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Abstract 

The purpose of this research is to identify the new manpower paradigm for the Thai logistics 

sector which affects the competitiveness of logistics firms. Four main parameters and 20 

variables, which came from both literature reviews and observations in the Thai context were 

explored. The methodology of this research began with a literature review. Based on the 

research, the three characteristics of logistics employees in the Thai context were first, 

professionalism, then adaptability and finally internationalization, all of which reflected a firm’s 

competitiveness. The research found that professionalism and quality standards have 

deteriorated and really need to improve, particularly in skills improvement. Adaptability is also 

important for Thai logistics workers as the logistics business does not focus only on Thailand 

but will expand to other counties where there are different perceptions and approaches to 

business. Internationalization plays an important role since Thai workers need to work or 

coordinate with other workers from different cultures.  
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INTRODUCTION 

The total population of Thailand is over 67 million, which consists of 57 million people of working 

age. Of these, 38.92 million people were categorized as laborer forces and only 38.04 million of 

laborer forces were employed in skilled positions (Ministry of Labour, 2013). The industry 

demand has significantly increased, by about 59.60 percent and the labor supply cannot meet 

the demand. There is a shortage of unskilled labor, especially in the agricultural sector and 

elementary occupations. The demand for unskilled labor is unlikely to be met. The demand for 

semi-skilled workers, such as sales clerks and technicians has increased by 69.41 percent, 
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54.86 percent and 33.37 percent from 2010, 2011 and 2012 respectively (Ministry of Labour, 

2013).NOTE: please add the three years you refer to here. Since manpower is a driver for a 

highly competitive organization, manpower development in Thailand’s logistics sector must be 

considered, particularly since Thailand will become an AEC (Asian Economic Communication) 

member in 2015. 

        Even though Thailand has a long term strategy for human development in the logistics 

sector, the supply is still questionable. There is not only a supply shortage in the work force but 

also the quality of workers needs to develop. The supply shortage can be found at all level of 

the workforce, such as operational levels and professional levels. 

         A study on a new paradigm for the Thai logistics sector must be carried out as it will be 

extremely helpful for Thai entrepreneurs to understand workforce skill development and also 

how the workforce will prepare for career development. 

 

Problem Statements 

The main manpower problem in the Thai logistics sector is the shortage of skilled workers who 

have the abilities and skills needed for firms to sustain a competitiveness advantage. Even 

though the Thai education system offers many programs related to logistics operations, the 

need for skilled workers in logistics is still high. 

            Thailand has many universities that produce graduates for logistics businesses. 

However the quality of these graduates is questionable, because they still lack the requisite 

knowledge and skills. The current focus on quantity rather than quality needs to be addressed in 

Thailand.   

Employee motivation must be a focus too, since highly motivated employees perform 

well.  Thai entrepreneurs in the logistics sector need to know how to motivate employees. 

Employees responding to knowledge and new technology development need to study as 

new knowledge and technology adoption will be inevitable in the new era of Thai logistics Thai 

entrepreneurs do not really understand that their employees need more capabilities and need to 

adopt new knowledge and technologies. 

 

LITERATURE REVIEW 

The total population of Thailand is over 67 million people, of which 57 million people are of 

working age. Of these, in 2012,38.92 million people were categorized as laborer forces and only 

38.04 million of laborer forces were employed (Ministry of Labour, 2013). Demand for workers 

significantly increased by about 59.60 percent and the labor supply could not meet demand. 
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There is a shortage of unskilled labor, especially in the agricultural sector and elementary 

occupations. The demand for unskilled labor is unlikely to be met. The demand for semi-skilled 

workers, such as sales clerks and technicians has increased by 69.41 percent, 54.86 percent 

and 33.37 percent from 2010, 2011and 2012 respectively (Ministry of Labour, 2013). 

             In the next 10 years, the unskilled workforce in Thailand will face serious shortages. 

Industries in Thailand that are expanding their production lines will have approximately 300,000 

vacancies for unskilled labor. Thais are currently willing to further their studies for higher 

degrees and Thailand will become an aging society by 2030 (Panyawai, 2012). 

