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ABSTRACT

Migrant workers from Myanmar face systemic employment barriers, including job inequity, unemployment and underemployment, employer discrimination, restrictive immigration policies, and language barriers. This study uses a mixed methodology that combines quantitative survey data with 40 in-depth qualitative interviews: 20 unemployed migrant workers and 20 forced laborers from Myanmar due to the lack of relevant employment opportunities in Thailand. Education (r = 0.685, p < 0.001) and work experience (r = 0.664, p < 0.001) are the strongest predictors of employment relevance, while legal status, immigration policies, and cultural barriers do not significantly affect employment outcomes. Many skilled migrants report low job satisfaction (Mean = 2.10), Insufficient income (Mean = 2.17), and long-term unemployment (Mean = 3.25) reinforce their vulnerability in the Thai labor market. Lack of recognition of credentials, limited job vacancies, and restrictions on legal work access further hinder access to work. To address these challenges, this study recommends mutual recognition agreements for foreign credentials, streamlined work permit processes, employer incentives for hiring skilled migrants, skills matching programs, and language/cultural integration training. These policy interventions are important to ensure the economic integration of skilled Burmese migrants and reduce systemic employment inequality.

Keywords: Job satisfaction, skilled migration, employment barriers, Myanmar migrants, Thailand labor market, underemployment
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	CHAPTER I
INTRODUCTION

Migration is a key feature of globalization, shaping economies, societies, and labor markets across the world. Among the various forms of migration, labor migration plays a crucial role in economic development, enabling countries to address labor shortages, enhance productivity, and sustain growth. Thailand has long been one of the primary destinations for Myanmar migrant workers, largely due to its geographic proximity, economic expansion, and demand for foreign labor. Historically, Myanmar migrants in Thailand were predominantly low-skilled workers engaged in agriculture, construction, manufacturing, and domestic services. Despite their qualifications and expertise, many skilled Myanmar migrants struggle to find employment that matches their skills and education. Several structural and institutional barriers, including the non-recognition of foreign credentials, restrictive labor policies, language and cultural differences, and legal work permit challenges, contribute to job mismatch and underemployment. These obstacles not only affect migrants’ economic opportunities but also result in a loss of human capital for Thailand, which could otherwise benefit from an available skilled workforce.
This chapter provides an overview of the research study, beginning with a discussion on the background of Myanmar migration to Thailand, the changing nature of skilled migration, and the emerging employment barriers faced by skilled professionals. It then presents the problem statement, outlining the core challenges that skilled Myanmar migrants encounter in accessing relevant employment opportunities. The objectives of the study highlight the specific research aims, while the research questions guide the investigation into job mismatch and employment barriers. Additionally, this chapter defines the scope and limitations of the study, specifying the target population, geographic focus, and methodological constraints. Lastly, the organization of the study provides an outline of the entire research structure, detailing how each chapter contributes to a comprehensive analysis of skilled Myanmar migrants' employment challenges in Thailand.
Through this study, it is hoped that practical insights and policy recommendations can be developed to facilitate better job matching, economic integration, and fair employment opportunities for skilled Myanmar migrants in Thailand.

1.1 Background Information of the Study
Migration is a defining phenomenon of the modern global economy, driven by socioeconomic, political, and environmental factors. Labor migration plays a crucial role in shaping the economies of both sending and receiving countries. While sending countries benefit from remittance inflows and workforce diversification, receiving countries rely on migrant labor to fill skill shortages and sustain economic growth (ILO, 2022).
Thailand has historically been one of the largest migrant-receiving countries in Southeast Asia, attracting workers from Myanmar, Laos, and Cambodia due to its geographic proximity, economic expansion, and demand for labor (Chantavanich & Vungsiriphisal, 2012). For decades, Myanmar migrants in Thailand were primarily low-skilled workers, employed in agriculture, construction, manufacturing, fisheries, and domestic work (IOM, 2019). Many migrated due to economic hardship, limited job opportunities, and political instability in Myanmar, with Thailand offering a relatively stable economy and higher wages compared to Myanmar’s labor market (World Bank, 2022). These labor flows became particularly structured through official and unofficial migration channels, with many migrants working in sectors where there was a persistent demand for low-cost labor (ILO, 2022).
One notable shift in migration patterns is the movement of skilled workers from Myanmar to Thailand, which has increasingly become a primary destination for professionals seeking economic opportunities, stability, and security (Khine, 2022). However, the dynamics of migration have changed significantly in recent years, particularly following the 2021 in Myanmar. The resulted in widespread political instability, economic collapse, and social unrest, triggering an exodus of both low-skilled and skilled workers.
Unlike previous migration waves that were primarily economically driven, the recent wave of skilled migration includes engineers, doctors, teachers, IT specialists, financial analysts, and business managers who previously held stable employment in Myanmar.
The movement of skilled Myanmar migrants to Thailand presents a unique economic and social dynamic. Skilled migration has the potential to bring significant benefits, such as filling workforce gaps, driving innovation, and contributing to Thailand’s economic growth (ILO, 2022). Like many other economies in the region, Thailand faces labor shortages in key sectors such as healthcare, engineering, and digital technology (World Bank, 2022). In theory, the arrival of skilled Myanmar professionals could help address these shortages.
Despite their qualifications and expertise, many skilled Myanmar migrants face significant challenges in securing employment that matches their education and experience (Giulietti et al., 2015). Barriers such as language differences, lack of credential recognition, and restrictive migration policies contribute to job mismatch, preventing their full economic integration into the Thai labor market (Khine, 2022; Zhao, 2018). As a result, many skilled Myanmar migrants end up working in low-wage, unskilled jobs or face unemployment altogether (ILO, 2022).
This study explores the extent of job mismatch and employment barriers faced by skilled Myanmar migrants in Thailand, aiming to identify the key factors that contribute to these challenges and offer practical solutions to improve their employment outcomes. The findings of this research will provide valuable insights into the broader issue of migrant labor integration and contribute to the development of strategies that can facilitate better job matching and economic inclusion for skilled migrants in Thailand.

