunsliadesiioiienisussiliunauazasuna (Assessment and Evaluation) fl#doya
dddnlngdanuiusenndestuinuamsalunsliiniesdioensussiiunauazasUnaiusduseney
ffimnudiey iosnesduszneunrwamsalumsliiaiesdleifionsussifiunanazasuna aztaelviauves
dnlmsUinudieudaaulufunnadosnsuazmsudlodaymuesgléuinslafitedu Tnseduied “duduly
laAmseednisleinsosdelunisusuduamemaieadvardnuasnsieu suiuesdoeudinioede uazgli
ASnviesdasdinnmaimisalunisgimguihmneusazngy darumuizauiuniedeuvulny” ({lideya

'
o =

@Aty AUN 10, duntwed, 23 Junaw 2564) (6) NTOUAIININIINYYLNY (Legal Framework) Hlvideya

o w '

drrgdulvgfinnuiivaenndesiuiinsouanuiningunaduesduszneunifianuddy Melindeyaves

o

fiayaddnyyhlmitudn dnldnisusnwmisendn ersdimnudmangrnaduiiug Sseshsosdesdinaug
ngneiiedesiunsany Sangungazannsadnnussgndliuagluunsdionnastiudlutiymimeotn
voufliusnslé InseBunedn “doedmammidruiduriueu luifeasnguiedusaan yaSuidngmielmig
wozaniiazdumanoaIfnyesnu desstinnteyaagiaue mnliusunging usaulideyauvudag exdu
SunsIereaunIverUSny Ay desinguaneituifogiuegiaue uaztilaeevinds” (litoyadiy aud

5, duntwad, 7 Tguieu 2564)
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NN UIEAMaN YA TinaINdeEY azviuliinesrUssneugudnvarresinlinisUsnwImsenTn
AuANTLYRI ideyad Aty denndatiuatAUsenauANENMEANINITNUNILITINNTINVDINITY {ludeya
drAgldliseaziBeauazendagiuiiufuitusazasdusenevtuiinudnuasgeslatna fvsznevduunlu

aadusznoundnfisndudmsuinlinisuSnwimeendnia 6 esruszneu Tnganusadnmeiuienudnvusid

a

lilunnesduszney luflesduszneudus wiadn Feaguldin ann1sidessesdl 1 eadu sznovvestinlinng
USnwvneendin Usznause 1) sinsenslinisuSnm 2) mnudluasauiiiiendes 3) mssnwasseiussama
AdnnagnsUfiRnuegisieardn 4) imsnluaruuansissenineyana 5) auaunsalumsldedesioie
NsUsEliurauAzaTUN Wag 6) NTBUAINININYMLNY

2) Han53esEesl 2 MeAmseesdusznauvesinlinnsUTnw I sendn

A3T8TAT1gviAunsaddlassaiiavelwuuasuaunuanvavesinlinisusnwmisendnlagly
TUsunsuneufiumeslunismeadsiavadn (Mean) Aanandsauusnasg i (Standard Deviation) fi1 KMO
(Kaiser-Meyer-Okin Measure of Sampling Adequecy) #1 Bartlett’s Test of Sphericity ArduUssavSanduius
WUULESEY (Pearson’s Correlation) vaddauUsdanalauazsinunindanduiusluinsgriosdusznouids
drvvesnadnuarresinlinsinvmadniiadumumgul warundunvaivesdliteyadidnluns
Woszoril 1 Masnadosiudeyaieseinuvield esanmsfigidenumumssunssuuaznuin esdUszney
vosnadnuurvesinlinsUInymse dndslidufiunngesadaauihiswiuiiiuiesdussnou §iTe3ald
ynnsuTINesdUszneviiaiainingiiadesiunudnuazvesinlinisuInwiniserdnuaginisiamn
LUUARUAMENLNSFUIUN TIAdBUAMAMTBNATBsTTe IntuTshmaiiuniusuteys wasihdoyadldtuin
ymsllenegiesAUseneuiBedin ilevesduseneviiuiaiwosgadnuurveainlinisuinymsedn ua
nsinTzesduszneudsdisg fail

n) KAN1TIATITEAUAGEN YT YRiNNTUSN YN 1N a1unsnedulenaladl Audnyazveatn
insUsnemee1@n (NewdSuvyuunu) lneamsid wud winnulinaudnuurvesinlinisysnymisenineg
Tussduanniian (X = 4.33) Weinnsanesdusznausesu wud wilneudgadnvussesinlinisy3neni
ordwlusuasnluanuuansinassrinsyaramniian (X = 4.51) niinauiinudnuuzvesinlinisuinwms
21T NN19A U NEEN15ITN15UT YT N155N8195581U5TUNNTVITNLasN1SU TR U1l 00T was
anwansalunisldind esfloi onnsussidunauavasunasgluseduaniian (X = 4.46, 4.43 uag 4.32)
AUEIU

U) HANTIATIENBIAUTEN UL 519V IR N ¥EYUNITN1TUTNYINI9RITN NAN1TILATIEI
29AUTENDULTIANI3 WUI A1 Bartlett’s Test of Sphericity = 3511.716, df = 561, p =.000 kazA1 KMO =
889 Fadlng 1 10 uansindulsiienuduiusiu fulsgndfinusmneanfianianesgiesdusznaulu
SLAUALIN AIULNUTIVDY Kim and Mueller (819819lu widnwal 3596y, 2542) LanaIdalUsnig § @amise
lUldinsgiesddsenauidadrsala

A) HANITANADIAUIZNDUAIBIBNITIATIZNBIAUTENOUNAN (Principal Component Analysis) Wagna
NN ULNUYDIBIAUTENDY (Factor Rotation) ¥09AMaNwazYadnlN15UT NI N (CO) Wy
AadnwuzyeinlinIsUTnuIn1ae1dn Uszneuiie 6 osAUszney #a13a11910 Initial Eigenvalues 1nd
23R Usznoudl 1 dA1AuwUsUTIU (Eigenvalue) Windy 14.153 wazdlAndosazainuwlsusiu (Percent of

Variance) AU 41.626 aeAUsgnauil 2 JA1mundsusau (Eigenvalue) Ay 2.810 wagiiAseeazau
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wU5U57u (Percent of Variance) Wiy 8.264 asfUsznaudi 3 SArauuususiu (Eigenvalue) Wiy 2.176
wardA1YesazauwlsUsIu (Percent of Variance) LVnfu 6.400 a3fUsznaui 4 dA1a110uUsUTY
(Eigenvalue) Wiy 1.790 uasdiFnfosavaunususau (Percent of Variance) winfiu 5.265 safusznaudl 5 &
AANULUTUTIU (Eigenvalue) Windu 1.385 wagiiA1spsazanuulsusiu (Percent of Variance) windu 4.074
wazasdusznauil 6 dArrnunususiu (Eigenvalue) Wiy 1.177 wazdlArdesazauuysusiu (Percent of
Variance) Wi1nu 3.461 FapsfUszneuanunainsaesusmLLUsUS IR iU ldSesay 69.090 Tag
Fusazasdusznoudmlenuuinnin 1.00 (115197 3)

M19199 3 HansaineAUsENaULTEuSuAMaN vz YRn N TUTN YN 1901 TN

Total Variance Explained
- Initial Eigenvalues Extraction Sums of Squared Rotation Sums of Squared
g Loadings Loadings
%L Total % of | Cumulative | Total % of | Cumulative | Total % of | Cumulative
> Variance % Variance % Variance %
1 14.153| 41.626 41.626 | 14.153] 41.626 41.626| 4.781| 14.063 14.063
2 2.810 8.264 49.890 | 2810 8.264 49.890 | 4.215| 12.397 26.460
3 2.176 6.400 56.290 | 2.176 6.400 56.290 | 4.045] 11.898 38.358
a4 1.790 5.265 61.555 1.790 5.265 61.555| 3.718| 10.936 49.294
5 1.385 4.074 65.629 1.385 4.074 65.629 | 3.431) 10.091 59.385
6 1.177 3.461 69.090 1.177 3.461 69.090 | 3.300 9.705 69.090
7 .909 2.672 71.762
8 790 2.325 74.087
9 761 2.240 76.327
10 739 2.172 78.499
!
34 .055 .163 100.000

Extraction Method: Principal Component Analysis.

1) HamsdaduusdnsUsznouiasRilensdusenouTesandnuzveainlnsUInumaedn ain
naNTiATIEResAUsznoUTeIn dnuazvesinliNSUTAwIMSe TN wud deuuFunyuunua iy
E]Qﬁﬂi%ﬂE]U?i’Julﬂiyj (CC2,3,4,56,7,8,9,10, 11, 12, 13, 15, 16, 17, 18, 19, 20, 21, 22, 23, 24, 25, 26, 27,
28, 29, 33, 34) ﬁﬁ'ﬂfmﬂ’ﬂaaﬁﬂﬁzﬂauqqqmasﬂumjmﬁ 1 @ CC 30, 31, 32 ﬁmﬁmﬁfﬂaqﬁﬂizﬂauqqqmagﬂu
naul 2 enuiu CC 14 Saniwiinesdusznevgsanegiungudl 5 uag CC 1 fAimiinasdusznavgagnaglungy
7i6

Ya v

nasUsunyuunu Yadevesnudnuarvatinlinisusnymiseinusenausig 6 eaausenay Wokide

Y
14

#13adnlidiwlsusazdudneglusdusenaulaesduseneunilafivsesAusenaudeindudsiuliamnen
94AUIENOY (Factor Loading) @sdauas a1unsadnid1esnlsenaun 6 asdusenaulansuna 34 dauds

2aAUsENoUNS 6 asRUsEnay MUSuumillasunsasielidenumngliaenadeaseunguienisdiuy sluus

amﬁum%uﬁﬂmLLazw%'W&J'mﬁmgwé UUNINYIBEFTTIUAARNT
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v
o

azesAUsENaU wudl naanninsusunyuunudaalviidmtdnesAusenouiiudu wasIdeaunsadanguli

1%
== =

-1 Y o Ao & Y o vy I ) Y] v § v =
aa@ﬂaaQﬂULuaquﬂaqmaﬂqﬂqmmmLu@ﬁqiﬂaLﬂUQﬂuvLﬁllﬁlﬂmu "\N'ﬁﬁﬂ‘lﬂ?’] ‘{jf\]ﬁ]EJSUa\iﬂmaﬂwmgsﬂaﬂ‘Uﬂiﬂﬂrﬁﬂiﬂwq

q

=

N9 INUTENBUAIY 6 89AUTENBU BULATIU 69.090 (NNNINSeay 50) Feasungleuinnaaumls

v
(9 o

24AUTENBUN 1 USTE18m8AUsdA e 31171 9 AanUs Fedlavnundludsiuesnusenay 372 -

17

I [l =

720 4aneI1fauwlsne 9 duustiiludiulsznauiianunsasiuduussensesauseneviilaniian wasiilafiansan
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Abstract

The survey reports aimed at to explore the Undergraduate life planning survey of final year
students and analyzed data to find factors that involved life planning of student under the circumstances
Covid-19 2020 and personal data within the group of 152 undergraduate final year student by using online
survey method and analyzed with Statistical Package for the Social Science (SPSS)

The research findings are as follows: After the graduate, the future final year Thammasat
University students plan to enter the system to work as many as possible. The second is more interested
in planning a degree abroad, foreign language education and travel accordingly. In conclusion, Factors
from general that had an effect on life planning, ordination, and home decision making. The occupation
of the parents who operated their own business was related to the post-graduation travel planning. As
for the self-awareness factor under the COVID-19 situation, It was found that people with a high level of
self-awareness are clearly planned after graduation. Including self-awareness of environmental factors
Especially the social environment with the highest level of awareness score. And found that the current
situation of COVID-19 is uncertain. Together with the government's confidence it influences the decisions
you make to plan your life after you graduate.

Suggestions from this research are: 1) In a research article, the authors of the proposal that
qualitative research could be presented together to find more in-depth findings and reasons. 2)
Universities or related departments should promote greater awareness of post-graduate life planning. In

order to be able to revise and policy to assist students in the future.

Keywords: Life planning, Senior year students, Thammasat University, Covid-19
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Abstract

The purpose of this research aimed to 1) examine current situation, problem, and important
factors of knowledge management 2) develop a knowledge management model and 3) evaluate a
knowledge management model for personnel of ceramic industries, Thailand. The study was mixed-
method research of quantitative and qualitative approaches. The data were collected from 3 groups of
respondents. The first group consisted of 371 sanitaryware production personnel who were randomly
selected for quantitative data, whereas the second group contained 20 purposive samples. The third
group comprised 12 experts. The instruments employed in this study were questionnaire, semi-structured
interview, and appropriate assessment form of knowledge management model. The results of this study
were as follows:

1) At present the ceramic industries of Thailand have conducted knowledge management by
dissemination of knowledge via training, problem solving as PDCA cycle, brainstorming, searching from
various sources and documenting to align with 1SO9001. The problems and threats of knowledge
management implementation were lack of support from management, unclear knowledge management
policy, focused skills development on some particular groups.

2) The knowledge management model for personnel of ceramic industries, Thailand for the
success of knowledge management were consisted of 4 main components (4C Model): Create-Collect-
Carry Out-Communicate. The important factors of knowledge management were consisted of 5 main
factors: leadership, organizational culture, information technology, policy and strategy and happy
workplace.

3) The evaluation of the developed knowledge management model was appropriate, concise,
and useful for organizations, aligned with the operation and practicality in organizations for applying in

organizations of ceramic industries, Thailand.
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4) The researcher suggested that the executives or top management should be a role model in
KM implementation in organizations, set the clear KM representative in the organizations and educate
knowledge management principle at all levels. These were the important things to make KM Model more

effective.

