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Abstract

This research aims to 1) study the conditions and problems related to the competencies of migrant
workers in the construction industry; 2) examine the factors influencing the development of these
competencies; 3) study the management of human resources that plays a crucial role in the
performance of migrant workers in the construction industry; and 4) propose development
guidelines for the competencies of migrant workers in small and medium-sized enterprises (SMES)
in Thailand's construction industry. This qualitative research uses secondary data and expert
opinions, with the number of key informants determined based on the minimum sample size
principle of the Delphi technique. A purposive sampling method was employed to select 20 key
informants, consisting of SMEs business owners in the construction industry who employ migrant
workers and have at least 5 years of experience in the construction business, academics or
university lecturers, and related agencies such as the department of employment under the ministry
of labor and the office of SMEs Promotion. The tools used for data collection include record forms
and in-depth interviews. The data was analyzed using content analysis and presented descriptively.
The research findings are as follows: 1) migrant workers in the construction industry of small and
medium-sized enterprises (SMESs) in Thailand are primarily hired for their willingness to work
hard and their ability to endure hot weather conditions; employers face issues such as a shortage
of migrant workers, limited development opportunities for these workers, and communication
problems; 2) factors influencing the development of migrant workers' competencies in the
construction industry include the characteristics of the establishment and human resource
development. Having a well-prepared establishment and developing appropriate and necessary
skills for the job contributes to the sustainable success of the business; 3) human resource
management's most significant role in the performance of migrant workers in the construction
industry is retaining skilled and experienced migrant workers; and 4) guidelines for developing the
competencies of migrant workers in the construction industry include skills in communication and
language comprehension, mathematical skills, workplace safety skills, the use of modern
construction tools, and craftsmanship skills.
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Introduction

Thailand has continuously developed its infrastructure and construction sector, which are
important parts of stimulating the economy and creating prosperity for the country. However, the
main challenge facing the construction industry is the shortage of highly skilled labor, especially
in the small and medium enterprises (SMES) group, which often have limited resources to find or
develop quality labor. As a result, businesses in this group have to rely heavily on foreign labor.
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Currently, the number of foreign labors has increased and they are playing an increasingly
important role in the Thai economy. According to the Office of Foreign Workers Administration,
Department of Employment, there are a total of 2,613,373 foreign laborers who have been granted
work permits throughout the Kingdom. The type of occupation with the most work permits is
construction, followed by agriculture and livestock, and various service businesses (Department
of Employment, 2023) there are foreign laborers with low work skills who come to work in jobs
that are not popular among Thais, and Migrant workers foreign with high work skills who play an
important role in many industrial sectors of Thailand, especially the construction sector. The types
of laborers who legally enter the country are categorized according to the following sections:
Section 59 )1( Lifetime (Labor who resided and worked in Thailand before 13 December 1972)
(2) The category of those who entered to work under the Memorandum of Understanding on
Government Employment (MOU), including workers from Laos, Cambodia, Myanmar who
entered according to the Memorandum of Understanding on Government Employment (MOU);
(3( General category; (4) Nationality verification category, Section 62, Investment Promotion
(BOI), are workers who are usually experts or skilled workers (Skilled Workers), Section 63,
minorities, Section 64, seasonal aliens, are workers who are permitted to enter temporarily. These
labor groups are all problems that the government must give importance to, both in terms of their
rights and living conditions and enabling workers to stay within the government system.
Otherwise, it will have a social impact and lead to damage to the economy, which is an important
foundation of the country (Busayarat Kanchanadit,2017).

Migrant workers play an important role in the construction industry, especially in SMEs. However,
since these migrant workers come from countries with different languages, cultures, and
educations, they may lack the necessary skills to work in the complex and high-safety
environments of the construction industry in Thailand. This problem poses risks to both labor
safety and the quality of construction work. It also reflects the need to develop and improve the
skills of migrant workers to meet the needs of the industry. The Ministry of Labor has emphasized
the preparation of workers to be ready in the S-curve industry in order to help workers have the
skills, knowledge, and abilities that the labor market needs. In particular, in the construction
industry, which has operations that require periodic progress reports in various aspects, such as
architecture, structural work, plumbing, electrical systems, air conditioning and ventilation
systems, fire protection systems, and other systems, it is necessary to create a work plan to know
the direction that needs to be carried out and prepare various things, such as materials, labor, skilled
workers, various machines, and methods of performing each step in accordance with other works
without stopping the work (Obstruction).