            Thailand’s demographics are changing. There were about seven million elderly Thais in 

2012,, which represented about 10 percent of the total population. This number is expected to 

increase to 25 percent of total population by 2013(Ministry of Labour, 2013). The workers in the 

automobile industry are aging and the younger workers prefer to study more rather than enter 

the workforce. The retirement age for the automobile industry was 55 years old in 2011, so the 

government should extend the retirement age to 60 years old (Panyawai, 2012). 

          As Thailand will invest more in public sector mega-projects and the country’s growing 

industries require more workers, Thailand needs to increase its workforce. Labor estimates for 

government infrastructure projects and water management projects are for 500,000 and 

100,000 workers, which means there will be a labor shortage (Khaopa, 2013). 

           Thailand’s public expenditure on education as a percentage of total government 

spending increased from 20 percent in 2001 to 23 percent in 2003. (UNESCO,2009). However 

Thailand spent about 17 percent of its total education expenditure on tertiary education, a 

decrease from 21 percent in 2001. This suggests that education outcomes have deteriorated 

and that this needs urgent improvement. 

Graduates do not have the needed skills or experience the private sector requires. 

Special programs for employee training are needed to provide more knowledge and skills, as 

well as awareness of company rules, know-how and product knowledge. These programs will 

be investment costs for companies (Amonvivat, 2013). 

             Thai worker’s skills lagged behind some other countries in the areas of English 

language proficiency, professional communication, social skills, leadership skills, time 

management skills, adaptability skills and IT skills (World Bank, 2007). Feedback from 

entrepreneurs showed similar results, indicating that employees do not have the capabilities 

required for job execution.  

         Logistics process knowledge stays in employee minds, which is tacit knowledge. Since 

employees have different personal backgrounds, they will have different knowledge levels of 
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logistics processes, different viewpoints and different working methods even though they face 

the same working processes (Chow etal., 2006). 

         One management system system in Korea is notable in human resource management. 

Korean companies are changing from traditional payment methods to paying workers based on 

their performance system, because this encourage employees to focus on personal 

performance outputs (Chang, 2003). More than 42 percent of Korean companies have 

implemented this system and 22.6 percent more firms are planning to implement it by (state 

which year). 

 

METHODOLOGY 

This exploratory research focuses on new factors that affect manpower factors in the Thai 

logistics business. The research also explores the degree to which each manpower factor had 

an impact on logistics sector competitiveness. 

The research applied quantitative methods and used observation to create questionnaire 

contextual tools. Secondary data were taken from a literature review to confirm research 

findings. The research process began with a literature review. Based on the literature review, a 

parameter was created to measure worker related issues and was used to consult with 

supervisors and experts, before conducting the pilot surveys with the entrepreneurs. Some of 

parameters were observed under Thai’s logistics context. The measures were applied to the 

results of the survey final version. The survey results were analyzed by using a Mean and SD 

model. The conclusions were drawn from the study’s findings.  

The research focused on 60 entrepreneurs in the logistics business who received 

questionnaires and 50 entrepreneurs’ questionnaires were received. The sampling method was 

done by randomize sample method, the researcher is visiting them and asking them 

coordination. After the data were analyzed then observations of workers were conducted to 

confirm the results. 

The questionnaires were separated into four rounds, which focused on different research 

parameter measurements. The first questionnaires focused on these variables: the unskilled 

and semi-skilled labor shortage, the over-supply of graduates, demographic changes and the 

results of national economic growth in the production sector. The second questionnaires 

focused on these variables, how high government expenditures on education resulted in poor 

education standards, the need to revamp the curriculum to be more in line with industry needs, 

English language instructor need to improve, university graduates’ performances are not 

satisfied and the lack of skilled employees is costly the logistics firms variables. 
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The third round of questionnaires focused on these variables: the capability of staff is low; the 

employees do not have distinctive competencies; employees do not have logistics expertise; 

employees do not really understand standard operation procedures; employees do not use 

collective memory from past experience for their solutions; and employees do not understand 

the rules for utilizing resources variables. The last questionnaires focused on these variables: 

compensation package needs to change to a pay-for- performance system; employees are 

concerned about job security; job satisfaction of employees needs to improve; career 

development will improve employee perceptions and a retention program needs to be 

implemented. 