Keywords: development of knowledge management model, ceramic industries, Thailand
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1. Introduction

Today's enterprises face uncertainty and unpredictable event, on a global level. These
phenomena are due to rapid changes in technology, consumer behaviors, international trade wars and
the COVID-19 outbreak. This situation is called VUCA world; it consists of volatility, uncertainty,
complexity, and ambiguity. Therefore, entrepreneurs’ business must change themselves to survive and
succeed. The important supportive factors to improve the competitiveness of enterprises is "people"--
those who must develop their skills continually. Consequently, the concept of skill and knowledge
management is very popular because it can improve work efficiency and push the effective result of the
organizations. (Ha, Lo & Wang, 2015, p. 184)

At present, many countries realize the importance of knowledge management (KM). They also
apply KM to all aspects of the organization, such as the World Health Organization (WHO) who set WHO
Global Knowledge Management Strategy to solve the problems of acquiring health knowledge (World
Health Organization, 2005, pp. 1-8).

World Bank also recognizes the importance of knowledge management by setting the meeting
agenda for all members about the Global knowledge for development: K4D in order to review and set
knowledge management sustainability guideline and strengthen social learning and strong economic
development (World Bank, 2017).

Furthermore, many world-class companies have knowledge management in organizations, e.g.,
Chevron, realizes the importance of knowledge sharing and knowledge management in organizations.
Knowledge management plays a pivotal role in supporting and reducing production costs and create new
ideas, methods, or innovations for the organization. (Bhojaraju, 2005, p.39)

Hewlett-Packard uses an in-house knowledge management program for consulting work to make
working process more efficient. The company considers it as a factor contributing to the business growth,
and to reduce business costs as well as to help improve customer service levels. (Garfield, 2018).

In the context of National Economic and Social Development Plan issue 12 (Y2017-2021), the

principle of national development is "Sufficient Economy", "Sustainable Development" and “People as
“the center of development”. It is about the preparation of human resources and capabilities at all ages.
The purpose is to improve the quality of human capital and develop the skills to meet the needs of the
labor market.

Additionally, the impacts of COVID-19 outbreaks and Thailand’s economy are increasing rapidly.
The Thai government has taken various measures to cope with this epidemic. This may affect the acute
labor force in Bangkok, which is about six million people. The impact of this crisis led to enterprise
restructuring, managing the human resources of the organization to get the most benefits. Therefore,
knowledge management is very indispensable.

The ceramic industry is one of the most important industries of the national economy, which

uses the raw materials in Thailand and has a large labor force. Although the growth of the ceramic industry

is likely to perform better, there are still problems affecting the domestic ceramic industry. The problems
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are 1) marketing problems, the entrepreneurs lack of skills to use information technology efficiently 2)
skilled labor shortage and low-level labor shortage, 3) lack of business management knowledge, cost
management, human resource development and organizational knowledge management, 4) financial
issues due to the strict support of financial institutions--loan opportunities. (Kittisak Samuttarak, 2014 pp.
1-3)

Although the government supports the industrial sector by reducing costs, there is no support in
term of human capital development, which is an important organizational cost. It is a pivotal part of the
“New Economy” that is a knowledge-based society. For this reason, the development of personnel in
the ceramic industry can enhance the employee efficiency to support career advancement, achieve
organization’s goal and survive in a disruptive world.

For all of the above, knowledge is the key driving force of organizations for work and people skill
development. It can increase the competitiveness of the organization. If the organizations utilize
knowledge effectively, it will affect growth in the ceramics industry in Thailand. The researcher recognized
the importance of organizational knowledge management as being important in helping to increase the
competitiveness of the business and studied to develop a knowledge management model for personnel
in ceramic industry of Thailand. The knowledge gained from this research can be used as a model for
managing knowledge in the organization to create competitive advantage and sustainable growth of

ceramic industry organizations in Thailand.

2. Objectives of the studies
1) To examine current situations, problems, and important factors for development of knowledge
management for personnel of ceramic industries in Thailand.
2) To develop a knowledge management model for personnel of ceramic industries in Thailand.

3) To evaluate a knowledge management model for personnel of ceramic industries in Thailand

3. Literature Review

3.1 Knowledge Management Theories

The knowledge-creation theory (Nonaka, 1994, pp. 14-25) classified knowledge in two types:
explicit knowledge and tacit knowledge. It presented the way of knowledge creation in organizations that
is called the spiral of knowledge or SECI model: socialization, externalization, combination, and
internalization.

Socialization is the transfer of tacit knowledge in one person to tacit knowledge in another person
through shared experiences, the tacit knowledge of one person is shared and transmitted to another
person and it becomes part of the other person’s tacit knowledge. Externalization is the second concept
of knowledge transfer. It is a process of articulating tacit knowledge into explicit knowledge as concepts
or diagrams. Third, Combination is the transfer of explicit knowledge to explicit knowledge through the

process of codification. It is a process of assembling new and existing explicit knowledge into a systematic
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knowledge. The final concept is internalization. It is the reverse of Externalization. It is a process of
embodying explicit knowledge into tacit knowledge or know-how or operational knowledge. This model
can promote the learning and development process and knowledge sharing continually.

3.2 Learning Organization Theories

There are three theories related to the construction of learning organization: David Garvin (1993)
emphasizes the learning device of creating knowledge through five main activities of the organization
include solving problems systematically, experimenting, learning from past experiences, learning from
others, and transferring knowledge. The construction of learning organization cannot be established
immediately. It will take some time and be engrossed in the development goal of learning organization.
Additionally, the organizations must build the organizations’ environment for learning, knowledge sharing,
and opening for new ideas to be the learning organizations. Michael J Marquardt (2002, pp. 23-33) has
mentioned five factors leading to be learning organization include learning, people, technology,
knowledge, and organization. Peter Senge (2006, p. 129) has an idea to promote and support learning
organizations. The focus is on faster learning ability than competition by establishing five discipline
guidelines for a learning organization. This includes personal mastery, mental models, building shared
vision, team learning and system thinking. Different scholars have different views, but what they have in
common is to create shared ideas and development direction. This has led to the continuous and
innovative work of employee development ability which leads to a Sustainable Development
Organization

3.3 Knowledge Management Process

The current concept of knowledge management is influenced by five main concepts. They are
the Wiig KM Cycle, the Zack KM Cycle, the McElroy KM Cycle, the Bukowitz and Williams KM Cycle, and
Kimiz Dalkir KM Cycle. According to the synthesis of knowledge management processes of various
academics both domestically and internationally, it can be concluded that the knowledge management
process consisted of four main processes: 1) knowledge creation and acquisition, 2) knowledge storage
and collection, 3) knowledge usage and application, and 4) knowledge sharing and transfer.

Knowledge creation and acquisition is the process of seeking, searching, filtering knowledge of
the organization to let the organization know what knowledge is needed or important for the organization.
It also includes the acquisition of knowledge from both internal and external knowledge sources, and
then through the creation of knowledge.

Knowledge storage and collection is an important step for an organization. If the organization has
a good knowledge storage, it will be like a repository of knowledge that can be used both now and in
the future. Not only that it can use as the knowledge base for business decision making or the practice
guidelines of organization.

Knowledge usage and application is the use of knowledge, expertise and experience which are
valuable resources of the organization. Knowledge should be disseminated and transmitted throughout

the organization by using Information technology as a tool. It will increase their skills and expertise in
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working, making decisions, planning and problem solving effectively, including improving work processes

to be more efficient as well.

Knowledge sharing and transfer is the act of exchanging information or understanding between

individuals, teams, communities, or organizations. It can help individuals and business be more agile and

adaptable in the face of change.

Table-1: Difference in researchers’ point of views about Knowledge Management Processes.

Writer

Knowledge Management Process

Wiig (1993, pp.17-232)

1-Build, 2-Hold, 3-Pool, 4-Use

Zack and Meyer (1996, pp. 43-49)

1-Acquisition, 2-Retirement, 3-Storage/Retrieval,

4- Distribution, 5-Presentation

McElroy (1999)

1-Knowledge Production, 2-Knowledge Integration

Bukowitz and Williams (2000)

1-Get, 2-Use, 3-Learn, 4-Contribute, 5-Assess
6-Build/Sustain, 7-Divert

Dalkir (2017, pp. 43-46)

1-Knowledge Capture and/or Creation, 2-Knowledge Sharing

and Dissemination, 3-Knowledge Acquisition and Application

Daranee Pimchangthong and Supaporn

Tinprapa (2012, pp. 543-546)

1-Discovery, 2-Capture, 3-Sharing, 4-Application

Nasimi et al. (2013, pp.56-64)

1-Creation of knowledge, 2-Documentation & data storage,

3-Transfer knowledge, 4-Re-using of knowledge

3.4 The Important Factors for Success of Knowledge Management

Based on the study and review of relevant literature on factors that are important for knowledge

management, the findings were as follows:

Table-2: Reference Literature of Factors of Knowledge Management

Factors

Sources

Factor-1: Leadership

Litvaj and Stancekova (2015)
Kozjek and Ovsenlk (2017)

Factor-2: Organizational Culture

Mathi, (2004)

Daranee Pimchangthong and Supaporn Tinprapa (2012)
Torabi and El-Dan (2017)

Attar (2020)

Factor-3: Information Technology

Pawlowski and Bick (2012)
Egiri and Wuritka (2015)

Factor-4: Policy and Strategy

Khoshsima and Ebrahiminejad (2008)
Mousa (2015)

Factor-5: Happy Workplace

Njoki (2013)
Fisher (2010)
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4. Research Methodology

The study was a mixed method which combined quantitative and qualitative approaches.

4.1 Sampling Selection

This research collected data from personnel of the top 3 ceramic sanitaryware manufacturers
(81% market share) in Thailand. In total there were 5,106 employees. The simple random sampling
method was used to collect data.

For the quantitative approach, the 371 questionnaires were distributed. The sample size
calculation is from Taro Yamane at 95% acceptable level (Yamane, 1967, p. 886; cited in Ajay and Micah,
2014, p. 11). The questionnaires were categorized into 2 parts. In the first part, there were 40 questions
about the knowledge management process: knowledge creation and acquisition, knowledge collection
and storage, knowledge using and applying and knowledge sharing and transferring. In the second part,
there were 25 questions about important factors for success of knowledge management: leadership,
organizational culture, information technology, policy and strategy and happy workplace. The
questionnaires used interval rating scale measurement. The Cronbach’s alpha value for reliability test of
the questionnaires was 0.982. For Quantitative Data analysis, we set equal interval for questionnaire to

interpret data.

Table-3: The interpretation of the questionnaire

The range of the

Interpretation

Interpretation

score (Degree of Important) (Level of Agreement
Score 4.51-5.00 Very Important Strongly Agree
Score 3.51 - 4.50 Important Agree
Score 2.51 - 3.50 Moderately Important Undecided
Score 1.51 - 2.50 Slightly Important Disagree

Score 1.00 - 1.50

Unimportant

Strongly Disagree

For the qualitative approach, the semi structured in-depth interviews were used for 20 research
samples (7 senior, 7 middle and 6 junior managers with 5 year-experience in ceramic industry) by
purposive sampling method. Twelve experts were also four senior managers, four middle managers and
four junior managers who have worked at least for five years in ceramic industry. They also participated
in focus group discussion on the knowledge management model. For Qualitative data analysis, we

analyzed data of related documents, in-depth interview.
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Table-4: Ceramic sanitaryware manufacturers in Thailand and the sample of quantitative study.

Manufacturer Market Share Number Number of
(%) Employees Samples
Kohler (Thailand) Public Company Limited 25% 3,106 225
Siam Sanitaryware Industry Company 36% 1,000 73
Limited
LIXIL (Thailand) Public Company Limited 25% 1,000 73
Total 81% 5,106 371

4.2 Steps of the Study

Step-1: Study the conceptual framework, knowledge management theories and research related
to principles, theory of knowledge management both domestically and internationally, develop into a
research concept framework and then create a questionnaire tool.

Step-2: Collect data of the current situation of knowledge management by using questionnaire
survey tools. The current situation of knowledge management is analyzed.

Step-3: Create Semi structured in-depth interviews and interviews with managers for collecting
data of knowledge management process and important factors related to successful knowledge
management. After that paraphrase the content and conclusion of the interview.

Step-4: Analyze the data and summarize the overview of the knowledge management process,
the important factors that make knowledge management successful, and synthesis the Knowledge
Management Model for Personnel of Ceramic Industries in Thailand (draft version).

Step-5: Develop knowledge management model for personnel of ceramic industries, Thailand. 12
experts participated in focus group discussion on the knowledge management model, summarize the
suggestions and improve the knowledge management model for personnel of ceramic industries in
Thailand.

Step-6: Improve the knowledge management model for personnel of ceramic Industries in
Thailand.

Step-7: Present the knowledge management model for personnel of ceramic industries in
Thailand to experts and improve the model until the final knowledge management model for personnel

of ceramic industries in Thailand is produced.

5. Research Results

5.1 Knowledge Management Process for Personnel of Ceramic Industries in Thailand.

The result from the in-depth interview is shown that at present. The ceramic industries of
Thailand have already conducted knowledge management by dissemination of knowledge via training,

problem solving as PDCA cycle, brainstorming, and documenting to align with ISO9001 requirement such
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as Standard Operation Procedures (SOP). They also did knowledge sharing activities through team via
team meeting.

The overall problems and threats of knowledge management implementation in Ceramic
Industries of Thailand are a lack of support from management in term of KM promotion, uncleared
knowledge management policy, focused skills development on particular groups, communication

problems and language problems in knowledge management, etc.

Table-6: Summary result from questionnaire about current situation of knowledge management for

personnel of ceramic industries in Thailand

Knowledge Management Process Average S.D. Degree of Important
1. Knowledge Creation and Acquisition (KCA) 3.53 0.61 Important

2. Knowledge Storage and Collection (KSC) 3.25 0.67 Moderately important
3. Knowledge Usage and Application (KUA) 3.50 0.62 Moderately important
4. Knowledge Sharing and Transfer (KST) 3.39 0.68 Moderately important

The result from the questionnaire’s showed that the step, which was important for knowledge
management process, was Knowledge Creation & Acquisition (3.53) and three steps which are moderately
important for the knowledge management process were Knowledge Using & Applying (3.50), Knowledge
Collection & Storage (3.25) and Knowledge Sharing & Transfer (3.39). On the opposite side, the result from
in-depth interviews were shown in different ways - all four steps are important for the knowledge
management process for Personnel of Ceramic Industries in Thailand since Ceramic knowledge is a
specialized knowledge, a handicraft that requires knowledge, skills, and expertise in production. Although
at present there are machines to support in production, but it still requires human labor to check, inspect

and adjust of the products.