1.2 Problem Statement of the Study
The increasing number of skilled Myanmar migrants in Thailand has exposed critical challenges related to job mismatch and employment barriers. While many migrants hold professional degrees and specialized expertise, they struggle to secure employment that matches their qualifications. Several key legal, structural, and cultural factors contribute to this mismatch, forcing many skilled migrants to accept low-wage, informal, or unrelated jobs despite their competencies.
A major challenge is the lack of recognition of foreign credentials. Degrees and certifications from Myanmar are often not accredited in Thailand, preventing skilled professionals from entering their respective fields. 
Additionally, Thailand’s migration policies favor low-skilled foreign labor, restricting skilled migrants’ access to high-paying jobs. Work permits are often tied to specific employers, making it difficult for migrants to secure stable employment in their fields of expertise. Many also lack Thai language proficiency, which further limits their chances of securing jobs that require professional communication and technical collaboration.
These barriers not only negatively impact skilled migrants who experience underemployment, job insecurity, and financial instability but also represent a loss of economic potential for Thailand, as the country fails to fully utilize an available skilled workforce. Addressing job mismatch and employment barriers is therefore critical to ensuring economic efficiency, fair labor practices, and effective workforce integration.
Understanding the underlying causes of job mismatch and the barriers that skilled Myanmar migrants face in Thailand is crucial for improving their labor market outcomes. This study will explore these factors and identify possible solutions to improve employment opportunities and integration for skilled migrants in Thailand. 

1.3 Research Objectives
The main objectives of this study are:
1. To examine the influencing key factors of skilled labor migrants in Thailand
2. To identify the relationship between key factors and employee satisfaction of skilled labor migrants in Thailand
3. To analyze the influencing factors on job satisfaction of skilled labor migrants in Thailand

[bookmark: _heading=h.g18mzfuvjhkj]1.4 Research Questions
This study aims to answer the following research questions:
1. What influencing key factors of skilled labor migrants in Thailand?
2. What is the relationship between key factors and employee satisfaction of skilled labor migrants in Thailand?
3. Which influencing factors on job satisfaction of skilled labor migrants in Thailand?

[bookmark: _heading=h.64zljowykvrr]1.5 Scope and Limitation of the Study
This study focuses on skilled Myanmar migrants aged 18–45 who have migrated to Thailand. The study will examine migrants across various cities in Thailand, including but not limited to Bangkok and Chiang Mai. The primary data will be collected through online pre-structured survey questionnaires and, where necessary, semi-structured interviews. The study will specifically examine job mismatch and employment barriers faced by skilled Myanmar migrants in Thailand. It will analyze the impact of labor policies, credential recognition, language proficiency, and employment restrictions on skilled migrants. This study will exclude employers and focus solely on the migrants' perspectives regarding their employment experiences and challenges.
The scope of the study will also be limited by the availability of participants and the reliability of self-reported data. The sample size may be limited by the accessibility of skilled migrants willing to participate in online surveys. Although this approach ensures inclusivity and accessibility, it may result in biases, particularly due to the sensitive nature of the topics discussed (e.g., legal status and employment challenges). Due to time constraints, this research will provide a cross-sectional analysis rather than a longitudinal study on labor market integration trends.