 

Figure 1 New manpower paradigm in Thai logistic sector conceptual framework 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Labor shortage quality 

and quantity 

 

-Unskilled and semi-
skilled labor shortage 

-Over-supply of university 

graduates 

- Demographic change 

- The results of national 

economic growth in 

production sector 

Focus on quantity rather 

than quality 

 

-Government has high 

expenditure on education 

but received lower 

education standard  

-Curriculums need to be 

revamped in line with 

industry need 

-English language 
instructors need to improve 

- University graduate 

performance is not 

satisfactory 

-The lack of skilled 

employees is costly for 

logistics firms 

Lack of knowledge and 

new technology 

application 

 

-The capability of staff is 

low 

- The employees do not 

have distinctive 

competencies 

- Employees do not have 

logistics expertise 

- Employees do not really 

understand standard 
operation procedures 

-Employees do not use 

collective memory from 

last experience for their 

solutions  

- Employees do not 

understand the rules for 

utilize the resources 

Lack of employee 

motivation  

-The compensation 
package needs to change to 

pay-for-performance 

system 

- Employees are concerned 

about job security 

-Job satisfaction of 

employee needs to 

improve 

-Career development will 

improve employee 

perceptions 
 -Retention program needs 

to be implemented 

Firm’s competitiveness 

-Professionalism 

-Adaptability 

-Internationalization 

 



© Adisak 

Licensed under Creative Common     Page 6 

 

ANALYSIS & RESULTS 

 

Table 1. The Mean and S.D of labor shortage in quality and quantity 

Labor shortage in quality and quantity Mean S.D Results* 

1.Unskilled and semi-skilled labor shortage 2.96 0.27 Agreed 

2.Over-supply of university graduates 2.92 0.54 Agreed 

3.Demographic change(moving toward elderly society) 2.85 0.57 Agreed 

4. The results from national economic growth in 

production sector 

2.82 0.60 Agreed 

Total 2.89 0.49  

*number of respondents=50 

 

Table 1 shows the Mean and S.D results for these variables: Unskilled and semi-skilled labor 

shortage; over-supply of university graduates; demographic change and the results from 

national economic growth in the production sector. The results found that the entrepreneurs’ 

responses were in the agreed level, in which the Mean=2.89 and S.D=0.49. The mean for 

unskilled and semi-skilled labor shortage was 2.96. The mean for the over-supply of university 

graduates was 2.92. The mean for demographic change was 2.85 and the mean for the results 

from national economic growth in the production sector was 2.82.  

The variables of unskilled and semi-skilled shortage, over supply of graduated level, 

demographic change and caused effect from national’s economic growth from production sector 

have an influence on labor shortage on both quantity and quality of manpower. The unskilled 

and semi-skilled shortage is the most influence factor which effect to labor shortage. 

Since Thailand’s economy was driven by the service sector in the last decade, demand 

for unskilled labor in the agricultural sector declined. The service sector requires semiskilled 

labor but the supply of semiskilled labor cannot meet demand. Demand in the service sector for 

clerks, marketing and sales assistants and technicians has increased from 2010,2011 and 2012 

by 54.86, 69.41, and 33.37 percent respectively (Ministry of Labour, 2013). Unskilled and semi-

skilled labor is in high demand but the country’s labor supply is full of university graduates. In 

the next 10 years, most industries in Thailand will have approximately 300,000 vacancies for 

unskilled labor as Thais will continue to further their studies for higher degrees and Thailand wil l 

also be an aging society (Panyawai, 2012). 

As Thai society values the importance of university degrees, so people tend to stay in 

university longer. For this reason Thailand has an over-supply of university graduates but there 

is little demand for them in the workforce compared to the semi-skilled sector. That means 

companies must train staff to follow company rules and competencies when they are recruited. 
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The education system in Thailand is still below standard when compared with other countries 

and the human resource development is still far from meeting market demand in both quantity 

and quality. 