Effective management not only increases the performance of foreign workers but also has a
positive effect on the success of the construction project and the organization as a whole.
Therefore, the work of workers who have knowledge in their work, have professional skills, are
responsible for their work and are concerned about safety is an important part that will help deliver
the work on schedule. The government allows the employment of foreign workers with
construction skills. Workers in the construction business can be divided into 3 types: 1) Skilled
Labor: These are people who have theoretical and practical knowledge. Their expertise in their
profession can make decisions and solve problems that arise in their work by themselves. They are
workers who have the ability to supervise and inspect and have more work responsibilities than
semi-skilled workers. However, some studies have divided skilled workers into advanced and
intermediate-skilled workers. The advanced-skilled workers are workers in the positions of
engineers and architects. As for intermediate-skilled workers, they are workers in the group of
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craftsmen or technicians. 2) Semi-skilled Labor: These are people who have theoretical and
practical knowledge, are only partially skilled in their profession, and can perform work that is not
very complicated. They can be assigned to be responsible for work that requires few decisions.
The positions that this group of workers are assigned to are: In the form of helping or supporting
workers in skilled groups and 3) unskilled workers or unskilled workers (Unskilled Labor) who
work using physical strength, not requiring knowledge or expertise, just receiving a little advice
and being able to work. It is a job that can learn how to work in a short period of time and does
not require much judgment or decision making in performing the work.(Tinnapop
Sinsomboonthong; et al, 2021)

This research is therefore very important in understanding the conditions and problems of foreign
worker competence in the construction business of SMEs in Thailand, including the analysis of
factors that influence the development of their competence. The information obtained from this
research will be useful in designing and improving the training and development of foreign
workers effectively. Developing the competence of foreign workers will not only reduce the
problem of work errors, but also increase the safety and efficiency of construction work, which
will result in the construction business of SMEs being more competitive. In addition, the research
results can be used to determine policies and good practices at the organizational and national
levels to promote the development of skills and knowledge of foreign workers in the construction
industry.

Research Objectives

1. To study the status and problems of foreign labor competence in the construction business of
SMEs in Thailand

2. To study the factors that influence the development of foreign labor competence in the
construction business of SMEs in Thailand

3. To study the human resource management that plays an important role in the competence of
foreign labor in the construction business of SMEs in Thailand

4. To propose guidelines for the development of foreign labor competence in the construction
business of SMEs in Thailand

Research Scope

Content Scope

The content scope of the study includes secondary data and expert opinions on the conditions,
problems, obstacles, factors influencing the development of labor competence, human resource
management, and recommendations related to the competence of foreign labor in the construction
business of medium and small-sized enterprises in Thailand.

Scope of Population and Sample group

The key informant population includes medium and small business operators in the construction
business with foreign workers who must have at least 5 years of experience in the construction
business, academics or professors in higher education, and relevant agencies such as the
Department of Employment, Ministry of Labor, and the Office of Small and Medium Enterprises
Promotion.

The sample group used in the research consisted of 20 key informants, with the sample size
determined under the principle of minimum sample size determination of the Delphi technique
(Jensen, C, 1996). by purposive sampling, separated by characteristics, consisting of:
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1. Group of representatives of medium and small-sized business operators in the construction
business with foreign workers who must have experience in the construction business for at least
5 years, 12 people.

2. Group of representatives of academics or lecturers at the higher education level in the field of
management / human resource management, 4 people.

3. Group of representatives of agencies from the Department of Employment, Ministry of Labor
and representatives from the Office of Small and Medium Enterprises Promotion, 4 people.