[bookmark: _heading=h.fuvm885rwocd]1.6 Organization of the Study
This paper is structured into five chapters:
· Chapter 1: Introduction – Provides an overview of the research topic, background information, problem statement, research objectives, research questions, scope, and study limitations.
· Chapter 2: Literature Review – Reviews existing research on job mismatch, skilled migration trends, labor market barriers, and theoretical frameworks, such as Human Capital Theory, Push-Pull Theory, and Labor Market Segmentation Theory.
· Chapter 3: Research Methodology – Describes the research design, data collection methods, target population, sampling strategy, and analytical techniques used in the study.
· Chapter 4: Data Analysis and Results – Presents the survey findings, statistical analysis, and thematic insights from interviews, demonstrating how employment barriers impact skilled Myanmar migrants.
· Chapter 5: Conclusion and Recommendations – Summarizes the key findings and their implications and offers policy recommendations and solutions for improving labor market integration for skilled migrants in Thailand.
This structured approach ensures that the study effectively investigates job mismatch and employment barriers while offering practical, research-driven insights for improving labor market access for skilled Myanmar migrants in Thailand.
[bookmark: _heading=h.5syj0j2elzo4]













CHAPTER II
LITERATURE REVIEW

This chapter presents a comprehensive review of the literature relevant to job mismatch and employment barriers faced by skilled Myanmar migrants in Thailand. It aims to provide the theoretical foundation for understanding the factors influencing job mismatch and barriers to employment, as well as their implications for labor market integration. The chapter begins by defining key concepts, including job mismatch, skilled migration, and employment barriers. It explores theoretical frameworks such as Human Capital Theory, Push-Pull Theory, and Cultural Capital Theory, which underpin the study. Additionally, the chapter reviews empirical studies on migration patterns, employment challenges, and the socio-economic impacts of job mismatch, particularly in the context of Southeast Asia. Finally, the conceptual framework of the study is presented, linking independent variables such as education, professional skills, and legal status to the dependent variable of job relevance.

The Mismatch Defined
Three definitions of mismatch are used: educational (qualification) mismatch or vertical mismatch, horizontal mismatch, and skill mismatch. Educational (vertical) mismatch refers to a situation in which the educational qualifications held by a worker differ from those perceived to be required either by the employer or the worker to carry out adequately the tasks associated with his/her job. Horizontal mismatch moves away from a reliance on the level of education by taking into account the type of education, namely, the mismatch between an individual’s field of education and his/her occupation. Skill mismatch is seen as the discrepancy between the skill—both general and specific--possessed by a worker and the skills required by his/her jobs.
An individual can be grouped into one of three types of the educational mismatch: overeducated, undereducated, or properly matched worker. An individual can be defined as being overeducated (undereducated) if his or her educational level exceeds (below) the required level of education to do his or her job. Properly matched worker has educational level that matches with educational level which a job requires.
It follows that the operationalization of mismatch requires both a measure for the attained educational level of the worker and the required level of education to the job. Although observed educational levels may be subject to some measurement error, the measurement of required education is much more difficult. On measuring the required level of schooling, four different measurements are possible. First, workers are asked on the schooling requirement for their jobs; second, information on job descriptions is collected; third, information on required school in calculated by using mean or mode method. Fourth, required education is considered from the correspondence between ISCO educational level and ISCED occupational level. The main reason for this lack of uniform measurement is the dependency of empirical researchers on the availability of relevant data to measure the mismatch.
First, the self-assessment method asks to specify the minimum education required for their jobs and their response is defined as required schooling. This method is further broken down into direct and indirect self-assessment. The former asks the respondents whether they are over-, under-, or rightly educated for their jobs from the questions like ‘Do you have a level of education which is, according to your own opinion, too high, too low, or appropriate to your job?’(Groeneveld and Hartog, 2004). Indirect self-assessment asks respondents the best level for their job. Over- and under-education is then measured by comparing this level with the actual educational level for their job. However, there are large differences in the formulation of the question on which the measure is based. So, this set of measures is divided into two groups. One is based on the question asking the required level to perform the job (Hartog and Oosterbeek, 1988); another is based on the question asking required level to have the job (Duncan and Hoffman, 1981).
A potential advantage of self-assessment is that the worker respondent is in the best position to judge which qualifications are needed for the job he or she performs. But its weakness lies in different answers to different questions. A piece of evidence is reported by Green, Mcintosh and Vignoles (2002). The University of Newcastle alumni were asked how much schooling is needed to get their current job and how much schooling required to do their job. A quarter of their respondents give different answers to these two questions. Clearly, workers’ self-assessment of required schooling could be biased as the respondents are likely to overstate the requirement of their jobs and to upgrade the status of their position.
Self-assessment method has been used by Duncan and Hoffman (1981), Hartog and Tsang (1987), Sicherman (1991), Groot and Brink (2000), Lindley (2005), and Korpi and Tahlin (2009). Some variations exist across these studies. Cases in points: How much formal education is required to get a job like yours? (Duncan and Hoffman, 1981); If someone is applying today for the job you are doing now, would they need any schooling beyond compulsory education? If yes, how many years of education beyond compulsory education would they need? (Galasi, 2008); To you, what level of educatin is best prepared for your job? (Hartog and Oosterbeek, 1988); What kind of education does a person need in order to perform in your job? (Alba- Ramirez, 1993).
Second, job Analysis is a systematic evaluation by professional job analysts who spell out the exact required level of education for the job titles in an occupational classification. A well-known example is the U.S. Dictionary of Occupational Titles (DOT) which contains an indicator for educational requirement in the form of the General Educational Development (GED) scale. This scale runs from 1 to 6 or the lowest to the highest years of required schooling. These GED categories are then translated into school years equivalents (0-18). GED scale of six is an equivalence of 15-16 years of school by U.S. Department of Labor, while it is 17-18 years of school by Eckaus.