Due to demographic changes in Thailand, the population is aging. There are about 

seven million elderly people, which is about 10 percent of the total population. This will increase 

to 25 percent of the total population by 2013( Ministry of Labour, 2013).Automobile industry 

workers are aging and the young generation prefers to study more rather than enter the 

workforce. The retirement age for the automobile industry is 55 years old, but the Government 

should extend it to 60 years old (Panyawai, 2012). 

Another reason for the unskilled and semi-skilled labor shortage is the growth of the 

national economy in the last decade especially in the production sector which brought more 

labor to the market. This is because Thailand will invest more on Government mega-projects 

and the country’s growing industry increases demand for a large workforce. The estimated 

required workforce for the Government’s infrastructure projects and water management projects 

was 500,000 and 100,000 workers which will lead to labor shortages (Khaopa, 2013). 

 

Table 2. The Mean and S.D of manpower focuses more on quantity than quality 

Develop more on quantity than quality Mean S.D Results* 

1.Government had high expenditure on education but 

received lower education standards 

3.27 0.31 Agreed 

2.Curriculums need to be revamped in line with industry need 2.90 0.52 Agreed 

3.English language instruction needs to improve 2.83 0.70 Agreed 

4. University graduate performance was not satisfactory 2.80 0.53 Agreed 

5.The lack of skilled employees is costly for logistics firms 2.80 0.46 Agreed 

Total 2.92 0.50  

*number of respondents=50 

 

Table 2 shows the Mean and S.D results for these variables: Government has high expenditure 

on education but received lower education standard; curriculums need to be revamped in line 

with industry need; English language instructors need to improve; university graduate 

performance was not satisfactory; and the lack of skilled employees is costly for logistics firms. 

The results found that the entrepreneurs’ responses were in the agreed level in which the 

Mean=2.92 and S.D=0.50. The mean for Government has high expenditure on education but 

received lower education standard was3.27. The mean for curriculums need to be revamped in 

line with industry need was2.90. The mean for English language instructors need to improve 

was 2.83. The mean for university graduate performance was not satisfactory was 2.80 and the 

mean for the lack of skilled employees is costly for logistics firms was 2.80. 
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The variables were: Government has high expenditure on education but received lower 

education standards; curriculums need to be revamped in line with industry needs; English 

language instructors need to improve; university graduate performance is not satisfactory and 

the lack of skilled employees is costing logistics firms (Pramotmaneerat, 2013). The influence 

on Thai labor is that there is a focus on quantity rather than quality. The factor Government has 

high expenditure on education but received lower education standard, affected labor shortages 

the most (Khaopa, 2013). 

  Thailand’s public expenditure on education as a percentage of total Government 

expenditure increased from 20 percent in 2001 to 23 percent in 2003. (UNESCO,2009). 

However Thailand spent about 17 percent of that total on tertiary education, which is a decrease 

from 21 percent in 2001.This indicated outcomes of education have deteriorated which need 

improvement in governance and school management. There is a tendency for students to 

choose private universities over public universities because private universities invest more per 

student and they have higher standards in some fields, such as business management and 

social sciences. 

Thailand’s educational institutions are not generating workers who meet private sector 

needs. The private sector needs more technicians to keep up with rapid technological changes 

(Pramotmaneerat, 2013). The academic curriculum must shift to where demand is greatest. 

Even though Thailand spent a lot of time on education reform in the past decades, it failed to 

respond to the manufacturing and service sector demand. Two thirds of students prefer to study 

social science and humanities programs where manufacturing and service sector demand is 

extremely low (Bardhanet.al., 2010).    

Skilled workers in Thailand rated poorly in the areas of English language proficiency and 

IT skills in 2006 when compared to 2003, and was significantly lower than Malaysian gains 

(World Bank, 2007). Since the AEC (Asian Economic Community) will be fully launched in 2015, 

countries in South East Asia will have business linkages and the logistics business will 

dramatically expand. This means that English will become the main language for trade 

communications. 