Literature Review

The concept of competence is the ability of a person that affects the efficiency of work
performance. It can be divided into knowledge, skills, and personal characteristics (Office of the
Permanent Secretary, Ministry of Labor,(2021) as follows

1. Knowledge is information that a person receives from education, training, exchanging
experiences, or from self-learning. Knowledge is an important foundation that a person must have
in order to work effectively in various positions. For example, a tax collector must have knowledge
of the law and process of tax collection. If they do not have knowledge of these matters, they will
not be able to work well.

2. Skills are abilities that must be developed through training and experience. Skills are divided
into management skills (Management Skills), thinking and management skills to work effectively,
such as having a strategic vision, and specific technical skills (Technical Skills), which are specific
skills required in various lines of work or duties, such as observation skills in suppression positions
or procurement skills for procurement work.

3. Personal characteristics (Attributes) are character traits, thoughts, attitudes, and motivations that
affect work. These characteristics are innate to the individual and do not change much. For
example, determination or a good attitude towards work, which is an important factor affecting the
success of work performance. More than just having knowledge or skills

Competence, therefore, is a combination of knowledge, skills, and personal characteristics that
enable an individual to perform his or her job effectively. These three components are important
in different ways depending on the context of the job and the position in which he or she is
responsible. Organizations or agencies determine and assess an individual’s competence according
to its suitability for that job position in order to achieve the organization’s goals as best as possible.

The concept of human resource development is a process that organizations must carry out to
increase the ability of employees to work through learning and various experiences that help
improve both knowledge, skills and personal characteristics of personnel in order to be consistent
with changes and achieve organizational goals. The importance of human resource development
(Natthaphan Khecharanan,2020) namely;

1. Organizational aspect: Human resource development helps improve the attitudes and skills of
employees at all levels, as well as helping personnel better understand the organization's policies
and goals.

2. Personal aspect: Development helps build self-confidence, reduce stress, and help individuals
feel more satisfied with their jobs.

3. Human relations aspect: It helps promote cooperation among individuals within the
organization, creating a good atmosphere for working and learning together.

Human resource development also aims to develop the knowledge, skills, and attitudes of
personnel, enhancing the potential of individuals in all dimensions, enabling employees to
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effectively adapt and grow with the organization and work in line with changes in the organization
and external environment.

Human resource management (HRM) is a process that systematic (Jirapong Rueangkun, 2019)
plans, selects, develops, manages, and supervises employees within an organization. The
objectives are to increase employee performance and support the organization's goals and
strategies. HRM covers many areas, such as employee recruitment and selection, skills and
knowledge development, performance appraisal, compensation and benefits, and the creation of
an organizational culture that supports teamwork. HRM is, therefore, an important part of creating
an organization's competitive advantage, as people are the most valuable resource in running a
business and creating new innovations for the organization.

Research Methodology

This research is a qualitative research. The research methods are as follows:

1. Documentary Study: Study and collect secondary data, concepts and related theories.

2. Field Study: Study the opinions of experts through in-depth interviews in a structured format to
collect opinions on the status, problems, competency development, human resource management
and recommendations related to the competency of foreign workers in the construction business
of SMEs in Thailand.

3. Key Informants: In-depth research focused on interviewing experts by purposive sampling, a
total of 20 people, using the target group with qualifications, consisting of SME entrepreneurs in
the construction business with foreign workers who must have at least 5 years of experience in the
construction business, academics or lecturers in higher education, and related agencies, namely the
Department of Employment, Ministry of Labor and the Office of Small and Medium Enterprises
Promotion.

4. Instruments used in the study this research is a qualitative research (Qualitative Data). The
instruments used in this research are a record form and an interview form as follows:

4.1 Record form, 1 copy, to record secondary data on foreign workers in the construction business
of medium and small-sized businesses in Thailand.

4.2 Interview form, 1 copy, to collect data on the opinions of experts. It is a structured interview
form developed by the researcher himself according to the framework obtained from studying
documents and related research. The steps for creating and checking the quality of the instruments
are as follows:

4.2.1 Study documents, textbooks, and research from both domestic and international sources to
obtain guidelines for creating a conceptual framework.