The Existence of Mismatch
The mismatch refers to the imbalance between demand and supply of graduates in each educational level, i.e. the supply of college graduates is greater than the hiring demand. These graduates accept jobs which require lower level of education than they actually have to avoid being unemployed. In the end, they become overeducated workforce. In the other hands, an individual is said to be undereducated if they have lower level of education than that required by a job. He or she may substitute job experience for low educational level.
Tsang and Levin (1985), Hartog and Oosterbeek (1988) and Sicherman (1987) have found the educational mismatch in U.S. labor market. As a result from an expansion in higher education, higher education is seen as the vehicle in improving skills and promoting economic growth. The relative supply of college graduates entering the labor market has increased dramatically while the job structure has not been able to absorb the increased supply of educated workers and a state of over- education has emerged in labor market.
The labor markets in many countries have experienced the educational mismatch, regardless of measures of required education. Using self-assessment method, Alba-Ramirez (1993) finds the incidence of over education in Spain;
similarly, using Realized Match method, Cohn and Khan (1995) find the over education in the U.S. Table 2.4 summarizes the incidence of over education from various measures of required schooling.
Educational mismatch is also found in Thai labor market. Yonyuth Chalamwong (2011) shows that there is excess supply of university educated workers especially in Bangkok due to the fact that Bangkok is the hub of higher learning with a higher concentration of higher education institutions than all other provinces in the kingdom. Gropello, et. al. (2011) have used two indicators to identify the supply of university graduates, namely, tertiary educated workforce and tertiary gross enrollment ratio. Their finding reveals that Thailand has gaps in the current quantity of tertiary educated workers but not in the tertiary gross enrollment ratios. With a new approach, Mehta, et. al. (2011) have also found over education in Thai labor market.
Over education is confirmed if observed education levels rise in jobs that offer very low returns to education and that undergo little technological change. With a concentration in low skilled jobs which require primary education such as cooks, waitresses, bus drivers, carpenters, and security guards, if workers with more than primary schooling have higher proportion to work in low skilled jobs over time, there is an increase in the incidence of over education.

2.1 Theoretical Concepts and Principles
Several theoretical frameworks help explain job mismatch and employment barriers for skilled Myanmar migrants in Thailand.
1. Human Capital Theory (Becker, 1964): This theory emphasizes the importance of education, skills, and experience as assets that contribute to labor productivity. It provides a lens for understanding how the qualifications of skilled migrants are underutilized in host countries due to job mismatch. However, in the case of skilled Myanmar migrants, their human capital is often underutilized due to: i) non-recognition of foreign qualifications, ii) lack of legal work authorization, iii) language and cultural barriers, iv) limited professional networks in Thailand. Thus, even though skilled migrants possess valuable qualifications, they often end up working in low-skilled jobs due to these barriers.
2. Push-Pull Theory (Lee, 1966): The Push-Pull Theory explains migration as a result of push factors (reasons for leaving home country) and pull factors (attractions of the host country). Push factors (e.g., political instability, economic collapse) and pull factors (e.g., economic opportunities, higher wages than Myanmar, more stable political environment in Thailand) drive migration. These factors often create misalignments between migrant skills and labor market demands.
3. Dual Labor Market Theory (Piore, 1979): This theory explains the segmentation of labor markets into primary (skilled jobs) and secondary (low-wage, unskilled jobs) sectors, highlighting why skilled migrants often end up in secondary roles. Most skilled Myanmar migrants remain stuck in the secondary labor market because Thai migration policies prioritize low-skilled labor migration, employers prefer Thai nationals for skilled positions, and language and cultural barriers limit job access.
4. Cultural Capital Theory (Bourdieu, 1986): Cultural barriers, including language and workplace norms, influence the employability of migrants and their integration into skilled job markets. Skilled Myanmar migrants lack Thai language proficiency. They lack access to professional networks in Thailand. Discrimination and cultural misunderstandings further reduce job opportunities. Thus, even if migrants have technical skills, their lack of cultural capital makes it harder for them to obtain skilled jobs.