Knowledge Creation & Acquisition

The results from the questionnaire show that the current situation, where the ceramic industries
have already identified the core knowledge of organizations clearly, promoted knowledge searching for
staff, and consulted from experts. Not only that they conducted knowledge sharing within team and
brainstormed for solving the production problem. Most organizations in ceramic industries use 3
knowledge creation tools: 1) Brainstorming: it’s a simple way of helping team to generate new and
unusual ideas, 2) Setting Guru group: It’s a way to gather expert in a group to discuss and share any
thoughts and insights, 3) After Action Reviewing: it’s a technique to evaluate and capture lesson learned
upon the completion of a project.
These results from questionnaire were aligned with the in-depth interview results.

However, the in-depth interview shows that the knowledge creation and acquisition should be

improved in some areas: 1) need to support staffs for newly generated idea, 2) be opened to team
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members for seeking knowledge from various sources such as training and internet for skill improvement
3) create a working environment to support new knowledge creation and promote knowledge creation
in the organization.

In addition, the management analysis also pointed out problems affecting the knowledge creation
and acquisition, these are 1) problems in collecting tacit knowledge from personal with experience and
expertise who are nearly retirement. Many companies in the ceramic industry have just begun to specify
the tacit knowledge into production manuals, video material, work observation, including techniques, to
improve the working, process and 2) the problem of lack of support for personnel to create new

knowledge due to technology limitations of Internet access or the high workload.

Knowledge Collection & Storage

The results of the questionnaire analysis revealed that most organizations in the ceramic industry
have good knowledge storage. This means that knowledge is stored in a systematic way, especially, files
or information systems. The organizations support employees to increase their knowledge, skills, and
abilities, but in some issues, the results of the questionnaire analysis pointed out that it can be improved
in some topics: 1) gathering knowledge from work experience of personnel through techniques such as
storytelling, learning review or after-action reviewing. 2) collecting knowledge into categories in order to
facilitate the storage and retrieval of knowledge. 3) communicating to employees about what is stored
knowledge so that personnel will be able to use knowledge to improve and develop effectiveness. Most
organizations in ceramic industries use 3 knowledge collection tools: 1) Knowledge bank: it’s a collection
of information or knowledge about a particular subject, 2) Category: it’s a way to divide organization’s
knowledge in group, 3) Central storage: it’s a single storage of data, files and database.

The results of the quantitative and qualitative analysis are consistent. Interestingly, some issues
from the viewpoints of interviewees shows that they think in different ways. By thus, they think that at
present the organizations do well in knowledge reviewing process and data updating which’s different
from the analysis of questionnaire results.

In addition, the In-depth interview also points out that problems affecting the storage and
collection of knowledge. They are: 1) the problem of inadequate utilization of knowledge storage due to
the requirements of the ISO9001 standard system. Organizations in the ceramic industry must maintain
all quality control-related documents. The organizations have a large amount of data storage, but they
do not use that data to analyze or create benefits properly, which is a great loss of opportunity. 2) the
problem of accessing knowledge and data stored in computer databases. It is arisen from the lack of
communication and restriction of the rights to access on personnel who use the information of stored

knowledge.
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Knowledge Using & Applying

The results of the analysis of questionnaires and in-depth interviews revealed that most
organizations in the ceramic industry were knowledge acquisition, knowledge using from experience and
explicit knowledge, reviewing after knowledge using and improving knowledge sharing by using pictures,
manuals, documents, textbooks, photos, or videos etc. Furthermore, there were many activities to
promote the use of knowledge among personnel and to apply knowledge to work, including stimulating
and encouraging personnel to apply their knowledge to work development and fix the problems to
reduce mistakes and work efficiently. Most organizations in ceramic industries use 3 KM tools for
Knowledge Using & Applying: 1) setting user group, 2) defining experts and 3) learning review.

However, for the view of the management, results from in-depth interviews point out that the
organizations in the ceramic industry have already well managed in many issues. These issues are: 1)
organizing activities to promote the use of knowledge; at present, there are various promotional activities
such as suggestion activities, 5S activities etc., which are useful in helping to promote knowledge
management. 2) appointing personnel who are clearly responsible for transferring knowledge for useful
purposes. It is the responsibility of supervisors, foremen and engineers to transfer knowledge to personnel
in the team.

In addition, the management analysis in the ceramic industry also pointed out problems affecting
the use and application of knowledge were as follows: 1) for the problem of document newness, it is
sometimes found that the invalid documents in the operations area which make employees confused
and misunderstood, and 2) for the problems of knowledge access in computer systems, the computer

access is limited for only some employees, not the whole organizations.

Knowledge Sharing & Transferring

The results indicated that at present, personnel can access knowledge databases. They also
search for information and knowledge in the department easily and many companies in the ceramic
industry regularly organize activities for knowledge transfer such as group meetings, best practice
transferring, and finding assistants to enhance knowledge and experiences sharing within the organizations,
etc. The most organizations use 3 knowledge sharing tools: storytelling, learning review and central
storage.

In some respects of the management, it is seen that the current knowledge sharing and transfer
among the organizations in the ceramic industry is good. It differs from the analysis results from the
questionnaire on 1)knowledge sharing and transfer is supported by the manager in the department,
2)transferring the knowledge stored in the form of manuals, documents, textbooks, photos or videos, 3)
creating an atmosphere to promote learning of personnel 4) using information and communication
technology to support knowledge sharing such as the Internet, websites, applications, and 5) create

incentives and inspirations for knowledge sharing such as certificates, prize money, prizes, etc.
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5.2 The Important Factors for Success of Knowledge Management

The results from the questionnaire show three factors which were important for knowledge
management: Organizational Culture (3.65), Leadership (3.68), Happy Workplace (3.58) and two steps
which have moderately important for knowledge management factors: Information Technology (3.49) and
Policy & Strategy (3.40). On the opposite site, the result from in-depth interviews were shown in different
ways-- all five factors are the most important for knowledge management process for Personnel of

Ceramic Industries in Thailand.

Table-7: Important Factors of Knowledge Management (Date from questionnaire)

Important Factors of Knowledge Management | Average S.D. Degree of Important
Information Technology 3.49 0.74 Moderately important
Organizational Culture 3.65 0.68 Important
Leadership 3.68 0.75 Important
Policy and Strategy 3.40 0.89 Moderately important
Happy Workplace 3.58 0.59 Important

Information Technology

The results of information technology factor analysis through the questionnaire survey and in-
depth interview show that information technology can support knowledge sharing in organization. The
ceramic industry sector uses information technology to store knowledge that can be easily applied to
work or solve the problem.

Weak points or obstacles for the application of information technology in ceramic industry are:
1) Data access problems in organizational databases. The personnel are restricted from accessing data. 2)
There is less use of information technology to store production data & the data collection do not update
and ready to use. 3) Problems in the skills of workers in using technology. Workers are not developed in

the use of technology such as computers, tablets, mobile phones, smart phones etc.

Organizational Culture

The results of the questionnaire analysis and in-depth interview show that currently, for
organizations in the ceramic industry, there are guidelines to create a culture in the organization by using
three principles: 1) Supervisor and Manager should be a role model 2) The use of storytelling techniques
and 3) provide constructive feedback. The results of the questionnaire and in-depth interview show that
most organizations in the ceramic industry have encouraged personnel in knowledge sharing. They have
conducted through various channels such as books, websites, intranets, reports, etc. They have
encouraged personnel to have creative initiatives, dare to think new things. They create the knowledge

sharing environment.
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Leadership

The results of the questionnaire revealed that leadership in the ceramic industry is important for
knowledge management in the organizations. Leaders are the people who promote, motivate, and
encourage employees for knowledge sharing. The organizations encourage employees to develop
themselves continuously, in addition, leaders have to monitor and supervise the success of knowledge
management.

The research findings show that the leadership problems are as follows: 1) The leadership role in
knowledge management of some organizations is unclear. The leaders of organization have not clearly
announced that the organization will drive on knowledge management. 2) Organization leaders thought
that knowledge management didn’t be a priority by focusing on the number of outputs and production

volumes rather than skilled development.

Policy and strategy

The results of the questionnaire analysis and in-depth interview show that 1) The organizations
are unclear in setting short-term & long-term goals, knowledge management policies, and lack of activities
to promote, support and implement knowledge management, and employee do not understand clearly
about the goals and policies of knowledge management.

In addition, the results from the in-depth interviews show that at present, the policy and strategy
of knowledge management is set by individual departments in organizations, not centralized. Therefore,

knowledge management is not a shared policy and strategy in the organization.

Happy Workplace

The organizations, that’s a happy workplace, is usually a productive, flexible, and resilient
workplace. Employees in a happy workplace are more satisfied and healthier. The results of the
guestionnaire survey and in-depth interview show that at present employee are happy, so they want to
work and learn new things every day. In the ceramic industry, the organizations encourage the team spirit
to achieve personal goal and department goal. The supervisors support and encourage employees for
skill development. Although the employee work hard, but they still have times to spend with their

families for relaxing, traveling, and doing activities with their family.
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Table-8: the evaluation of the developed knowledge management model

Criteria Average | S.D. Level of
agreement
1) 4C Model was appropriate for Ceramic sanitaryware 4.83 0.37 Strongly Agree
manufacturers in Thailand
2) 4C Model was aligned with the operations of Ceramic 4.92 0.28 Strongly Agree

sanitaryware manufacturers in Thailand

3) 4C Model was clear, ease to understand & apply for 4.83 0.37 Strongly Agree

Ceramic sanitaryware manufacturers in Thailand

4) 4C Model was concise and complete for Ceramic 4.67 0.47 Strongly Agree

sanitaryware manufacturers in Thailand

5) 4C Model was acceptable for Ceramic sanitaryware a4.75 0.43 Strongly Agree

manufacturers in Thailand

Evaluation Score -Average 4.80 0.22 | Strongly Agree

6. Conclusions

From the findings, the knowledge management model for personnel of ceramic industries in
Thailand for the success of knowledge management is consisted of three components:

Component-1: Knowledge management process that’s consisted of Knowledge Creation &
Acquisition, Knowledge Collection & Storage, Knowledge Using & Applying, and Knowledge Sharing &
Transferring.

Component-2: Important factors of Knowledge management that’ consisted of five main factors:
1) leadership, 2) organizational culture, 3) information technology, 4) policy and strategy and 5) happy
workplace.

Component-3: KM tools that support Knowledge management process: 1) Brainstorming, 2)
Setting Guru group, 3) After Action Reviewing, 4) Knowledge Bank, 5) Category, 6) Central Storge, 7) Setting
User group, 8) Defining Experts, 9) Learning Review, 10) Storytelling.

After the process of knowledge management model development for personnel of ceramic
industries, Thailand. by the experts participated in focus group discussion. We propose the knowledge
management model of ceramic industries, Thailand for the success of knowledge management were
consisted of four main components (4C model): Create-Collect-Carry Out-Communicate.

Create means knowledge creation & acquisition by using three key KM tools: brainstorming, setting
guru group, and after-action reviewing that aligned with the McElroy KM Cycle (1999) and the Bukowitz
KM Cycle (2000).

Collect means knowledge collection & storage by using three key tools: knowledge bank,

category, and central storage that aligned with the Zack KM Cycle (1996), the Wiig KM Cycle (1993).
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Carry Out means knowledge using & applying by using three key tools: set user group, define
experts, and learning review that aligned with the Wiig KM Cycle (1993) and the Bukowitz and Williams
KM Cycle (2000).

Communicate means knowledge sharing & transferring by using three key tools: storytelling,
learning review, and central storage that aligned with Nasimi et al. (2013).

And the important factors of knowledge management consist of 5 main factors: leadership,
organizational culture, information technology, policy and strategy and happy workplace that aligned with

Mousa (2015).

Create - Brainstorming Collect | - Knovdedge Bank
- Setting Guru Group Category
- After Action Reviewing - - Central Storage
Communicate | - Storytelling Carry | - Setting User Group
- Learning Review _ Defining Experts
- Central Storage Out - Learning Review

it 4t 4r 4+ O

Leadership [ Organizational Culture [ Information Technology ] I Policy and Strategy ][ Happy Workplace ]

Figure 1 A knowledge management model for Personnel of Ceramic Industries, Thailand

4C Model is a model that Thai ceramic industry organizations can use as an effective
organizational knowledge management model. The knowledge management model developed by
researchers is appropriate and useful. The results show that the model can be well applied to factories.
In addition, the knowledge management model is clear and easy to understand, and its application in

the ceramic industry in Thailand and other domestic organizations.

7. Suggestions

In this research study, the researcher has suggestions for applying the research results to use in
knowledge management for all personnel, in the Thailand Ceramic Industry, to be more effective:

1) In order to make the knowledge management model effective in practice, the Executives
should play a critical role in initiating, promoting, supporting, and driving organizational knowledge
management. Also, it includes creating an atmosphere for employees to realize the importance of
knowledge management. They should act as a role model in knowledge management.

2) Organizations and departments should assign responsible people for knowledge management.
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3) Managers should provide knowledge and understanding to personnel at all levels to realize

the benefits of knowledge management.

Suggestions for future research

1) There should be a study of tacit knowledge in the ceramic industry. If we have a knowledge
management approach, this will lead to development and dissemination as well as organizational
competitive advantages.

2) The monitoring and evaluation model of internal knowledge management should be studied.
The results of this study can be applied for planning. The purpose of this study is to develop an
appropriate and effective organizational knowledge management system.

3) There should be a study of skills development (skilled matric and competency development)
of each key position; it is important for the ceramic industry business in order to provide personnel with
the competencies that the organization needs.