4.2.2 Draft questions in line with the objectives Definitions and variables specified in the
conceptual framework of the research.

4.2.3 Conduct an interview form for in-depth interviews, divided into 5 sections as follows:
Section 1: Inquiry into the status of foreign worker skills in the construction business of SMEs in
Thailand.

Section 2: Inquiry into issues/obstacles in the development of foreign worker skills in the
construction business of SMEs in Thailand.

Section 3: Inquiry into factors influencing the development of foreign worker competence in the
construction business of SMEs in Thailand

Section 4: Inquiry into human resource management in the construction business of SMEs in
Thailand.
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Section 5: Inquiry into guidelines for the development of foreign worker competence in the
construction business of SMEs in Thailand.

4.3 Methods for evaluating the quality of the instrument by

Step 1: Submit the draft interview form to the advisor to check the accuracy and appropriateness
of the content and questions, the appropriateness of the language use, and the consistency covering
the objectives, including providing additional suggestions and making improvements according to
the suggestions.

Step 2: Improve the interview form according to the advisor's suggestions so that all questions
cover the research objectives.

Step 3: Take the question format to test interviews with experts in the target group who have
qualifications similar to the target group before actually using it.

Step 4: Adjust the ambiguous points of the interview question format for clarity.

5. Data Collection

The researcher used data collection methods to obtain data according to the objectives of the study
by collecting data on opinions using an interview form as follows:

5.1 Request a letter of permission to collect data from the university to the expert's unit to request
permission to collect data on opinions and suggestions from experts.

5.2 Coordinate with experts to schedule a date, time, and format for the expert interview.

5.3 Conduct an interview with the expert in person using an interview form for further content
analysis.

6. Data Analysis
In this research study, the researcher analyzed data by describing secondary data and the opinions
of 20 experts through in-depth interviews using the content analysis method.

7. Presentation of Research Results
The presentation of information will be in a descriptive format using content analysis.

Research Result

1. The research results according to objective 1 found that currently, most foreign workers in the
construction business of medium and small-sized businesses in Thailand are unskilled workers,
working with physical labor, being able to work hard, enduring weather conditions or working
outdoors, and not requiring skills or knowledge because the work that requires specific skills, such
as engineering work, uses Thai workers. The proportion of foreign workers in the construction
business has been increasing continuously in line with business growth and in order to reduce
business costs. Setting goals or work results for foreign workers is usually short-term work that
requires daily progress. Therefore, most entrepreneurs want to develop foreign workers to have
skills and knowledge in specific construction work that is assigned and to emphasize work safety
under the supervision of foreign workers as supervisors. The main problem and obstacle in
management and development is the hiring of foreign workers, which is both legal and illegal.
Although hiring illegal foreign workers solves the problem of labor shortages, it is found that there
are many problems, such as crime, environmental problems, drug problems, and they have not
been developed according to the government's labor skill development plan and do not receive
protection of rights according to necessary basic principles. The problem and obstacle in
management and development of labor skills is time limitation because communication skills
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require a long time to train. Foreign workers tend to talk in groups of the same country. Using their
own language, it takes a long time to train to communicate in Thai and the development is not
continuous because of the reason why foreign workers often resign. In addition, the training may
not be consistent with the needs of employers who only want to use unskilled workers.

2. The research results according to objective 2 found that the factors influencing the development
of foreign labor competence in the construction business of SMEs in Thailand consist of the
characteristics of the establishment and the factors of human resource development (Human
Resource Development).

2.1 Factors influencing the characteristics of the establishment that have an influence on the
development of foreign labor competence in the construction business include establishments with
entrepreneurs who understand the law on hiring foreign labor, having a higher proportion of
foreign labor than Thai labor, hiring labor from Cambodia, Laos, Myanmar and Vietnam, which
are unskilled labor in the construction business, as well as establishments that have
accommodation and food ready for foreign labor and have networks with external organizations,
both public and private sectors, which are important factors that help develop the skills of foreign
labor to be able to work and achieve goals.