[bookmark: _TOC_250191]The Push-Pull Theory
The push-pull theory was initially deployed to investigate migration-related issues (Lee, 1996) before it was widely used to research international students’ mobility. The history of the push-pull theory can be traced back as early as the 19th century when Ernst Ravenstein (1885) published ‘The Law of Migration’ in the Journal of the Statistical Society, where the author suggested that migration is governed by a set of ‘push and pull’ processes. Push factors are adverse factors that cause people to relocate or move away from their current situation. On the opposite end, pull factors are favourable factors that attract people to moving to the new place (Dorigo & Tobler, 1983). In other words, causal effects of push-pull factors help to determine the size and direction of migration flows (Portes & Borocz, 1989).
The push-pull theory was initially deployed to investigate migration-related issues (Lee, 1996) before it was widely used to research international students’ mobility. The history of the push-pull theory can be traced back as early as the 19th century when Ernst Ravenstein (1885) published ‘The Law of Migration’ in the Journal of the Statistical Society, where the author suggested that migration is governed by a set of ‘push and pull’ processes. Push factors are adverse factors that cause people to relocate or move away from their current situation. On the opposite end, pull factors are favourable factors that attract people to moving to the new place (Dorigo & Tobler, 1983). In other words, causal effects of push-pull factors help to determine the size and direction of migration flows (Portes & Borocz, 1989).
McMahon (1992) was among the earliest researchers to adopt the push-pull theory to investigate international employees in the USA during the 1960s and 1970s. The push- pull theory has been used extensively in international student mobility research, exploring students’ migration patterns (Altbach, 1991; Mazzarol & Soutar, 2002). In the context of international student mobility, push factors refer to the home country’s adverse situation in initiating a student’s decision to study abroad (Gatfield & Chen 2006). By contrast, pull factors are often associated with the attractiveness of the host country and institutional features or attributes (Mazzarol & Soutar 2002; Wilkins et al., 2012).
Similar to most combined models, the push-pull theory depicts the students’ decision- making process in three stages (see Figure 2.2), and begins with 1) the decision to study abroad; 2) followed by deciding the study destination; and 3) finally selecting the desired field (Chen, 2007). The intention to study abroad may be formed under a series of push factors (aroused by both internal and external factors) within the home country. Push factors usually refer to negative conditions caused by the adverse political and/or economic conditions of the origin country (Chen, 2007). Once the intention has been developed, the next phase involves selecting the host country. In this phase, pull factors (a wide range of country factors) might make one country more attractive than another. For instance, country pull factors may include the country’s image, culture, language, political stability, cost of living, proximity, visa processing and migration matters (Mazzarol & Soutar, 2002). The third stage is when employee choose a desired institution. At this stage, a variety of additional pull factors (a bundle of institutional factors) differentiate one institution from another. Pull factors are usually positive and attractive; Llewellyn- Smith & McCabe, 2008). In fact, Singh et al. (2014) in their study identified that pull factors are in many ways more significant in affecting students’ choice than push factors. Examples of institutional pull factors include: the institution’s image, reputation, quality, programs, fees, location, employment, environment and facilities. A number of previous studies have used the push-pull theory as a mechanism to understand international student decisions (McMahon, 1992; Mazzarol & Soutar, 2002; Binsardi & Ekwulugo, 2003). From the push factor perspective, it reveals some hindsight to the home country government as to why employee  favour one study destination over another. Governments may work towards fixing the weak attributes of their country to improve their home market attractiveness and to reduce the outflow of local employee (Ahmad & Buchanan, 2015). From the pull factor viewpoint, understanding factors that appeal to students help the host country and its craft a more strategic international recruitment strategy. Some researchers have expanded the push-pull theory to suggest that individual institutions should have their own set of pull factors to differentiate themselves in the market (Mazzarol & Soutar, 2002; Maringe & Carter, 2007). The push-pull theory is said to provide a holistic and undisturbed view of international employee mobility patterns and trends (Lee, 1966; Portes & Rumbaut, 1990; Cinel, 1991)
McMahon (1992) was among the earliest researchers to adopt the push-pull theory to investigate international employees in the USA during the 1960s and 1970s. The push- pull theory has been used extensively in international student mobility research, exploring students’ migration patterns (Altbach, 1991; Mazzarol & Soutar, 2002). In the context of international student mobility, push factors refer to the home country’s adverse situation in initiating a student’s decision to study abroad (Gatfield & Chen 2006). By contrast, pull factors are often associated with the attractiveness of the host country and institutional features or attributes (Mazzarol & Soutar 2002; Wilkins et al., 2012).
Similar to most combined models, the push-pull theory depicts the students’ decision- making process in three stages (see Figure 2.2), and begins with 1) the decision to study abroad; 2) followed by deciding the study destination; and 3) finally selecting the desired field (Chen, 2007). The intention to study abroad may be formed under a series of push factors (aroused by both internal and external factors) within the home country. Push factors usually refer to negative conditions caused by the adverse political and/or economic conditions of the origin country (Chen, 2007). Once the intention has been developed, the next phase involves selecting the host country. In this phase, pull factors (a wide range of country factors) might make one country more attractive than another. For instance, country pull factors may include the country’s image, culture, language, political stability, cost of living, proximity, visa processing and migration matters (Mazzarol & Soutar, 2002). The third stage is when employee choose a desired institution. At this stage, a variety of additional pull factors (a bundle of institutional factors) differentiate one institution from another. Pull factors are usually positive and attractive; Llewellyn- Smith & McCabe, 2008). In fact, Singh et al. (2014) in their study identified that pull factors are in many ways more significant in affecting students’ choice than push factors. Examples of institutional pull factors include: the institution’s image, reputation, quality, programs, fees, location, employment, environment and facilities. A number of previous studies have used the push-pull theory as a mechanism to understand international student decisions (McMahon, 1992; Mazzarol & Soutar, 2002; Binsardi & Ekwulugo, 2003). From the push factor perspective, it reveals some hindsight to the home country government as to why employee  favour one study destination over another. Governments may work towards fixing the weak attributes of their country to improve their home market attractiveness and to reduce the outflow of local employee (Ahmad & Buchanan, 2015). From the pull factor viewpoint, understanding factors that appeal to students help the host country and its craft a more strategic international recruitment strategy. Some researchers have expanded the push-pull theory to suggest that individual institutions should have their own set of pull factors to differentiate themselves in the market (Mazzarol & Soutar, 2002; Maringe & Carter, 2007). The push-pull theory is said to provide a holistic and undisturbed view of international employee mobility patterns and trends (Lee, 1966; Portes & Rumbaut, 1990; Cinel, 1991)
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2.2 Variables of the Study
This section defines the dependent and independent variables of the study.