Since graduates do not have the experience and technical knowledge skills, the private 

sector needs to have employee training programs which will provide more knowledge and skills 

of companies’ rules, know-how and product knowledge. It also costs the company to invest in 

these programs (Amonvivat, 2013). The lack of skilled employees is cased the firms’ high 

expenditure as many of the firms saw the lack of skilled workers as a serious bottleneck in 

expanding their firms’ capacity. 
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Table 3. The Mean and S.D of lack of knowledge and new technology application 

Lack of knowledge and new technology application Mean S.D Results* 

1.The capability of staff is still low 2.95 0.42 Agreed 

2.The employees do not have distinctive competencies 2.93 0.56 Agreed 

3.Employeesdo not have logistics expertise 2.84 0.52 Agreed 

4. Employees do not really understand standard operation 

procedures 

2.82 0.48 Agreed 

5.Employees did not use collective memory from past 

experience for their solutions 

2.71 0.47 Agreed 

6.Employees did not understand the rules for utilizing 

resources 

2.70 0.43 Agreed 

Total 2.82 0.48  

*number of respondents=50 

 

Table 3 shows the Mean and S.D results for these variables: The capability of staff is low, the 

employees do not have distinctive competencies; employees do not have logistics expertise; 

employees do not really understand standard operation procedures; employees do not use 

collective memory from past experience for solutions; and employees do not understand the 

rules for utilizing resources. The results found that lack of knowledge and new technology 

applications were in the agreed level, in which the Mean=2.82 and S.D=0.48. The mean for the 

capability of staff is still low was 2.95. The Mean for the employees do not have distinctive 

competencies was 2.93. The mean for employees do not have logistics expertise was 2.84. the 

mean for employees do not use collective memory from past experience for their solutions was 

2.71, and the Mean for employees do not understand the rules for utilizing resources was 2.70. 

The variables of the capability of staff is low, the employees do not have distinctive 

competencies, employees are not logistic expertise, employees do not really understand the 

standard operation procedures, employees do not use collective memory from last experience 

for their solutions and employees do not understand the rules for utilize the resources have an 

influence on lack of knowledge and new technology application. The low capability of staff was 

the most influential factor for a lack of employee knowledge and new technology applications. 

The capability of Thai workers have fallen significantly behind some countries in the 

areas of English language proficiency, professional communication, social skills, leadership 

skills, time management skills, adaptability skills and IT skills ( World Bank,2007). The 

entrepreneurs’ feedback showed similar results, since they said employees did not have the 

capabilities required to do their jobs.   

Employees feel they are mismatched for their jobs as most of the logistics jobs require specific 

knowledge and skills. Most employees were not willing to ask for help even though they fully 

understood the skills needed.  
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The logistics process knowledge that stays in employee minds is tacit knowledge. Since 

employees come from different personal backgrounds they will have different knowledge levels 

of logistics processes, different viewpoints and different working methods even though they are 

facing the same logistics working processes (Chow et al., 2006). 

The logistics firms always have their own technologies and organizational knowledge 

which are management skills, firms’ culture and rules and standardized operations. However, 

most employees are not fully aware of these technologies and organizational knowledge. The 

major concern of logistics firms is that employees apply a strategic use of distinctive resources. 

The knowledge of the logistics firms refers to the collective knowledge and experience that 

cannot be directly transferred to other firms and it Means firms will use their past experience for 

recent solutions. They know how to utilize the resources for excellent service and product 

deliveries (Chow etal., 2006). 

       Logistics sector is process-oriented and involves people working together in different 

logistics processes such as purchasing, production, and customer service. Logistics success 

still needs standardized operations that follow firms’ guidelines. Employees fully understood 

resource utilization but they always ignored the process as they are felt it was too complicated 

for them. It is very important for logistics employees to understand the reasons for appropriate 

logistics guidelines and to have working process knowledge. 

 

Table 4. The mean and S.D for the lack of employee motivation 

Lack of employee motivation Mean S.D Results* 

1.Compensation package needs to change to a pay-for-

performance system 

3.12 0.31 Agreed 

2.Employees are concerned with job security 2.95 0.52 Agreed 

3.Job satisfaction of employees needs to improve 2.81 0.70 Agreed 

4. Career development will improve employee perceptions 2.81 0.53 Agreed 

5.Aretention program needs to be implemented 2.80 0.46 Agreed 

Total 2.92 0.50  

*number of respondents=50 

 

Table 4 shows the mean and S.D results for these variables: The compensation package needs 

to change to a pay-for-performance system; employees are concerned with job security; job 

satisfaction needs to improve; career development will improve employee perceptions; and a 

retention program needs to be implemented. The results found that the entrepreneurs’ 

responses for a lack of employee motivation were in the agreed level, in which the mean=2.92 

and S.D=0.50. The mean for the compensation package needs to change to a pay-for-

performance system was 3.12. The mean for employees are concerned with job security was 
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2.95. The mean for job satisfaction of employees needs to improve was 2.81. The mean for 

career development will improve employee perceptions was 2.81 and the mean for a retention 

program needs to be implemented was 2.80. 