2.2 Factors influencing the development of human resource influencing the development of foreign
labor competence in the construction business include:

2.2.1 Retaining foreign labor with knowledge and experience with the organization by offering
appropriate wages, worthwhile welfare and a good working environment to create loyalty and
opportunities for career advancement.

2.2.2 Recruiting and importing foreign labor that must take into account the cost and time spent
on recruitment that is not too much. Including post-employment training and development to
increase the competence and efficiency of foreign workers.

2.2.3 Management of compensation and motivation, taking into account the average in the foreign
labor market, including the allocation of a budget for welfare and other appropriate benefits.
2.2.4 Managing labor relations between workers from different countries in the organization is
important. Creating cooperation and unity among workers will help the organization achieve
greater success.

3. The research results according to objective 3 found that human resource management factors
play an important role in the competence of foreign workers in the construction business,
including:

3.1 Retaining foreign workers with knowledge, skills, and work experience to stay with the
organization. The HR department must give importance to everything from appropriate and
attractive wages, worthwhile welfare, to a good working environment. Making foreign workers
loyal to the organization not resign. Entrepreneurs should consider opportunities for advancement
in their positions to motivate foreign workers to be dedicated to their work, to be committed, and
to develop themselves to have the skills that meet the needs of entrepreneurs. This is because after
COVID-19, foreign workers have moved from construction work to work in the service sector
more because the wages are higher and the work is not as hard as construction work.

3.2 Recruitment and methods of bringing workers into the country affect expenses, time that will
be spent, and work experience with working conditions in Thailand. After bringing them in to
work, the important thing is the training and development process. Because if we get a large
amount of foreign workers, if we can make this group of workers more competent, it will make
the business operations more efficient at a competitive cost.
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3.3 Compensation management and motivation For this step, it may be necessary to survey the
average compensation in the labor market for hiring foreign workers and allocate an internal
budget to see how much compensation can be paid. In addition, there are also welfare and other
benefits that must be paid to workers. 3.4 Labor Relations Management: Creating relationships
between workers from different countries who work together, and if employees cooperate with
unity, the organization will have a higher chance of success. The HR department should build
relationships among workers and should not create divisions.

4. The research results according to objective 4 found that the guidelines for developing the
competence of foreign workers in the construction business are as follows:

4.1 Guidelines for developing communication skills and language understanding Because foreign
workers should be developed in communication skills and language understanding to enable
foreign workers to work according to the instructions of their supervisors effectively. Using
modern communication devices will help communication, giving orders, and distributing
information quickly, reducing working time and reducing the problem of errors. And teach by Thai
workers to teach Thai and give advice closely.

4.2 Guidelines for developing mathematical skills Because foreign workers should be developed
in the ability to understand numbers, such as addition, subtraction, multiplication, and division,
along with other work skills. And teaching should be carried out by experienced workers and
supervisors.

4.3 Guidelines for developing occupational safety skills Because foreign workers should be
provided with knowledge about occupational safety. Work and be able to prevent risks or accidents
that may occur from work, such as working at heights, working with electricity, lifting and moving
objects, using personal protective equipment (PPE), and training should be evaluated according to
standards. Along with cooperation with government agencies to prepare foreign workers to meet
the needs of employers.

4.4 Skills in using modern construction tools Because foreign workers should be trained in the use
of modern construction tools and labor-saving devices to reduce work steps and the use of
potentially dangerous labor. And should be taught by supervisors in a team format with team
leaders helping to teach until they are proficient in using the tools.

4.5 Skills Because foreign workers should be supported and developed in skills in work that
requires skill or semi-skill rather than just manual labor, such as cement work, bricklaying,
carpentry, and development can be done through training from government agencies or increasing
wage incentives to encourage foreign workers to develop themselves.