2.2.1 Dependent Variable
Job satisfaction
The extent to which a migrant’s current job their qualifications, skills, and previous experience. For skilled Myanmar migrants in Thailand, job mismatch is a significant concern, as many professionals with higher education degrees and specialized training are forced into low-skilled, low-paying jobs due to multiple structural barriers (ILO, 2022). A high level of job relevance means that a migrant is employed in a position that effectively utilizes their skills and education, leading to career growth, job satisfaction, and financial stability. Conversely, a low level of job relevance indicates that the migrant is underemployed or working in a sector unrelated to their expertise, which can result in economic hardship, professional stagnation, and reduced productivity. The following key indicators will be used to measure job relevance:
a) Employment Status: Whether the migrant is employed, unemployed, or working in an informal sector. A lack of legal employment opportunities forces many skilled migrants into undocumented or informal work, reducing their ability to use their qualifications effectively.
b) Job Satisfaction: The degree to which a migrant is content with their current job, considering factors such as job stability, work conditions, and career prospects. Skilled migrants who are forced into menial labor or temporary work often report low job satisfaction and higher turnover rates (Giulietti et al., 2015).
c) Income Level: Whether the migrant’s income aligns with their skills, education, and experience. Many skilled Myanmar migrants earn significantly 


d) lower wages than their Thai counterparts in similar professions, highlighting a wage gap and unequal labor market access (Khine, 2022).
e) Duration of Unemployment: The length of time a skilled migrant remains jobless or underemployed before securing employment. Long periods of unemployment or job search difficulties suggest barriers in the labor market, such as legal restrictions, discrimination, and non-recognition of credentials (ILO, 2022). 
f) Job Type: The classification of the migrant’s current employment, categorized as: highly Relevant (aligned with skills and education), moderately relevant (partially related to skills but below qualification level), and not relevant (low-skilled or unrelated work). This distinction helps evaluate whether migrants are placed in jobs that match their capabilities or force them into survival employment.