4) There should be a study of the results of personnel knowledge management on the ceramic
industry in Thailand such as overall performance of the organization, sales, market share, production

costs, profits, and customer loyalty, etc.
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Abstract

Previously, ethical principles on research related to the human subject have been practiced and
applied strictly by researchers in medical and other related science areas. At the same time, while medical
and related sciences researchers have precisely exercised research ethics, no specific rules and regulations
and standards for ethical issues related to the human subject have been established for social and
behavioral sciences research. However, at present, rules, regulations, and standards for ethical
requirements in conducting research related to the human subject in social and behavioral sciences have
been specifically and prescribed. It is now required that all research proposals in all areas be submitted
to the institutional ethical committee for consideration and approval prior to implementing such research
projects. This requirement clearly indicated that protection measures are established to protect any
adverse effects or harms that might occur to research participants. Obtaining and granting consent from
research participants is a mandatory provision in conducting social and behavioral sciences research. Since
the rules and regulations and ethical standards for social and behavioral sciences research were recently
made compulsory, it is possible that many novice researchers and other groups of people involved in
conducting social and behavioral sciences research may not have sufficient knowledge and awareness of
these new requirements. Thus, the primary objectives of this academic article are to present principles,
processes, problems, and challenges, including guidelines in obtaining and granting consent from research
participants in social and behavioral sciences research projects. It is now required that all social and
behavioral sciences research applying either qualitative or quantitative research strategies that require
researchers to work closely with participants in conducting their research must obtain consent from all

research participants. This is because the data to be accepted for the research project is mainly the
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private and personal information of participants. The principles for obtaining and granting consent from
research participants are rooted in the Nuremberg Code of 1947, the Belmont Report of 1979, and the
Declaration of Helsinki of 1964. The process of obtaining and granting consent can be divided into 3
phases as follows: (1) preparation phase; (2) information providing phase; and (3) action phase. Some
problems and challenges in obtaining and granting consent from research participants include research
in vulnerable groups, waiving and granting consent, communication among involved persons, applying
technology in obtaining and granting consent, coordination with the institutional ethical committee, and
reviewing related legal issues. In addition to the researchers and research participants, there are several
groups of people involved in conducting the research project, and various guidelines for handling ethical
issues for each group have been presented in this article. This is to help further promote the application
and strict compliance with ethical standards in conducting social and behavioral sciences research in the

Thai research community.

Keywords: Informed Consent; Social Science Research; Behavioral Science Research
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Abstract

The informality emerged in the 1970s with the International Labour Organization (ILO) and Keith
Hart's major publication. This was the phenomena through which Third World countries started to
comprehend poverty and unemployment. This article presents an overview, debate, and current scenario
of informality studies. For instance, the informal economy is defined as all informal employment in
economic activities and small production units. They are also classified as informal workers or freelancers.
However, understanding work and labour requires taking into consideration work characteristics,
employment relations, employment patterns, and employment status, since occupational status is not
easily distinguishable by the Ministry of Labour's governance. These challenges have been overlooked
and given less weight than formal workers. Indeed, precarity affects informal workers in occupational

groupings or platform workers as well.

Keywords: Informality, Informal economy, Formalization, International Labour Organization,

Non-standard form of employment
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1. unih

nsfnyATEgAkidumenIs (informal economy) dA1udN Soyrioanunisallunanifiuuussme
wdganrunisalvesnisszuinlhisalalsu wazawinveuasugialiilumenisidadrvannladledwaulszains
Y9au5391u T un19n1InTewsasuuensz U (informal workers) wan1sasnaganmiuasegialiosnin

a

LsEgAan19n135 (formal economy) Useassildoanidsasugialdidunisnisiduiesugiada (shadow
= a va . o & a Aa I P Y a
economy) visawAsughaldau (hidden economy) dntdufanssuiiiangvuneuazliatend Wuwvegliiinnig
AosSUTuIRuIMTTISTwarHTinEnaua i Uselevuainanuliilumenis
Tagusvasdvesunanulwialuaesdiuvean Ae 1) nsnumugasusuvensAnwanulilu
nansifioasuigliiiuninsanvesnisiiluujiinauleunensusneissy 1970 wauiadagdu way 2) n1s
dausdenniivswosnnuladiduniens udndeulediiiulymassnisviaudilanauldiduninisi

1% aa o o

AquieFe Tnslanzaniunsaitagiuiliinnsienuguuuulvsiiuunanosuadvia viliAadyvnisinam
AN 9 WUUWINTINANNEN3T uunasnasuAdallunuliiduniens oy nsAnwaralidumanis Sedeq
AN AR ULUUTBINITINNULAZANTUENITINU

msvhandlaassghaliifunansiadlvunelnglulssmaidaiaun vioussmadseldm ey
nsvsulunamnisiidadiudosninnalifuninis Sgunanasmiisnunasgimerswitliga “n1s
LﬂﬁaumumﬂmmwLf]umdmiajﬂmm’f]umqmﬁ” druveawuimsldlemsviliidunisnsvesaniugnisdng
uLArFULUUYRINTIsY nTensienuiiliiuag Mutseznuun sudndunuiiday
‘@81 (precarious work) wAn 19U URKAD 1Tun13919971uM19n13 (formal employment) dlosanfianuduius
1139199115 NINUIBTNUALYNT S naneduresinmenleuieiivhliiAnanadunisns udlidded
NaNSENUTEINTTTILifianudss wddymdduie vserdndanuznisienuduusenuliidunianis
Hunsianuduiusmsdrsnuitlifinede daalfusunaidusssnudasyaudsitaevesnsensag
U5991U W fFueilusihiiv

nsAnwvesunANNidumsinTeiassanssy wrlduumamahlfidunansvesussnuladu
n9n1s Wlddanzdaasulontanisiinuwisazimunrinuvsligndradudusenaunisseges ussnusuvauly
ity wssmnuns viseendndy Telauaideulounevatefinsussuseninasema (intemational Labour
Organization: ILO) padeuuzatiufl 204 IfremsiasuruanAswgalliunanisgmanis ves ILO? 1%
aruddef “wumnanmsilndunianis” (formalization approaches) WunwdaiildluniseAusediud 4
gesunanud uinsilmdumansldlinneana wnmewesleuieniennsnsaraieeundusssuves
M331901u ineidhegnsliiiureintsyilidunians wdviliusauliianuiunmieelduazendn wu
nsviliussnunanisesnanauiilimvunsyeznatsasiidagidanuans wdaunhaudusaliuinis
GRARPIGI IR mmzﬁmﬂ%’gammﬁumma"]ﬁlﬂmma’mhiLfJumams Dutlymannfinmasglildfansan

ANWILUDIY

2 ansvddyuetiuIvnenudenwuratuil 204 fidel 1) MsdenulardsasinNURsyiulamaasygia 2) nstshuldveunngiunseu
VANWAEANTINUIY 3) MUY N159AAT WaENISEIUIMISEIAN 4) ANUVINABLIMUNAZN TN WA IATLE YuTU ANANTT Uazee
5) anuduguszneunis vinve n1siu nsdanisuazdniianain 6) Msvenen1siuaTemdny AuTuAmERY uazn1sInalannng

depu 7) s isaaznesdy
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2. arndunienisuazauliidunnansvesenu useny wazAsegia
msAnwesnrmdunisnisuagliiumans Suunoonldnansususmsdsaumans udinuuazdl
nasuddrydounddludest e “dhudsnuiver imyueine uaziasygmans” MARTANITENITENITRAL
seminalseina Bandnidedlildfaznaniin anulidumansifudeulvddyliussmaiamwdvesosiu
Ussimatdaiaun Wedmunsgdutesnsiauiasugia dmalitusiuaienmsss 1960 Bududadn nsuts
Uszmelanliszneusoanugiinim liun wenini 1eide uazarfueuidni Wuwnilidin “malidunisnis”

Usngiudugamnufnuazuwineufifwuilundseninasena Snvialideandesdifyvesiosilfie fanssu

v
[

maAsughaluauginiaiddadiuvesanuliiduninisvuelng Lifin1sdanuniens wageianisdiis
MsAnwILagmLIITIN

2.1 mnudladesturesanudummauazanulidumens

nsnwdoseruliidunanisludt Wunmsdmnnnauynsuwararsunsy i ouansliiiu
aruvaneihluuaziamemansuudlaurumiliieuinnsanamifouasuloueiiinenaes ILO fewsiiFesd
fnsfnwunnivihmensswudn iliesdmnufiaumesoides winduliussganandumenmsuazanulal
Hunansld Setsansdluunanuiifianunsounqunfenimsfinsanangdfiduusny wagaudeuus
atiufl 204 ve9 ILO A fuuumsnsinsgivesuneutl vlilildiduanenisusefudinuasmatunsed
NNYVNBUTINTY

Wl enunauaunueialuann “Oxford Learner’s Dictionary of Acaderic English” 83 unef137
“arundiumenis aseunauitinszUIuMs an1unsal nofinssufiuanssssduvasnnuduiudesinesyananis
fudnyananis vievherlsunsdaidmnudumanis Wy AszuIunmsngveuazgsia” (Duncan, 2014, p.
3a1) Tuarumsnednedu uandiiunnudunims fdnvuenssduiunnulidumenis Snfsdamamensy
ibianuliidunensnanedanudumamismuuuimeesenuduadelval (Modemnity) Funsnansudous
ndsasnsulanaiafiaes

nsfnwdudanuinerfividsdeod dgludesnmuliidunianisiie “Informality: Social Theory and
Contemporary practice” {Jun1sasuraanulaidunienislagldvguiniedeny wazsliaudrdymonis
Wasuwlammnsdemlutasansamssy 20 mnziansidsuuvadlasiaiismanis sgrasu szuusvnsidy
fodnitlironadestumelulad Snitsszuusmnisiinsnesiuiunargududmauanlndda uansdsnnalaidu
mamsiiteusgaeluanudumenis uenaind fimuauleugliuumaudandeguuuuumunasadon
ylvintsnsngraneiietesuldda muliifunens susfinnfnduresunanesuooulaang q unsvane
Fausmenssy 2010 yilinisufduniusfiduneniafndudogueuaiiou (virtual space) uansiamnudusiusla)
Wumansuazmsmishiannsauenuafulduasdesilefiaadeiu (Misztal, 2000; 2015)

nsufduiusvesaudunsnisuazauldidunienis ianuddyremnuduiusdiud lnsanz
“enailfidodela” (trust) naimuuninnsufoanislidumanisluniediusig 4 vesdaau viliuuims
U (conduct) wasaalaiumans uaznginaust (rules) wasamidunianis UnngWiduiivisaenadosma
Wenfurdedauderu (Wu dnseusudiuitamsusieeimualizudlasmsluuinuvesaauiindy uiile
arundunmamsvoanalulafifindusime dwaliordnignuesinlsiuiufmuauduadioly) (Misztal,

v 1%
[

2015) sty prliidumenislaldsiiaamznguiniedny uivssasslunisfinvidosddnnainiiusesves

o 1

11359199711 (employment) MiardussauliiBunisnisuasiasegialdidunienis Memeifianudesdesiv

a0 UULESUANYILAENINGINTULYLE W INNFUFITUAENT



Uil 16 atuil 2 nsngax - SuneAw 2564 Journal of HR intelligence

anunsaluazdfoRnsiiAatulunsmssdin sudadfuanuduiudviliAenadoudetunndnuugma
wswgiawazdamu (Misztal, 2000)

nsfnwianliidunsnslutestu Fsumnsnanntelauevemisdedraduluasmemsunou fad
Usngmissimahlidudemaznmaluladiiniuesnanatn wilousuiiunamudufnuiiefuanuduiug
wazUfuRN1steiu udasenusngnisalresasugiaunannasy (platform economy) vilviAnanuldidu
N19n15A7 3% a (digital informality) (Endo, 2021) 3eaanuliiunienisi viliidunienis (formalized
informality) (Frey, 2020) ﬁ]muﬂuuaqmmé’mﬁuéﬁiuﬁaashwaqmssuudqmamﬂuLﬁm (urban transportation)
funaruiiuansdadosineseninanudunenisuaglifunmenis Wudsnmuieudoureseudusiug wihia
AmudnudavesUjiAnisfidanvgainseuuens Wniisy viedauililesy widlildufiasanudy
mansiaendeutuaulaiduniens (Cervero, 2000; Wattanawanyoo, 2019; Sopranzetti, 2021)

n1sviaud laanudunisnisuazaulaidunisnismuuuiniinisfnyiniedsauing,
(sociological perspectives) Wuan ﬁy'awwmmmmﬁmﬂimawwma ia,iuii«'\;%maﬂﬁﬂﬁﬁﬁluﬁﬂéﬁwﬁm%’u
nsdudulilundsde WesnndudewTevssifuianiznisiainis uwaglaldmdnsidunsvarensaina
wiloudun1sisend191 “a1aliidunianis” (informal sector) way “taswgialitdunianis” (informal
economy) Lgu

(1) “The Oxford Dictionary of Sociology” a‘%maﬂ%aa&ﬁﬂuudguﬁLLmﬂﬁmﬁ’u wiswgn olaidumians
Hudignléiitesessunuiliifinain vieidusuuuuresnateiin nanaldau vidonaadousu udtniasugaans
firsurindunuiildgninneldvssnniuaninanuaguieieliiuadiinistinui desedsimundunui
Aanguuisnazlisienigaiunguuneg dwabiaorugvesssulildunisnisgninlinaedugievey
(marginalization) n3dlvesnmsAnunaliifumsnsludsauine Rasundunguivesnszuuiminisiamni
asauisanalaniianylunessy 1970 sernustnausazauliivingiey (Scott, 2014, pp. 354-355)