Discussions

1. Most foreign workers in the construction business of SMEs in Thailand are physical workers
and unskilled. They cannot communicate in Thai and English at work and are not well developed
because they take a long time to train. They often resign. Training may not meet the needs of
employers who are looking for unskilled workers. This may be because foreign workers in the
construction business focus on hiring foreign workers who are physically fit, ready to work hard
and can withstand hot weather. Most jobs that require specialized skills are hired by Thai workers,
resulting in an increase in the proportion of foreign workers to reduce costs. Therefore,
entrepreneurs focus on occupational safety and develop only necessary skills. This is consistent
with the study results of Suratin Laosri and Anek Nemitkraburi (2023). who found that foreign
workers in construction are labor shortages. The main problems encountered are communication,
language use, and labor skills. This is consistent with the study results of Kwanchida Krachan;
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Naphakon Punyaphaphasorn; and Theetat Trisirichote (2022). who found that problems and
obstacles in terms of work skills of unskilled foreign workers include: foreign workers do not have
knowledge and understanding of new technologies and innovations, lack skills and expertise
necessary for work, and lack of development and training. And consistent with the study results of
Worapong Khuenpanya (2016). the study results found that business operators face problems in
hiring foreign workers in terms of language communication. However, the factors that affect the
hiring of foreign workers are mostly hiring at the minimum wage rate because Thai workers are
hard to find because Thai workers do not like to work hard. In terms of the behavior of foreign
workers, most are diligent, patient, work quickly, have responsibility, honesty and the ability to
work hard, and have no bargaining with employers.

2. Developing the competence of foreign workers in the construction business requires careful
consideration of the characteristics of the establishment and human resource development. Having
an establishment that is ready and develops appropriate and necessary labor skills for work results
in sustainable business success. This may be because the characteristics of the establishment are
important factors in developing foreign worker skills. Establishments that are successful in
developing foreign worker skills usually have entrepreneurs who understand foreign labor
employment laws, which helps manage labor correctly and efficiently. In addition, human resource
development is another important factor in developing foreign worker skills because retaining
knowledgeable and experienced foreign workers in the organization requires offering appropriate
wages, worthwhile welfare, and a good work environment to create loyalty and give these workers
opportunities to advance in their careers, enabling work to achieve goals and help the organization
achieve greater success. This is consistent with the study results of Chanakan Boonthong et
al.,(2019) who found that strategies for developing high-potential personnel to create advantages
in the organization include strategies for motivating and retaining high-potential personnel, and is
consistent with the study results of Somsakul Baoneid (2015). who found that training and
teaching foreign workers to work without errors, setting wages according to standards and
providing incentives, and evaluating work performance to encourage foreign workers to be
determined and motivated to work. Legal registration of foreign workers to the termination of
employment of foreign workers

3. Human resource management factors play an important role in the competence of foreign
workers in the construction business, including appropriate wages, good welfare, and a conducive
working environment to attract and retain knowledgeable and experienced foreign workers.
Recruiting workers and importing workers with low costs, emphasizing training to increase the
competence of foreign workers, building good relationships between workers from different
countries, and promoting cooperation and unity in the organization will increase the organization's
chances of success. This may be because human resource management plays an important role in
developing the skills of foreign workers because setting appropriate wages, providing good
welfare, and creating a friendly working environment attract and retain knowledgeable and
experienced workers, especially during the period when workers tend to move to work in the
service sector after COVID-19. Focusing on training to increase the competence of workers,
building good relationships between workers from different countries, and promoting cooperation
and unity in the organization will effectively increase the organization's chances of success. This
is consistent with Jirapong Ruangkun (2019). who found that employee recruitment and selection,
skill and knowledge development, performance evaluation, compensation and welfare, and
creating an organizational culture that supports collaboration are important parts of creating an
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organization's competitive advantage because personnel are the most valuable resource in running
a business and creating new innovations for the organization.

4. Guidelines for developing the competence of foreign workers in the construction business
include gquidelines for developing communication skills and language understanding,
mathematical skills, occupational safety skills, skills in using modern construction tools, and
manual skills. The development of the competence of foreign workers in the construction business
requires cooperation from many parties, including entrepreneurs, supervisors, government
agencies, and foreign workers themselves, so that the development of skills can meet the needs
and help increase work efficiency effectively.