2.2.2 Independent Variables
1) Education Background
The highest educational attainment and its relevance to job opportunities. Education is one of the most critical factors influencing employment opportunities, career progression, and job relevance. Skilled Myanmar migrants possess varying levels of educational attainment, ranging from vocational training and bachelor's degrees to advanced postgraduate qualifications. However, the extent to which their education aligns with job opportunities in Thailand depends on several factors such as recognition of foreign degrees and certifications, relevance of educational qualifications to the Thai Labor Market.
2) Professional Skills
 The specific skills possessed by skilled Myanmar migrants play a direct role in determining their employability, job relevance, and career advancement in Thailand. While technical, managerial, and industry-specific skills are important, their value is contingent on demand within the Thai labor market. Some skills, such as medical expertise, IT proficiency, and engineering capabilities, are highly sought-after, whereas others may have limited opportunities in Thailand. Certain technical and professional certifications from Myanmar may not be accepted or accredited in Thailand, creating barriers to employment in regulated fields. Some skilled migrants may need to adapt their expertise to fit the Thai job market, requiring additional training or credential equivalency assessments.
3) Work Experience
 Work experience significantly impacts a migrant’s employability, job stability, and earning potential. Skilled Myanmar migrants often have prior work experience in professional roles in Myanmar, but its relevance in Thailand is shaped by multiple factors such as industry-specific experience, recognition of past employment. Migrants with extensive work experience in internationally recognized firms or multinational companies may have an advantage, while those with experience in Myanmar-based local firms may face higher skepticism from Thai employers.
4) Legal Status
Legal documentation plays a critical role in determining a migrant’s access to formal employment, job security, and career opportunities. Skilled Myanmar migrants in Thailand fall under various visa categories, each with different restrictions and implications for employment. Many skilled migrants struggle to obtain a valid work permit, which limits their ability to secure formal employment and forces them into informal or low-skilled jobs. Some migrants enter Thailand on non-work visas (e.g., tourist, student, or dependent visas), restricting their legal right to work in skilled professions. In many cases, migrants rely on Thai employers to sponsor their work permits, creating a power imbalance where they may face job insecurity or exploitation.
5) Cultural/Language Barriers
Challenges in communication, adapting to Thai workplace norms, and discrimination.  Language and cultural adaptation are major determinants of employment accessibility, workplace integration, and career advancement for skilled Myanmar migrants in Thailand.
· Thai Language Proficiency – Many skilled jobs require fluency in Thai, making it difficult for migrants to apply for jobs, communicate effectively, and perform professional duties.
· Workplace Cultural Differences – Thai workplace culture may differ from Myanmar’s in terms of communication styles, hierarchy, and professional expectations, making adaptation difficult for some migrants.
· Discrimination and Stereotypes – Some Thai employers hold negative stereotypes about migrant workers, assuming they are only suited for low-skilled jobs, which can hinder career progression for skilled professionals.
6) Migration Policies
Restrictions and regulations affecting access to skilled employment. Thailand’s migration policies play a decisive role in shaping employment opportunities and labor market accessibility for skilled Myanmar migrants. The legal framework surrounding foreign employment influences whether migrants can secure jobs that align with their qualifications or if they are restricted to low-wage labor sectors.
· Employment Restrictions for Foreign Workers – Thai labor laws prohibit foreign workers from practicing certain professions (e.g., medical practice, legal services, and government positions) that are reserved for Thai nationals under the Alien Working Act.
· Work Permit and Visa Regulations – The Thai government issues work permits primarily for low-skilled laborers, making it challenging for skilled migrants to obtain permits for professional jobs.
· Policy Inconsistencies and Bureaucratic Hurdles – The legal process for skilled migrants to obtain residency, work permits, and visa renewals is often complex, time-consuming, and inconsistent, creating obstacles for career stability.
Internal migration
New patterns of internal migration are also developing in response to the major transitions in the country. With the growth of older industrial zones and the development of new Special Economic Zones, there is increased work available in manufacturing in urban centres, drawing young people, especially young women, away from the rural areas. Traditional movements of children, girls into domestic work, boys into tea shops and other manual work, continues although new trends will definitely develop with changes in laws and attitudes to child labour and with the growing need for service workers. In Myanmar, internal migrants have been shown to be vulnerable to migrating into situations of sub-standard working and living conditions, with a smaller percentage migrating into situations of forced labour and trafficking. The ILO recognises that the vulnerability of internal migrants directly relates to two major factors, one is the recruitment process and the second is the type of work at destination. The sectors which have been identified as most exposing the migrants to situations of forced labour or severe exploitation are mining, fishing, construction and domestic work.
It is therefore a dynamic time to support the development of effective services for potential, current and returned migrants, including access to up to date accurate information, recruitment and job matching services, complaints mechanism, social protection, access to financial services, to vocational skills and accreditation, justice and counselling throughout the migration cycle. It is also a critical time to support the improvement of labour migration governance to ensure that migration is not a goal unto itself, but that migration is a means to a goal. For individuals the goal may be to support the education of their children thereby moving their families out of the cycle of poverty, or to support their families or communities to invest locally for long term local development, or a whole range of goals. For the country, migration can be one means to accelerating the development of the country, providing employment to the unemployed, foreign exchange, increased skills and education and closer ties with countries of destination. Without a long term vision on the part of individuals and the country, migration will be become an ever increasing phenomenon which only provides for today.

Labour migration activities
The ILO works with its tripartite constituents, government, overseas employment agencies and labour organizations as well as with Parliamentarians and CSOs to strengthen the legislative and policy framework governing labour migration, to make migration safer and more likely to result in decent work and to increase the long term benefits of migration for migrants and their families, and for the country. 
· Trainings for tripartite constituents in Shan State, Rakhine State, Ayeyawaddy Region, Mandalay Region, Yangon and national Union level, on: International Labour Migration Management; Regulating Recruitment, Internal Migration Governance, Return and Reintegration, Domestic Work.
· Development of and workshops on Briefing Papers for International Migration on Complaints Mechanisms, Social Protection and Recruitment
· Development of policy briefs and workshops on Policy Coherence and exploring the inter linkages between migration and development policies.
· Updating and supporting the implementation of the National Plan of Action on Labour Migration Management
· Broadening public discussion and debate on issues related to migration.
· Developing systems to maintain good data records for internal and international migration.
· Improving the conditions in domestic work in Myanmar through national policies protecting the labour rights of domestic workers and advocating for the ratification of Convention 189.
2.3 Review of Empirical Studies
Several empirical studies have explored the migration trends, employment barriers, and job mismatch issues faced by skilled migrants in different contexts. This section reviews key studies relevant to Myanmar migrants in Thailand, focusing on labor market integration, credential recognition, legal barriers, and cultural challenges.