(2) “International Encyclopedia of Social Policy” a5uneAinasugialiiduninis ugluuures
Aanssumnaasugia ansuanideuneniiufivesnianienis vnes malsidumsns (informal sector) it
dndusilinianiens Weandosinerulivinfionssrinaesniaias uanlumadenlinalidunems
Ann1sdeulsidumans (informal employment) 1ntu Suita3e Wunansgnuaumves post-Fordism &
Huszueuvesnsazanlyiuagnandimadsaulinalidunamseenefuazaimandamaasugianni 8n
a1 v lrussnuluaialaidunisnisesuieas (Williams, 2010, pp. 663-665) é’ammﬁ'mulmﬂumﬂmi
(informal work) 1Jufanssuniaasughalifiniseaneideu Lifinsane payroll taxes vesusziudenu laldsu
NM5ANATEIBINYMNELTINY Usudldfummeuunudiimnedaduduvilduassgialidunins dedu
mawsusAatifonalug fau ussnudeaundyiuaudswazanalliiunmnadany (Stelzl, 2010a, p. 663;
2010b, pp. 665-666)

feoehsls msnnifesdnanudumamuarlidunienis Safumiuequiedenazaneiudniaus
Tuyauesvesniafy dnlsmsuazdnianssy NGOs wazassinssenineUssina uinisiiausunaaiitiy
gaulrmvasmaliidumenisdrinanalifou ussnu msdeen wasasvgialidunisng wioldlinis
vrauesiudannuliidunisnisdius u wu ies 018 wardu q §98 “The Global Encyclopedia of
Informality” Lﬁumsmﬂimﬁ%’mﬁﬁumﬂé’ Global Informality Project (GIP) Bugifiulassnisundausd 2013

waglimosuneieatuauldidunisnmstivarefia lasanizmsufiinislaidunienis (informal practices) %
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wandlifiunsdensietameng q 017 nsAesFUTu mueINuLEzMTTANN Aasssu sthefiu uazdu 4 8n
sialdannsaeivisanulidunamsiidssogluanuiiuimdadudnuuzanalunnuion sasiinmlidy
yamsidnunednduduaudiniuiuuuiededisuarinnududiuiags fdu endlifumansnuuuama
demadnenlurravaneAnissy 20 Jsrumnaisnsinliiduniens waldlduesaudrdguazldusylovidnau
yesmalliifunmamsiideudefuegnaduiudoululasiaiiamedinuuas fausssu (Ledeneve, 2018)

Tunsilvesuszmelng avladosnulshfumamssausuaenenssy 1980 Smdndydeil

Usgmisusn mavhenudilaesugiassing wiadumenamsuaznialidunms ussuiisees
madivisluaendnnisvuds widvenssu 3T gramnssuwasiranssy uilifimsfnuidesuseenlaiy
nansuaznialiidunenisegiadussuu vlideyanisfinviamegusaiulaaunsaldlunisimuauloue
duaSuendnld (Usehug mant uar wngn weslndng, 2531) wianumsalifndusnanimsidedest il
yuevasasegivliiluninislunirgaamnssunisudauazuinisiulngiasa W15a197n GDP 11NN 9%
Tul 1987 udaudadudu 11.7% uaz 129% Tul 1988 uaz 1989 muddu wiiadymAueInauLaznis
Faeumun wdinalidunsnishudies (urban informal sector) Safumizensfinwiiidfyvosussauly
Wun1ens (Romijn, 1993)

Usgnsans Aadnuarresmalifuninislulssmalng wsisd (1) mansasnssudonIsuswey
vinugslaysIAgN uiwseseuanEseduvheludieanniu (2) Sunuussdnewelngfnnnty wazau
FINTILIIEUIINT (3) Manismshisesiuanudeanisveaasygiafiudsunlamsinds uiane
Lidumamstodusiilisanuinwilugswenswisuriy @) malidumainsiawissduiuazuing
51PN wsnziunguiisisgldiunans (5) malidunmsnsianuddgsenhimnadany Tnedawiounuuas
seldliuduszrmlneiuduey (6) stuumsugiadeuduaiolminndy vasdety wssodlufoaduiy
uazhssunwnadifuanFouidinludeddhety sunaneduusnulidumenisludes fanugeims
NUUIMS NUNAR uneadng waveuvuds veeldivanulsrusinrseunesisnenulididunienis (L0, 1996,
pp. 1-2)

Ysznisany ArdrianuveskssuliiumanisTunaniy Ao “§71919mu1ea” (self-employed)
AsoURquisaurhanlfeseunuazulusenounisvuingen uenanasumsnilulssmelnenaniu daili
NNFVIUANT (subcontracting) drunsunssaulaifunianislunagaamvnssu (1LO, 1995, p. 57) 1y 91U
ReafuiriosUssiuuarSyudl veluiuesnuuy JUWUU uazdawieaingiu winatulgmddyresnising
nuwng Lledesanmnisa uidunsiremneuunuiiand (Phongpaichit & Charsombut, 1988, pp.
42-43) pgslshna ILO Fruunmsianusuesas s asnumtg Wuassludvesguuuuvessianuil
Lﬂummgm (non-standard form of employment) Frlafunumsienuuinauaznsienudingm g
sauaiifusulaliuag (LO, 2016) Msduuniutiuluuaevessy 1980 a3audnduauasFostunisduun
anudunanisuazliilunens msglddagguuuumsinulanusingidiunemanisuaslidumenis

a '

nsfnwiihuniloaemmssyiow wuineliidunansluimifvenaswgonasngrunesssinet
UBNNYMINY LU NUITEURI W1an Wadlndns, d3fn WBeesassd war wates n3shu (2543) wednwiAanssy
ynaAssgRaiiangae feaenned 1wty vimavnane wazsnanin daduFesiifedostuuloueuny
Msdnnisnasy wimnenedvesaraildifumenisduisdildgndesenadunisiaudissiuien vasidou

a & a 1Y) a ') A’ v 9 '
nA3359 2010 L’iilLMuVMVl’]\‘i‘UE]\‘iﬂ’I’iﬁ]ﬂﬂ’]'ﬁ{jin’]LL'ﬁN’mLLagLﬂiﬂgﬂﬂmﬂu%’mﬂ’ﬁ%Lﬂu‘UE]LﬁuE]ﬂ’lﬁﬂE]&ﬂuN’]ﬂﬂ’n
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v 1%

nsldnguuneating azviegelsiiaunguilianiuenenis uwazaumailasunisfuasemnangvune laiiies
wAnswWasuLlamesleuilvasnndastutauuzatui 204 94 ILO Lﬁavﬁﬂﬁamiﬁmimmqé’mm (ILO,
2014) wileuruiiniasgineneronldinasnsdemidenis q dueunaiadulutismsszuinvesdalsunlaa
3un33nstii E-formality (Chacaltana, Leung & Lee, 2018) WaifadliiniudAtysouiInnaveInIsALATeINIg
Fapuifaldsugy (transformative social protection) Lita1inn 15U UIUA BuRUULNY YiAuad 35Aa sauds
ﬂg‘wmaﬁdaiﬁLﬁmmﬂﬁaﬂﬂgjﬂ“ﬁism'wmeumqmmaﬂzjLﬂumqmi (Devereux, 2021; Devereux &
Sabates-Wheeler, 2004)

drunsAnwisesaruliifumanislureuivaveanssnuiaziasegialiiiunisnig Usinginfing
dmaanuzosdanuvesininmadusyey ¢ Weduyarnuidmiumsdaunseiauiuazusslovidngy
nsfsunuleus feeuddves anuideuarlidmuinw uninerdessaumans (2549); axu assasan
(2555); 571 Yo (2559); NTUATAANITHALANATEILTNU (2561) wamwmuﬁﬁﬁiymﬁ'mﬁuﬁa Al
ATOUARNUDINTINUY N TN UazdgmiadnendeiureIn1sAuATeuTIuAe an1mnnsyiney AnusiuaImg
selduarondn atafinsussnu uazn1ssusesaniugnienguane SnisnuideAnynisifunssaulidy
YN satiuanzusendn wu gédans dndudaausiamend ldaseuaguussemiliifumsnsianun
yauriulouignsuimsianisusanuliidumanisaldldsiuunsennunauendn denalsivinuinsnisvenis
dansfivangay (ugua 951m3, 2560)

Tutagtu msdrdnanuanurvesssnulilunimis wielsenduil “usanuuensyuu” de “gilanu
viiladliduanuduases wiolifindnuseiumedauainnisvinuudsnfunssnunianisi sussauly
eANTM é‘ffqﬁwﬁfﬂmuaﬁﬁLwiqmaaj’ﬁmmmLsﬁuﬁmwuﬁﬂszﬁmwdwﬂizmmaﬂﬁﬂafﬁ&mmu Javiliaudu

N9NNIATBUAGUAEUSEAUAUININT 39 Wag 40 (NGUUULEUIEIATYENALTNUNNAIA NOUATHFAINITUIINY

v
= & o w =

, 2564, 1. 12) Indumglimdndaanuiliaenndesiumunwuiviangminy (lesal approaches) lns1ensens

q

va ¥ U [

w9 Ul T Y AANATOILINIUY WA, 2541 wasnszauUgygAussiudiay w.a. 2533 Tunias) 5 999

g7 q

%

eyl gndnsiosiuisiudaldumadofusuuuudu aunguilfuussiuauneg 33
melngraneUseiudanu sihlilasiaueguenuinni fefuussnuldidunienisiome

2.2 aiuduvasulsuisuazmstnuanulsidunensiaudnansanassy 20

nsAnwealaifumanmslulssmelng wonuitefiusndusuaenemssy 1980 wWufnwil “ana
Lidumens” vdefiFundn “anauenszuu” (informal sector) warnn1sviaudlavsumialsy iimans
vosuwmamsviliiduadelml (modemization) duilifunistiaueaulsidunenisniuuuimves ILO
Tngldnisesviemuiduinaivesdoauaidesd Weldfuimuinisveslouisussnuardsnuluszaulan
wesuiiniauds amnssumsiauvesedlidumamsufifnandausindasealaniiaes Tnglfiveues
nyinnuesueunngnisaimudesimululssmalaniiany wdadudutuannisufiinisves ILO laly
anzUssmalunadiuglsy insefiamaulouisees ILO Tunmssy 1950 Taudunrusimiiodunismauny
dsnuuarnsiaumInenaIyes fedumsfinuiariinousulusuuuureseudanilenisizinis (technical
cooperation) wAvauwavaensivRenulunmagaannssy wazdilivsngmsisenauuenmnanamnssudu
ulunalilunians (Alcock, 1971; Benanav, 2019; Maul, 2019)

uleu18uII9UlanIEMI1NNAITIY 1950-1960 L uulyuren1sd9I1ua (full employment policy)

NAELUURANIINITNAIUIVDIUIUU TEMATA DAL TIUNSI3 09T nsdvasUsemalnenuLenaIsn1enis wansle
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dundaasesalanadsiiaes Sgurateuna U. fiyaasesiu wnesufeduUssmaluniafiuieifondfinuazdy
Ussimainnmdmiunmsdaussguaatedemalnmsifeaiuidanuyes ILO Tl 1952 &N N15ANAS
msfawindunisiafidfyvesnsuuseaaasigt liun n153Amau n1seusHedn nsuddamiusaau
AN9TR WU 9 (MOIRNUIMALIIR, 2495) 5ﬂ‘ﬁﬂﬂWiﬂissquélﬂ‘lﬂmg‘ﬁlﬁﬂiuqﬁﬂ’]ﬂLL@W§ﬂﬁLLazaﬁau@Lll%m
Wity vd ILO mdnfuzesnsiinuindunsgmstannsziulan aenndeafufisnsulsuigiasugiaau
Ls?iﬂuﬁmaué’wmiﬂ’wmmwgﬁﬁmisLLawé’ﬂagstunmﬁy’u

awlﬂi'ﬁumiﬁwmﬁﬁﬁ;mL'%';JéfumaqmmhjLﬁumwmﬂma ILO fausinenss 1970 wnufinisuteszwing
AR AL (traditional sector) wagnelval (modern sector) udawnanda “araliidunianis” (informal
sector) uAduldlfduAfdnlumi wwddnudnsulaonidesgrarvnssuuaginuasnssuun ( Weeks, 1975;
Sethuraman, 1976; Lewis, 1979: Benanav, 2019) SudunwidaluiiieliiAnnisdauvuasidseanuly
LATHFAINIANINIS wEaufuimuILKuIIunsTuisialan (World Employment Programme: WEP) Tud
1969 Feiimmsulousussnuyiliinassgamandnsiannliauddgrenuinnisvestinuyueinguagin
F9Au3Nen 1aslaniy Hans Singer Wag Richard Jolly HUNUmMeBNITHaNAY WEP Wazn19@nw1Aanssung
wisugnalunaliiunisnisvesuszwmeaaugl (Benanav, 2019) wilduuwinienisnwivesdniasugaansnig
wa Fsusanaliidummsiduiymenueinauludios sugdindinuine: dnanyueine dnnfimans
wazinUsziRmans Wiuianaliiduneanadulenmanisihautasdngld wu msdreduanihauuddaty
n&URUAF NS (Hart, 1985; Lewis, 1979)

NoUALDTUILNINTUVDINTANYUAULILATNIUT FINDNANUEAVRUNUIYYEING19819 Keith Hart
Wwiaseuda Singer war Jolly 1éin “aalaifumenis” anrou Hart Seduldeidlud 1973 Renanav, 2019;
Kanbur, 2021; Tokman, 2007) u@tAadeantioaniuun imsiznadnud @nwits esannulaidunisnislu
International Labour Review wanedu Suguin Hart isuduldeinnaliidunisnaduafusnluunaii
‘Informal Income Opportunities and Urban Employment in Ghana’ finsdifnwvesUssmaniuinnoud ILO
in@nulunsdivesdsemaaugn osnunanuves Hart wounslu® 1973 ndanssaudnuwes ILO Tul
1972 ust Hart lausluumanuvesmuesinfvdoyanaauniiniunseming 1965-1968 udnstaussuidely
Conference on Urban Unemployment in Africa ‘ﬁ University of Sussex 1wl 1971 (Hart, 1973; Weeks, 1975;
Sethuraman, 1976)

Ml Hart (1973) S1uundrimenamsiagliidunsnisselenmanisneldssninsivinnuiuaing
wazmsanuaues lunmelmiveussugiadies Tnsdwunlviauianuiinannmnsinud dnvugaus
seiu wosdunguauineeu dedl Hart Annsandinalddunsmadudedeniansilidssld (income
opportunity) S'Tiaaeujuaﬂmﬁaﬁmmﬁmmmami ﬁqﬁﬁmmmﬂ%’g AANTU WeenskasuRulauanUIuIgy
AvBuselovingineny wagdu 9 varinelidunmsingldanmesihnuinngudes Toun (1) Aanssuugy

a a

ANUaZNABNNFIN 9 WU INEATNTIN NANTIN NOET Aaludase ¥19dnde wazdu 9 (2) Jauiansefanisi