The variables were compensation packages need to change to a pay-for-performance 

system; employees are concerned with job security; job satisfaction needs to improve; career 

development will improve employee perceptions; and a retention program needs to be 

implemented to influence a lack of employee motivation. The compensation package needs to 

change to a pay-for-performance system factor had the most impact on employee motivation. 

In Korea, a notable change in human resource management was that companies began to 

change from traditional payment methods, to paying for performance, as it encouraged 

employees to focus on personal performance outputs (Chang, 2003). More than 42 percent of 

Korean companies had implemented a pay-for-performance system and 22.6 percent of the 

others were planning to implement it. 

Job security was the most important external factor to affect employee motivation. 

Korean companies for example, were moving toward an extreme reliance on the external factor 

of motivation (Brief and Aldag, 1989). Employee attitudes towards job security was not the only 

external factor, and many factors affected employee job security. 

Job satisfaction has been defined as the positive emotional response in workers who 

have an effective attitude and offer job situation feedback. Job satisfaction is an important 

motivation for high employee performance. It should also be an organizational commitment from 

the employee’s perception. Another factor which affects job satisfaction is a firm’s working 

environment. Firms that have a good working environment have employees who have higher 

job satisfaction than those employed in a poor working environment (Poulin, 1995). 

Good support from subordinates, supervisors and the management team has a 

significant impact on employee motivation, because it will enhance employee motivation, reduce 

their stress and dramatically improve their job performance (Babin and Boles, 1996; Facteau 

et.al., 1995). Employees were concerned when there were changes in a firm’s business 

operations because this caused panic and fear to the employees. A clear and focused 

employee career development plan would reduce employee frustration and enhance employee 

motivation. 

The companies that have a better organizational culture and better job satisfaction have 

high retention rates. When a company has a policy for laying off workers or for reorganizing,, its 

retention rate falls because employees feel insecure about their jobs, and they lose their 

motivation (Sheridan, 1992).It is not necessary that the poorest performing employees leave the 



© Adisak 

Licensed under Creative Common     Page 12 

 

organization but the good performing employees will leave if they cannot rely on career 

development plans.  

 

CONCLUSION 

As the employee is an important success factor for any organization, logistics organizations 

need to revamp their organizational capabilities through employee development. The AEC will 

be fully launched in 2015 and logistics business will be very important for the Thai economy. 

The logistics business expansion and competition will be inevitable, so Thai logistics firms must 

develop their competitiveness because Thai logistics competencies are still far behind other 

countries in both unskilled and professional labor levels. 

Based on the research, the three characteristics of logistics employees in the Thailand 

context are professionalism, adaptability and internationalization. The research found that the 

quality of professionalism and standards have deteriorated and really need to improve, 

particularly in skills improvement. Adaptability is also important for Thai logistics workers as the 

logistics business does not focus only Thailand but will expand to include other counties where 

there are different perceptions and approaches to business. The excellent adaptability of Thai 

logistics workers will drive not only Thai competitiveness but also the Thai economy as a whole.  

Internationalization plays an important role since Thai workers need to work or coordinate with 

others who are from different cultures. Since the logistics sector is an international industry that 

depends on regional collaboration, then internationalization is inevitable for better people-to-

people communication in business operations. Thai workers need urgently to develop their 

English proficiency skills otherwise Thai workers will lose out on business opportunities. 

 

LIMITATIONS OF THE STUDY 

Since the information of manpower in Thai’s logistics is still limited and some entrepreneurs do 

not want to give their information, it is very difficult for information exploring. The next research 

must be focused on some parameters and retest it again for results confirmation. 
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