Conclusion

Currently, most foreign workers in the construction business of SMEs in Thailand are unskilled
workers who work in physical labor and do not require much specialized skills. The main problem
is the employment of both legal and illegal foreign workers. Although illegal employment helps
reduce the problem of labor shortages, it also leads to other problems such as crime and the failure
to develop skills according to the government's plan. The important factors that influence the
development of foreign worker competence include the characteristics of the establishment, such
as understanding the law and management of foreign workers, and human resource development
factors that focus on retaining experienced workers. Effective recruitment of workers, appropriate
wages and benefits, and a good working environment are important for the competence of foreign
workers in the construction business. They help attract and retain workers with knowledge and
experience, are committed and cooperate in their work. The guidelines for developing foreign
worker competence are to develop communication skills, mathematical skills, work safety, the use
of modern construction tools, and specialized skills. There should be training that meets the needs
of employers and cooperation with government agencies to prepare workers to meet the standards.
Because developing foreign workers with better skills is an important factor that helps the
construction business of SMEs in Thailand grow and be more efficient in the future.

Suggestions

Policy Recommendations

1. Construction business operators can use these guidelines to improve and develop the skills of
migrant worker to increase their work competence and perform their work correctly and
completely.

2. Relevant agencies, such as the Department of Employment, Ministry of Labor, and the Office
of Small and Medium Enterprises Promotion, can use these guidelines to set policies to support
and develop the skills of migrant worker to meet the needs of entrepreneurs and promote
sustainable economic development of the country.

Research Implications

1. Construction business operators should closely coordinate with relevant agencies, such as local
employment offices, Department of Employment, Office of Migrant worker Administration,
Department of Skill Development, and provincial labor development centers, to jointly develop
the skills of foreign workers and effectively solve the problem of semi-unskilled or operational-
level labor shortages.
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2. Construction business operators should expand channels for recruiting foreign workers through
reliable networks and online channels, promote legal employment, and accelerate document
management processes using technology to help save costs and time.

3. Construction business operators should seriously focus on developing the competencies of
foreign workers, not just focusing on hiring workers for physical labor, but also on developing
workers’ knowledge, skills, and abilities to increase work efficiency. Systematic human resource
development will help organizations better adapt to changes and employees will be more capable
and motivated to work.

4. Construction business operators should organize effective training systems according to the
proposed guidelines, such as “on-the-job training”, which allows workers to work under the use
of technology in a real environment, or support knowledge exchange among colleagues to enhance
mutual knowledge and skills.

5. Construction business operators should increase work safety. By organizing safety training
courses, emphasizing the use of safety equipment such as safety helmets, gloves, and shoes, using
short retraining methods and checking safety knowledge regularly, giving appropriate rewards and
punishments.

6. Construction business operators should create satisfaction and retention of workers by
improving welfare such as health, childcare, and accommodation facilities to increase worker
satisfaction and retention, as well as creating engagement by organizing relationship activities such
as parties and recreational activities to build good relationships and reduce turnover.
7.Construction business operators should create a team specifically for taking care of foreign
workers by providing mentors or supervisors to teach them how to use tools closely, using easy-
to-understand language and creating manuals or videos demonstrating how to work in languages
that migrant worker understand, as well as providing knowledge and developing Thai language
skills alongside job training, using a variety of media and introducing translation applications that
help migrant worker communicate quickly.

Suggestions for future research

1. Use the research results to study the appropriate training model to develop a training model that
emphasizes hands-on training that is appropriate for migrant worker in medium and small-sized
construction businesses.

2. Use the research results to further study the development of communication formats in
organizations with a large number of foreign workers, study effective communication methods in
organizations, use of easy-to-understand language, and develop communication tools that help
reduce communication problems between supervisors and migrant workers.

3. Use the research results to further study the creation of a working environment that promotes
skill development, study methods to improve the working environment to be friendly to foreign
workers, promote learning and skill development in the workplace, including methods to create
engagement and job satisfaction to retain skilled migrant workers with the organization in the long
term.
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