Y 9 Y

17

sodldvu 1w Negondy n1svuds anssaulaa Aanssuidedldnisiin uazdu 9 (3) Aanssuvunngeu 1Wu N3
PelunaIn NTANTNNIG Lazdu 9 (4) USAT0U WU UNAUAT TIIAIBAIN TNARNL T19%01 Lazdu 9 (5) N3

Toudneduenyy Wy Juauuinn Buu3na wazdudiy wardduunduselalidunams uignnguune

'
1A

drdlnuuiniswasnisloutneduiilifigndesnunguunefiidnngud Hart lddwunld wu Guiitnannspessy

q

FUNNAITEDY NTUBUANADUVIY NIWBNRY Lazdu 9
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msuunliiuauldidunianiswuuinnguunevesunasiinnseld ilinisianudalavesin
isugmaninsiaLLaueRanIsuaasssaliilunians Wuasssiade vioimsusialdau angiien
Wumsmadungunasiveanisaseuiiluguuuvessyuusvns dsaliasugialiiumanadenseduainy
Wunmenis unadandulgmivesdesinsssninsanunsuwazanueinauludios wazmnssuniswaunly
annsaviliaulaidunsnsmardidumanmsld ildussnuiidududdguenasusalidunmensdas
wdgyiumsvibiluadelnd Jailugdeauevenisieulsungruneuaranuuiavesssuuisnsadinialy
Wunanisasrslentaniesels (Hart, 1985; 2010)

a

afl wuAnnalidumnanisves Hart denrdesniniediiu Singer uag Jolly wisizgnasaudiiedng

AMIHAUITLUID 1 US AN q ponluaesdiu nsdlvesUseindlnglasudnSnavesuuAnuazulouned

v a

Tnglanizinivinisdsnueandlunaassy 1980-2000 7 uusasusiaduaesdiussnitudosuazyuun
YUAEITU NMsENwITTAanilnenslauowuIfn “@oiuniuszrsilee” uag “ysmATwil” FAnves
Fnimmsgeiiuldsudvswanndvsnistauvemshlmduatilvl (modernization) wazanuduiusiduuuy
vidnwal (dualism) Weneadoundumnitannizdesiann (underdeveloped) Tuanuduiusseninaszma 1in
anuvidnunisuidunaduiiesvesszuavoraniau winnslanudesyssmmvaniuuddauinassy 1950
wileufimnududaszmsnsides witssudwhliAnanzueanisiisiis (dependency) meiiiadugaibuues
nanegUidusgud (Hart, 1974)

drudatauanialiiluniinisves ILO TinnudidyssuumarsygmansnIsimuILINNINdIRLIne
wazuyweIne uwaliinmansuvuddefaiuayudaiauereiniswiuasegianuunidneal (dual economy)
wuindunsesueismnuduiusveafioslulszimalaniiany ulsoonidunisudntuununazinunsmud
Clifford Geertz t@ualilagisanin firm-centered economy Wag bazaar-type economy Fanudunienis
agviouliiunsenseduianssumaasygiavesnsadnsemalulad (Sethuraman, 1976) vagin1sviiay
Winlavesdinuianwal (dual society) Tuyuuadves Singer wWiuddgmvesmsuusrnuduiusszninaniusey
wazauenauntelulssmatdsiau Saumunanmeluladuazinerns Mliverinsesaumdendy
319y auhliinnsulaiiewasuun nasaiuuaznielvl wazdy 9 auun suiiese Fewiaudila
v3unvesUszimamantusg melddnseranian nsvenefvesgmamnssuludesdwmaligiofuuve
mandeanaigivlamassusalilldaenndesiuuunvesusam aty vasfivuduunasesauladngns
wiulaenaeiswgnalan (Singer, 1970)

pg19lsAny nsviaadlawuiAnues Singer way Jolly Weaesldsusnsnanismanudnanin
\sugrmaniaudfy Ao W. Arthur Lewis filasiuiasugiaeeniduassdiusening traditional uag modern
economy # . usingrunisianudalamsugialdidunienis wenandifend1dn surplus labour Ly
unskilled labour i 8991nfusnd el luunai1y “Economic Development with Unlimited Supplies of
Labour” flensusinmidniiuansifiuniamndenveaussny uduasvgiavidnualiiddnvazio msvinlida
13319971 NM5TARSELABIEANNAZAINNIINIEAT WY ol Tsanenuna I Ussun wagdu o nisvinle
anuduadslnilasldinaluladlunszuiunisude waznisuaniudsunianisinseninaansniadau 1nia
yamsuarlifumans fedudeiaueres Lewis fildinnusuuzdnadilnensmsunsssnumsiavenaue

warN U lUAUNAISSY 1970 (Lewis, 1954; 1979)
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daun MenumsAnwasiefiaugiweunslud 1972 fedugaiEuduvesnisfnwauliiduninis
Tat ILO wazLdunyanuIBvreMNTTNAIAT Ravi Kanbur indwnnisaudidduiiduindourmnssuves
Wevreanuldidumanis (Kanbur, 2021) weiunumaes ILO 3esraalaidunisnis Richard Jolly a3uneli
Wiutede o udmdiansalanadiides uUssnALareIrnIsTEIU ST ImATA Wi BINTaRAINEINAY
warmsisnuiifisdululssmalaniian vaed Hans Singer Wuiiniasugenansiiffunuindenslsfeiauenus
waziuiinulifuesdnsserinssamaluandssand muds IL0 Fsfiunumdndy fadufivinwuazer
\omdmwasmsiaun WEP 1wl 1969 uitrwidusnoraladiimnuduntilunsiuindoulasiniseine o wirlsin
(Jolly, 1998; ILO, 1969)

anuliidunthilfianvguisusems wilidldnisnanidunidevseunanuvesindvinsuasinidely

'
a =

3991889 ILO MInAnw1TIUsEIAves Wilfred Jenks He1uien1slugjves ILO senined 1970-1973 #idnse
° 3 ' a Y] % Y A A " w . PR
AWMLY o nauinn1eiiladuvaindndedin 99 Jenks lladuauuwuiIniaves David Morse a1lu

a [ [ '

Fennenslvgaunountiisznined 1948-1970 sewvindl Jenks 9inds¥insunguane Jeliamddnsio
1PTFIULIINLENANINAI TN N sRILS I ULAEaF1 8N (Cox, 2013; Eisenberg, 2016) agnslsh
ana WEP \uunuiidenundudass wduandiifiuunuimiiwes ILO Tusuuleuiedinuuazussy vaziion
aulainannasldld fe Louis Emmeriji i usiansimaeiiSuiinveuidosd uaneriaussioy “The Basic
Needs Development Strategy” Auansliiiiu WEP ifufisnsulougdinuuaziasusialan uifussuiaslands
1 WEP Timunulouiguasensmansnisimuluginatanaissy 1970 Uolly, 1998; Emmeriji, 2010)
AutiosAuiiAny3ean1sUTNTLTNY aYaRnusey viieuleuneussy wdmsudn WEP wedu
nsevulsuonsanulan deduurfngIusinain Abraham Maslow ludeiauedndae “Hadefugiu” (basic
needs) WNS1a18LNlUAERSNIININGNYINAITTY 1950 LIalnALABeAY Pitambar Pant Al@UaLUIAAUDS
Hadutus (minimum needs) '«awiamuu’aﬁmmdwﬁgﬂiﬂfﬁ’Lﬁa‘LﬁLLiqumﬁumﬂmmmﬂw wdsuAsland
‘L‘hLLuaﬁmﬁiﬂumiﬁmu@qwﬁmamﬂu%a “Basic Needs Strategy” Tul 1976 (Emmeriji, 2010; Benanav, 2019;
ILO, 1975; 1976) wanliliuunumuedaddnIstugnIsiauilianyarvein1sus nsluguuuuvenisnsgay

91119 TALAaYIANISISNAUUIIUNBLAZLNUIIUATT 9 10 LANAISINALARUARITTY 21 @nUsevIRten1ssId

AUGDIUIIN UL 8VDINTHAILLIETEITTY (MDGS) wagktrungnswaluNgedy (SDGs)

U

ATmURINITANEIN1AlUTUNI9N1T ILO dnurAnd1edunldnsouniIsaduns i evinaautgala

v 1Y =l

wswshanidnualluvssmalaniiany uenaint ILO Ssldoudyanindaenisiinui @iufl 122) U ae. 1964
\JundnnisdaaiuliiAnnisidiusinvesesdmsuiediaargndie iesmimunulouisuaziujdaly
seAuUsEINA Yoty ILO Auungnsmansnsiaiionisiansinuilflussosusnseningd aa.
1970-1971 Wie@nwifiladude Tasu Bns1u waziaue Addgidunisvesanusiuieliesdnissening
Usginedu 19y UNDP mﬁmﬂﬁﬂ’amsmiﬁaﬁ s1zUIensiafiviiTima endouiussdnisseninasemady
(ILO, 1972a, pp. 6-10)

W1 WEP Busunnshasunsd@nwiiladude uardaou widiianaliidumanis (informal sector)
Usngdaulunenuildieuendunsdfnw nseisnsfagnsemandnmsfiowhiufoinisluusasyssinad
Whnsneiendy insigwiutymnisitsnuiaziinusllaonndesiuanu dwaliussuvalanianisieush
(ILO, 1970; 1971) drulusissu ‘Employment, Income, and Equality: A Strategy for Increasing Productive

[

Employment in Kenya’ T1ud 1972 wugaidnwazvasmaliilunianmsannsdvesauendad (1) nsidfeing
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(2) msfsiisodeninensluguvu (3) AanseduFeuiisanuszneuns (4) RanssumaAsygiadivunaidn (5)
meiauldussnuiasSiendamaluladliinn (6) inwedlivhauldfuanmeuenssuulsadeu (7) aaniing
wrsduuayldilussdeu (LO, 1972b, p. 6)

Mnnsdlvestsznaauet ildnineanudn arwliifunensduausnngdulunassy 1970 us

Ufduiusvesdaulufanssumamsegiamsseguinasnuse ifmansuiauywd uansiiauenialiidunianis

v
a

af s durmnssunsRaun (Benanav, 2019; Kanbur, 2021) 1t al# 1A n155vni 19U szmand uiad ou
AuduTusuansdinuveusssilunIun L LAsygRakaznailossenitesemalulandiany vivlv
Aanssulaidumanislu traditional sector naneliudsiiianguuneuazdnudediu Modern sector Wain1syaneh
warUfduiusiamanafiatumusssunivesyuduazdeau il Jolly Ifesursnnuddyresrsnuiléiauen
Dunsdfnulanuusenis fe (1) msAnuligmnnsinenu mnueinau anmnsinuiigus uagaiiFoudi
seldiden (2) madnwlaglfuumatadoiiugu ievhenudilannudiiusvesmsioussniadesuas
suun Tnsanzussnlsifunensiiiisgldtesuasinunsnssedosluiiuiiuiuds (3) msanwilymveman
awnsviausagliaudfgyseanuvinisuasegianazdny Jolly, 1998)

w¥antu ILO funuujifinisdiietuindeu WEP lufanssumaasugivesnelididunisnisludes
(urban informal sector) TaigfiuunarsuinnsUsuasudslassan (structural adjustment) G?faﬁﬂixsqm
Tngiussuszninslsyna ade 59 U 1974 wiupashidauszyuussulan (World Employment Conference)
¥ 1976 waveiusneransznuressusyivlamaasugiaaitonlnl Tnoaneinginiaululssnalani
a1 (Benanav, 2019, pp. 119-122; ILO, 1975) F91L0 ié’l,auaﬁﬁ]ﬁ’aﬁugmlﬂuLLmﬁmJaqmﬁmaiaﬁmmaz
duafunsionih deandavhunuszeynansszningd 1982-1987 leliAnnsufoRnislussiulan uaylviusay
UszinamhlUufon liiflssuadunsiinwih wilinsounquiisaninnisieny msiineusy waganuiunmis
demu (ILO, 1984)

Fasanemessy 1980 iumslimainanuvesaruliidumenstnass msglildue 1LO e
ulsurenisfiemi usosdnsseninsUssmad uasugh auagn1siiu tanewmunniuszninsUssimeanaz
sunslandlianudidguiosd mufiusnglunisussgussdugeindisnisiiviuhuagnisufudeuds
1A5985749 (High-level meeting on employment and structural adjustment) Tutl 1987 AauuunAnvesAIall
Wumanslasummddganfivssyuszninasemavestingdifiusesnu (Intemational Conference of Labour
Statisticians: ICLS) A1 15 1T 1993 udanAnnssiamnulndliveunvesmaliidumanisiursfouseny
Tunainumsnssuienua windnsnnsUszguads 14 Tul 1987 wWudinmssuunsuuuurenisisnuias ia
yurnvesnalidumanis uazats 13 D 1982 Wuilnsiwunssdouisuasfuteyaadfvosnialiiu
179N13 (Bangasser, 2000, pp. 20-22; Benanav, 2019, p. 123)

uwins@nwussnulidumansiuluanmssy WiT189 U9 81uIEN15IMey The Dilemma of the
Informal Sector’ taueliifuaudfyvesenuldidunians ewineaeaiiiuuiliinssifnanuiiseusu
duanna Fenduamumudeiauedesidnass mmeueninduasulifinuriuag el domeisaseung uis
wmsMskaENILATesIdIAY uisienuatuinaniinialifunamaduianssudfangrune dwaliiia
WinhnasgdlainindunisnssihanuRamiiouduesginssu %qﬁ@mwﬁLﬁmﬁustwzﬂawuLﬁuaﬁﬂmmq
deruidloanasiiansyasanisudntunialilunienis dussanuldfidunanisresemnaasygiadaianiy

wWanzveu Sululiliandisanuvaeasensdinuduasesiinanudusguwmanil iszaudnlvg 4l
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A97191U817 A9 @I sTeIuSuRIe wazidufanssumiaasugialunsuiou (1LO, 1991, pp. 3-8)
Fadu frsfnemvssmaldidumanmslunansss 1990 ATOUARNTRUTENOUT L REIarAIN1IATITOU TIU
nsisauladunians

2.3 Wlsuguazmsanwanaliduneanisluanissy 21

nsAnwnaliidunienis auldidunienis wasussulidunenistudaenmssy 1990 msziiiu
ANNduusUilowldud1ARon1siaIuyin (Bangasser, 2000) 31518974 ‘Decent Work and the Informal
Economy” ifugaidusuliidin “iesugAvliifiunenis” (informal economy) Unngauluiiussaulnnjussey
sewinadszinad 2002 warldidud $dnlunaidonn viunaturesnataussuAanisvinli g angy
(flexibilization) wazn15villuid un1sn1sveInIsHEnLasAUFUNUSN1T919IUTIUNAIINITVEIBAY
gnamnssuuazmeluladnisdeans shlfaniuzmsdanuinenuesauiaiennniy sgsiuuuresdennasns
$1999UMI1929 (subcontracting) W3enn3319en18uen (outsourcing) deralussaruimaniiluladsunns
AUATOINIINGMINBLAE NSALATMNIE AN SnviaussauldifunanisuazdUsznaunisgnuesindany
Waeegs fau IL0 SduaSulAnnuiifaualuasugAaliifunenis Wi msananueinau
LAYAITENNINAZN N (ILO, 2002a)

drwnisiond1dn Ldunmens’ (informal) Wldmaneauan lufingunasivseuvuwnudanuldly
AaNTTNTBINTYINILLAZLIIY SuaTensihanudilarsuenAanssuveaasugialiifunisniseanain
Aanssallaiifunmsnisfiazidangmung ms1zasauds msusnUssianuesfanssugnagvaneuaziangmaneg
TngiangAanssuiangmunedinvinanulusilanienisdu dlvgdamenvainssunaznisaosutu dauviides
Aanssuffidmuuuiientufonsuanidesdnen® (Chambwera, MacGregor & Baker, 2011, pp. 5-6)

Mnenuatuinediu IL0 Fuausnudifinaue (decent work) ieaiismnusiuasdmsunssaulsidy
yan13 fall (1) Anusunamemataussy Weflemanisdnenugadu (2) mnutunsnisvay dedunses
LS INTINURAZLIATAANS 4 (3) Asfupmieerdn deilenavesauaminnueanssausy (4)
anuffuasweany lunsduasesnsanuliiumunafifimualfuasfannsnsmisaaaendouayendie
wsle (5) asiuassesmsadiainey Wunsfineusuuaziam (6) rushunseneld Wunsdawdousold
fnzay (7) anasiuasresnsiifunu Ao msduasoadesiiagiiouss nunvasesdnisussnuuazunedig e
duasuluiinsiauedsan (ILO, 2002a, pp. 3-4)

winfiasanwIAaveuasegialiidunisnis vildiuda n1sdnsulaidunienis (informal
employment) intuiisnelunaznneuennisusznaufanisudeaniuiivhaiy dauannnsdrseunelufanis
Lidumensinldfinsamsdeuwaniufansesounth varinisismulddumanismeuenfanslify
mensinsngWifunudies nuuiat wssendildsuiine ety uazussnuuenlihiichu Seivs
sdilssuminaielalliiuddng damalyinadnvazvesnsduunusanuluassgilidunmemstiaududeu
1nnIN1sKUe 9 Wdunenisuieldiduments Qundeuensyuu) degiagu usanusvnuliivi
(home-based workers) {unisnanuanningnainisy 13audududuniwosmeniunisndanasdaninnis
yhausiioulssnuusn (sweatshop) Wunsdsnuideude/bildusnuatuiasygianenis fadu mahanu
dladesdmsinnsaniinisdeanuliidunisniseglunianisnisvielaiidunisnis (ILO, 2002b; Chen,
Jhabvala & Lund, 2001)
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nsAnwiFesiidendlauwaAnnuiina1aly lddrasduteiaueves ILO uaz Women in Informal
Employment: Globalizing and Organizing (WIEGO) ins1eiduaesesdnindniisruionaz@nwiundeiios uay
Usulsumnfaunduszey 9 drdrsafounduszninmenssy 1970-2000 agiiiu ILO fn1sanfianisvasnanulyl
Bunememanunvesmanaussulutssmalaniian sududeonidesddyronsvensuuand lifeue
nsvianudle wiauslvnanaudaulevigniiunisinluujuRvesusnasUszma (Benanav, 2019; Kanbur,
2021) ueNNETtENasUAN8518N15T WIEGO Anwinaresunels Tnsiamzunaanusie 9 voe Martha Alter
Chen vilsirnddneuvenasygialiduniinisaseuraumnvuuureinisdanuliduninis fail (Chen,
2005; 2012; 2016; Chen & Vanek, 2013)

(1) “msdrenunmedlufiamsildaazifou” Uszneuse wedns fuszneuianisdiudi wazvinay
LilasuAdnawenseunia

(2) “mehenlduadiduanui i@ Funnsduasemsng ez viansdunsesnied s
Usgnause 1) gnanesianisliidumanis 2) ussnuiilddudindlsiidumanis wu sudinsndlasuaiig
583U usswihauiiu usanuitlildaamzdou wasussnuuisdnivinudinrsvdenuuiana 3) usanu
usnMARREVNgIL YieRFunuluviniithy

asUliin nssuunussnumundnvazresnsisnuliiumansidemeingy fe wedrs gning
Fuszneufamsdiud ussnuiiauaseuniudlilésuadng wazaundnveanguvseannsaliuan fal Chen
firsuimuaiindoedfumndsmaasusia eselduaznisaydsodnldnde wilugarueinaus
Jawnuarauazasusou mndaunanisinwiasugialiidunianisveaniedns WIEGO uasalifussauves ILO

' (% a

wui1 Msfnwlinnuddgydenaanuaemaasegiawazdeny Wy Inanuane 9vesgLagnginadonis
euveednlunaldidunims wsedadiumangadiunnnitme (1LO, 2018a) vz fidaeg1aBsUsedny il
31891UAN Y183 WIEGO wag HomeNet Thailand wanalwiiuerdnaesussauluiduninis wu g9y

sodnseusudsuialuedniddndrumaviennnnimgs vaeigsunuluyhntulidndunamdgannninme

418 (Orleans Reed et al., 2017)

aaa

fddlifidumansugiaiogluianslifunmsedn “usanuivanuluiitn suadan WIEGO
dradledud 2564 nuinlulsemardsiaunifdndundunavdedoras 58 drusemaiauindiidndiu
TndlAesszninamdanns udrdnvazanudmannduianmsauewazaivayulignanisuniauinig (Bonnet
et al, 2021) Wunauiszdufianalsiidumanisgs uazvhaudeslesiuvisldgumu uinduilaniuziinguade
warliifaian deiudamioudunmsdemumnganelumagramngsy du nquidedusesnaiuansls
Wit o911 nY0In1SAAINUBIANUEUTUEN1T31997U (employment relationships) Indlan1ugveussanuidu
manavidelsiiiumanisvesnsdreau udlasfeueirwdodindemesussnumanil (Chen, 2005; 2012;
2016; Chen & Vanek, 2013)

mavhanudiladestidiuldfaruduiusseminsnedauargning sasfinnuduiusvomusanuld
Fumanafuussnudienumuies (self-employed workers) dwwalviaunguivindnaniwnissaung aid
$1u1an1seeTes Sinuwensvheu uarldannsadifsdediuisanuazninuasuinnsnadgang q Medau
N9 ULAZILNEIINTINUNY memaaﬂizmmLLiN’mm'ﬂﬁé’mmﬁuaqé’ﬁyiymﬂ’uﬁ 150 11A28A15UTNS
w591y lesusedlassainauaz msfaveamsuimsnssnsussnuimeUjiRaenndemannsvesoudaan

wanINTAosiasae Uy lunuInvyveInuluAmIedIn 98 Y18MMUANTEUYDINTINATAANTI
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asouAguL s Uliddunans fvalildfensatuayuveiniadiusia 9 Heyusu NGOs warannImussy 39
fadAyrenisiasuasanaslilsesu (Vatsa, 2005)
Tngaguua wumendiawesaluil nsgnsnussuiasnilsnuniaignidansfaieidesasiiansan

<3

il

-e

(1) n139uune1gnveswsauliiduniinisaiugfe ‘International Standard Classification of
Occupation’ {ululéussniliifunmsnsnnglunnsiasaudngundnd 0 1 9 wilpsan wsaaulaidy
yamslunguiindnisussads 01 ffunsaos fFusadnasusudiuing ussnurihnudy wanddudaegly
nauvdndl 9 wszluauialy Lildlivinuzuagindn unnssanussniliidumanisludnumgnsiaanull
WHumans wu mneanudasy Suunlungudenil 261 Jaduussouiildmmuniemauans (LO, 2013)

(2) Mmsvianudiladesfiansanfiufninguuvuvesnisinuiidnuaredials mszuranylsid
anuduiussevinaneinanazgning ilrusslidumanisiianiusaquiaie wu “gFuamluyhidm” &
anuduiufunuinndsiithunddeuingiuglssny erefiuevihiunuuwiefumenuies mafiarsanain
57897U ‘Non-Standard Employment around the World” wu1n mugﬂLLUU‘iTLGEthwLﬂumﬁwmummﬁw
(subcontracting) iﬂﬁdmuﬁaszmﬁauﬁ’mdum%wﬁu Sntarurindunds (gie work) Wisaudenmuany
#84n13 (on-demand work) ’Kukeundiatulufdiaunannesy sullnuadigadsivaumungiduguuuy

aadu wishewalulaginliiAndesinswesnsinnuanuglinanailuduliligndie (LO, 2016)

3. M9 biliUun19113 (Informalization) luguuuunisinnulvsiveshdiaunannasy

Y

mylaszigUsuuresnsinulniiuadiaunanesy deuldmsilidumeniswaznisiilily

Y

Junenisves ILO WunseudmiumseSurediud Wesanuuimsujifvesuidnunanesuairsdouluuas

o -

Fodrinbiussnmuduiuduviedusznaunts uildeeusuanugvesnisidugndns (Unni, 2018) Fadesilfie N3

a

Tndounsonsdenaguuuunialussuunuiey wdwhlindviaunannesudulassadieiugiuadvanynuianis

Y

[
= 1 = a Y oa =

iifauasyadigs Snvtafuiiuiiuddusivesnsyeinusany (Standing, 2016; 2018) daudlfiBeudsosungli
Wiumnsswesaulidifumanisiniadguasuiduunanefusaldduunliussauunanefudaoug du
wssnulidumenisSeussuuenssuy

msvhanudlanszurunmsvesmsililaidunans (informalization) iluusngmsaiifntudsud
yAasTy 1980 o1 “nisvinligangu” (flexibilization) dswalikssnulilldsunisduasesisluniamsnisuay
Lidumanis Famsieszsimsiaanulumalsguu milfduudeszrineandumanisuag s Junisns
Fewan mszliiasdinnuduiusuuule Suudundiuanudewarlituag (precarity) nsdivesusanudiy
AlugaavnssunsnanvesUszmalng llifssusdouadouthoiugiunvhau uwissauiunisungiunans
snguuazaasns Sniamaisuulastennasnisitanuriilizluuuresmsdsnuiiieeiiasiuanaieg
AuUs1zuns iesnnidudyainisdtsnussesduluguuuureanisdrsnudanga (Campbell, 2014;
Salmivaara, 2021)

dndnnguivszauiunsililifunemssudu fe “gFualuviniidie’ Tthuduaniuiiviau
uAnA99INNIsIuURUUR AL ulssny uandidiuaudnzudludiawasnisinnu Campbell, 2016)
Huilymiindnfseunguiinlddesniiaemenssy uianusvoussmumaignialiidunsisnumuiomie

AUVINUBATE (Freelancer) FeliignABImUaNYAEYDIULAZANINNNTYINIU MINAITUINILNUTEYUTENIN
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Usemnavaaunanmunssnu ady 20 Tusteauden 120 wuan nmssuauldsiadnuntalenisvinaukuuesulay

i

& a o v i v o s | & ~ v a2 v
NIDNIULBUNALAYU a’mgjﬂmuqu@EqJJIuﬂ’H@JaﬁJWHGLLUUMmEJBhEJ AT ULLWUUAITUUIYNUINLU UK (”_O,

Y

2018b, p. 24) wileuiu “wsssuuwannasu” (platform workers) Llasnnidunguauiivssautymeadiands

o

1Y = 1Y = LY 1 4' Y & « [ 1 & 9 /- . .
Aunagdseiusugann Jadudegneiiuandiiig “n1svinlilaiidunienis” (informalization) 99013

[
= =

Munensiasusng gig work Tuguuuuren1sNeEumINg1 umanunisaliasninaunndulueuinnves

Y

97U (Gurumurthy, Chami & Bharthur, 2021)

91918974 ‘The Role of Digital Labour Platforms in Transforming the World of Work’ a5unalsiiiu
Jmswasunlamesmnaluladlunmssul vildAouseudansa (casual labour) wdaldnsinssuiisnedy
sedu Foiliaounisaivesnsvinliliidunisnisvesisniedu wieufusduuuresnndlidusinsg
(non-standard form of employment) L“T;Jum@iﬁmmmwﬁy’aLamﬁﬂé’@y@mﬁmumwznmuassﬂ’amﬂaqmaiaw

Ana3981960L B9 1NEIRNIZUTUAILAZUINTEIVOINEAN D SUVEBAI9E19TINSUNTILNAVDINITIZUIALALS

a

Y1135a (ILO, 2021a) FINANTLNUVDILNANNBSUAINAVINAAAN1TTNUYBIAUNABINITAI UDATY LWITULAY
v ° ° ) Y = 02 v ~ VY & Y Ao a '
101y N13viuiseRunIminee wasilugudsiuvesinanunmaulils Wunussesduindanuangugs

LHYIAANNLUAINIITE ke llinv1eaulasndeniadany (Simms, 2019)

aa v [

anumsalinaduvesunanlesudivia masguarusTnunanlesumsdaaiuliannsvinudisinuan
(decent work) auuwIn1awes ILO laid1azdan1ugnisaneau (employment status) wuulafiniu wn@nanu
aougliussnuunanlosuilugfuindassdunisdnanunuies (selfemployed employment) gaundugudng
dasz (independent contractors) #30AMMUAAIIUFNNUSA1TIN99ULUUNAE Y (multi-party employment
relationships) wawANA199INEnaa uedina i lunou L‘Wiwmeumaﬁﬁyﬂug&?%m”wlm'ﬁasz (dependent
contractors) wazdan uzidugndne waldinaziwuaaniuzuuula deslinnuddymendnnisveteoudyey,
flugnu (fundamental conventions) %89 ILO 8 atiu ATOUARLINSTINNANLAZATIETDY Mathalduseey
Wnuaznnguuuuiianie nsfuuaengdud1reanIsau warldidendfuAdenisvinauuazendn (ILO,
2018b; 2021a)

uaﬂﬁ]waﬁé’qﬁﬂiaumaﬂaq fuanfinseilaiaduanudasasoazeriiounds ulsutenisiowh A
fuAIMIadIAY N15ATIINTINU wazdu 9 (ILO, 2021a) Feiiy UignunannesuazUfiasainusuiinveusie

auviaulugaugniosuuuunisitsnuwuulalald wazdszouildldmneanudn flswausliaziaenis

v A

Anuanuzewsinumaiil inszaswdnludesddyian (nquga Sselnmansd, 2562; 2563) Aape13ves

o

Aagibulsznaauy wnedndulisuuuugsnaves Deliveroo Wuuinsasiuweundiadu Tiussnudianuzidu

1% Y ~ s &, 3 1% = I a A v a
Qﬂf\nﬂ (employees) LA BUULNARNDTN Glovo LUULNARNDIUARYATILANANLALIANUSUNAYBU WaLA]

U a

Anduliduguuuugsiafeniu Saimusanuzdusssudienuauedild (Grogan, 2020) mnaafiunsgiu

yaaglunsandundalszviiigsiaunanesululssinnifderiuiineninendsdesuuinig undusgivg
AnnwusarUszimaiauglaluusunaessnmsiasuilasmanaluladuazanmtymdsnuanntosiieda

Ad o = & 5 /e ] A v
LWJN@VIEJ‘L!EJ‘L!’NLLSNﬁummﬂﬂ% LLSN”lubLiJLﬂUVINmi (informal workers) LWiqgﬂQQJQULWa’]uvLQJVLﬂN

° '

dasy lanunsaimuasian lilguaasasieses gnanuaumeseuuding wasgnadyuuazlillivinuldided

v v '
a a =

AuRaMAde deanidesnarilifetuiiedsuaddoausliduuduioduduin ussauunannesulungud

denuwazornsdugnialileiudndasela 9 egrnfidniavedu Jymillildwaulevisuaznisudmsusenuly

q

1% '
a = v

Usenalne uwidutgmiifaduiilantazaefiuuinisdanisnianuddyseanudusssy Fes1eeu
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‘Platform Work and the Employment Relationship’ W ‘VimEJU'izL‘V]ﬁ%U'iEJﬂﬁLL'ﬁN’IuLLwamWEJ%mLﬁuQﬂﬁ’N
Wy wavdlngfifianeflilduuimeiuinndngSuinedase (De Stefano et al., 2021) usintigauniasgly
Ussinalneureileaasfinuindusssnuldidunisnismiouseuuenssuu udun owaeidussyu
AENTITUIBNITNITUTNU B TUN 7 NINYIAY 2564 HUNUVDINTUATARNITHALANATOWTNIUDTIN WY
o I £ o Y =y 1 a & 1%
284115911911 TUN159199U7 988 (11UI1TNTIET) ANUUTEUIRNYUUILUNILAZNIAIYE 1IRT1 587-607 W
nanliaunguiiluussnuuenssuuvaanguuneUseiudiauuing 33 wsizlufiunedns waslilasunisduases
AungvaneLssunnatumiiouksumanvIelussuy

AUUNUINUBINUIBNUNIATTUDIUTZWALY WeneusTIkazInvingrunedesatuiiedfuanIunsal

[
=

11 waildinfledavimuninssaru (labour perspectives) atiunilafie “(S19nsesvdydAdaaiuwasiauinmunin

va v

Finussnuuenszuu wa. ..~ ibilastauililidugnidduddidaanuuing 5 vemsesvdygRduases

v 9

[

WS9U A 2561 uavnszsredgRvssiuding we. 2533 darfunssnulidunens Savalaldiasuadadli
Lmﬂ’mmfcim?uﬁé’mwmwiaiaalé'mﬂ%wia%’gmaLLawﬂwmumﬂ%’g LWiwagjmsﬂéfﬁ'maqﬂﬁjuﬂummﬂgﬂu
sULUUTsALENTIINT damnssneindungunetuduiilinsuiossnnguunedusesdmivussnulaidy
n9ns Bahlingrneatuisadufiemnseundnnisniie 4 uduauuimisufod fddyngmnea duivls
wssuunasresunnNgy ynaad ynussinnvednnasvlosugnusanduussuliilunianis

dungumnednaliu Ae “GromszsvnguimindisnismusuguagsisuimsunanesuAivandoud
v we. 7 Savidulasnsznssddnafiomsugiouasdaay luines 3 “gusznounsuuunanilosy
Advia” Wunsmnsuliusanuuwnasarasunnngunseussianvesny Taauzliduninis uazduanudass
ms1zdrsnusutes Jadunisirnuiifiendiuinludmivnuunaniesuussiamvesnuuinsdsuazguari
Az efieg neldriAuvesuseneumsunanesuy fidu usanunguiataududiiedugniidu
sUnuvreensisedlifuinaspuludnvasenisiisnumnyie uasUssiamvestennasmsinanudy
é’zyzyﬁwzégu ISUNIINTYINIUAIUAIIUADINTHIULDUNELATY

ynmsvhanaudladesd waedefidedesliannsafiasi muuinisdsaunardemsdiuud:
Junse widgmiidemumusasiauifenisvhauvesssumardd “anuduiusnsineu”

(employment relations) luguuuuszninaunednsuazgndnsliviold Fsn1siiansandszduil aufl Eurofound

'
d [

f3feosiuuarionsandt uwannedudunisdanuiase uAgUuvuveInsinssuiliidusnnsg vih
wnliiwesnuivieridunuiiaminesnuuisnafiindu Wsfingrneusanusasnisduases sdsaufla)
ATOUARUANTLENTT19 ULV RADANAITS WA HAuLY (Eurofound, 2018) waz ILO Id@nuufafusy
uwnanrlesuadusnlul 2018 Wesesuauanvesulunsevianisse wiilddleanndamldimun e
Wit crowdwork Wusuesuladdildlaldfuiinisniean Juduauaznguiv gig work Fvauuuiuiinig
AEANEIULDUNELATY (Berg et al., 2018)

atlsfiniy uunasvlesulianunsaduunsgniglillassnguae sig work uaz crowdwork wilouly
AT uidesengosmulssinuazdnvar e uLNanlesy Azt N39AYINI9e U Y1 VD9UY
uwansledu wileungraneiamnedamiiu  (specific laws) uaranisiTnsandeiauedrsiu oravilinguned
favauuamaidaiau udndufissusnisussnmmanuisuaivity (Woodcock & Graham, 2020) dugifeu
Wi msRiansannseuwIvnsesdouuzatuil 198 Tdieanuduiudnnsdnsnu 9 2006 anudl ILO aualy

W alALE I ONYMUNIBUTINUUBNTTUUVBINTENTNUTINY UazifUsznaunIsuLLnanilasuATavensensie
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ARTaLeLATHENAkardIAL INTIENINLEEIANNAURUENITINNUARTULIAWANAITTY 1990 kAINFHAITAN

Fnsviuglsuulauanumungimiedndanieusn (subcontracting and outsourcing) Ae AUBATE VBT

YY1 Y

wssuvseliReulvven1segn1eldEindng (De Stefano et al., 2021)

Y
[

winfl ILO Muuadauuraduil 1eIn1ANATEMTINY INTIZUSINUTan 1NN udulig
nssesesiugindnenldvinduiy Bnvianisiuunaniugnsdenuiliinanuedeukaasinfisuuuunisdng

ulauaglasfiounsdn Wudauiiiadieddonnainisdnsnugiuuulng uivineanidosniansaniingmung

a

W3997U (De Stefano et al.,, 2021) Jsdpsfnwoudygratun 181 viegununsIenuenyy U 1997 liiies

= o

WAN13319UARAMNFURUS KUUNaErNY WaiuTioudy et Uik AU ENNTANIIURILN T4

¥
a

WHNIaKaE NN e ReNAB A TLA U URMNANS N UgIUN ST uakL MU U

o3

a

@193 11) wa
ﬂg%maiul,wiasﬂﬁzmei (11m31 12) (ILO, 1997)

MINNA15U1INZIUTYA NORMLEX v8e ILO wud1 msdnuunaudyarlunuiavyvesnmsduasuuay
uloviemsiinuii a3adngunsatiuiintuniflesessuanunmsaivedanitmilumsamuvesussdnday
Sma‘ﬁLﬁm%uuﬂﬂdwaawﬂaiwdaumiﬁayé’@mmﬁuﬁ LwimsﬂﬂﬂgsﬁummmifﬁhNmuwamﬂa%ﬂuwmiwﬁN'm

11 ladleumnseiulundvesuSuning vinlinguaneuazunmeluanteglililivieliaenndesiulaym wli

va v

WIzT1YUYYRANATOMWIINIUY W.A. 2541 U151 11/1 5935UNITVIIUANIGLS U UL TaLE AU

@

[ o o

W sualveseudyg1atun 111 1mensidenyufuinisdnsnuuare¥n waveudyyiadun 100 1109
' P i P ° Yy ' [ I Y a a waq 1 &
AnauwudusIIN win1sfinguunedneruazaIntia s umingle deudumgiiinnisuoaludu

5551 W vhuludnwasiwilounu uaAazaiannisnaulasuianmanaiy
gam s uuwnanloTuMihauuuiunnIniIenIn ¥3aisend gig workers lagangRTudisensaniu
woundindu foidunisdisnumngniiatgloudiuianingiauegrauignuienia (private employment

agency) mgnisiiulaeuienunannesy dwaligiunanisniuauninsanas wiliunanesududonans

¥
a A

AuANdnnaanila sUkuugIialAe “Usenunannesuirdinieusndugluuurein1siee i Inanenas

' [
v A v a

Auiaulunagaamnssuaain” ludnazidunisdnsnudisvinunelunisliusnisaisusn druudasies
fiasnANdNiusn1591931u (Drahokoupil & Fabo, 2019) fsliu fUsznaunsunasosuasswunduriudiu
wIegusznaunsuuinanesuaIialile ineanaumardldunannesudmiunisiau Jsliaunsavdnies
N15AAN “ANUFITUEN13I9Y JULUUTDIN159199T waganuzvauseny” Tle

veilusingnisalvesnisvinliluunannesy (platformization) wilewibiAnnsvinlilidumisnis
(informalization) f® Lssuiddygiansniedennainisinsnuilinuueszeziiailaeenuyinauyssani
Wty Falifanuiuamaneld Ny wavendn uwignviliilednfidaszUanuen (autonomy) duNI3
nuunaaresululssinuinisdsliladuedreiinanily uaagvieoulmiuin “aulbiidunienisvesuseud
Anudssazliiung (precarity) dousglunuunanesy uazsiluanumdendouszninsanudumnisuazll
Wunianns” (Arnold & Bongiovi, 2013; Frey, 2020; Sopranzetti, 2021; Theerakosonphong, 2021) A9Nabiing
a 3 < 1 & <) dl' P 1 v £ 14 ¥ a £ Ay m oy
Anunssnuwnanrosulunsanuliidunienisdusesdilignieudiasisanudilaiinlviusanumailyil 4
SunisAuasadla 9 nenguany

| s & = & A o | & i = 9

drudszauiinganidosmnssuvesnnuliiluniainmsiissegunaungssy 1970 inaudslagdu
Tnedn3vinislula3ovieues WIEGO walavensuianiissduuuifnnnuidswazliduas iniineldesuie

drunnnlunirgaairnssuiazAudangun1svuluiddguniu wdrdoundunelssy 1970 wWuliyafi
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(Hewison, 2016; Hewison & Kalleberg, 2013) usifnasungldaziiouliiuanuunndredie anulailunanisly
oSunslutsemalanld wazanudsanazlifunagnldlulszmalaninie a3 usanuivauluvididu
(home-based workers) Aonsdlvosusanuliidumsnsfioganeldannizvesanaundssuarlsifuas iJuendni
wansiennuid eudoszinsisaesuuAnuinian wagldtuduaniuiviheu uiouildsunnduresau
gnaminssy usazilanusdunisdenumndieilaily wssnudaseflids naudfsdseduaulaifunanisgs
wardinnuides esmnlifisnaniseseda 9 wargnauaudenisuandunetu udeguenanuiivhanly

20d11NI7U (Rogan et al., 2017)

4. UNdeing

MINUMILYALENAUYDINSANYIAN LI TUNIINIYe ILO wandliiuiinaenszeiavdsasnsiulan

v
[

ASefians wlgursussnulianudiAysenisauasunsinuiwasanaiinein au Jadudaninuesiniuy
nfunsguazeUasIafon1siauILATYgRauasAuiInlmsdianvesUsemalanfiany 131 analidu

@

119715 (informal sector) Jadurmnssunmsiamuiwuunianwal ThaudAysonuENRUSLUUTIRITEWINg

[

Usemeiaundiuasdaian wiwnfadldfunisuiulsuasiaunesseiiles #aid 2002 Gudunsly
F1i1 wsugAalalifunienis (informal economy) wnufisrin naldidunienis venanilgmesaudsig 4
i n59199uldifunienis (informal employment) 3elailduaunumues ILO uadip3ensdnisnisuay
NGOs Fuindouiiediiogns WIEGO vawdiusuindlved NGOs Tilnd@auazvhaiuduiine HomeNet

aulsiidumanisiinanluiadunisuesnmiasegiouazusanu udaudaalidunsnisgaldlu
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