i) Chantavanich and Vungsiriphisal (2012): Migration Flows and Policy Barriers
Chantavanich and Vungsiriphisal (2012) conducted an in-depth study on migration flows from Myanmar to Thailand, analyzing the socioeconomic impacts of labor migration on both countries. Their research highlighted that Myanmar migrants have historically been absorbed into low-wage sectors, such as agriculture, fisheries, construction, and domestic work, with limited opportunities for career advancement.
A key finding of their study was that Thai labor policies restrict skilled labor integration, as migration policies primarily focus on regulating low-skilled labor migration. Even though Thailand faces skill shortages in certain sectors, there is no clear pathway for skilled migrants to enter professional jobs, leaving highly educated Myanmar workers underemployed. Their study provided early evidence of structural barriers that continue to affect skilled Myanmar migrants today.

iii) Giulietti et al. (2015): Skill Mismatch and Credential Recognition
Giulietti et al. (2015) conducted a comparative study on skill mismatch among migrants across multiple countries, providing insights into the structural barriers that prevent migrant workers from utilizing their full potential. Their study emphasized that credential recognition is a major determinant of labor market integration, as many host countries do not recognize foreign degrees and professional qualifications. Their findings align with the challenges faced by skilled Myanmar migrants in Thailand, where a lack of certification equivalency and accreditation limits access to skilled jobs. They also found that labor market segmentation plays a significant role in keeping migrants in low-wage, low-skill positions, regardless of their education and professional background. The study highlighted that governments should implement skill validation programs to allow migrant professionals to re-enter their trained professions.

iv) International Labour Organization (ILO) (2022): Employment Barriers for Migrants in Southeast Asia 
The ILO (2022) conducted a regional analysis on employment barriers for migrants in Southeast Asia, with a particular focus on legal and cultural challenges affecting their job opportunities. The study found that many host countries, including Thailand, have restrictive labor policies that prioritize local workers over migrants, even in sectors where there are critical skill shortages. The study also pointed out that migrant workers face discrimination in hiring practices and are often paid lower wages than their local counterparts, even when they have equal or superior qualifications. Additionally, the ILO highlighted that work permit policies make it difficult for skilled migrants to access professional jobs, often leaving them stuck in informal employment with little job security. Their findings reinforced the urgent need for policy reforms to facilitate fair employment practices for skilled migrants.

v) Zhao (2018): Cultural and Language Barriers in Migrant Employment
Zhao (2018) explored the impact of cultural differences and language barriers on migrant employability, highlighting how linguistic and cultural adaptation plays a key role in determining job success. The study found that migrants who lack fluency in the host country’s language face greater challenges in securing skilled jobs, as many employers prefer hiring native speakers or workers who can easily integrate into local workplace culture. This finding is particularly relevant for skilled Myanmar migrants in Thailand, where many struggle with Thai language proficiency. Without fluency in Thai, even those with strong technical skills or professional expertise are often overlooked for job opportunities, leading to underemployment and job dissatisfaction. Zhao's research suggested that language training programs and cultural orientation initiatives could help skilled migrants overcome these barriers and improve their job prospects.
 The existing literature underscores the systemic challenges that skilled Myanmar migrants face in Thailand, ranging from legal restrictions and job mismatch to discrimination and language barriers. Addressing these issues requires policy reforms, skill recognition initiatives, and employer engagement to ensure that skilled migrants can fully utilize their expertise while contributing to Thailand’s workforce development. This study will build on these empirical findings by further examining the experiences of skilled Myanmar migrants in Thailand and identifying solutions for their labor market integration.

2.4 Conceptual Framework of the Study
The conceptual framework focuses on understanding how independent variables (education, professional skills, work experience, legal status, cultural barriers, and migration policies) influence the dependent variable (job relevance). This framework provides a structured approach to analyzing the causes and extent of job satisfaction.

                                 Conceptual Model 
           Independent variable				          Dependent variable
-Level of education
-Professional skill
-Working experience
-Legal status
-Cultural or language barrier
- migration policies



Job satisfaction







Source: Own Complication Based on Previous Studies


CHAPTER III
METHODOLOGY

This chapter outlines the methodology employed to explore job mismatch and employment barriers faced by skilled Myanmar migrants in Thailand. A mixed-methods approach is adopted, combining quantitative and qualitative methods to ensure a comprehensive analysis of the research problem. The research design integrates descriptive and analytical components to identify key factors influencing job mismatch and to evaluate their relationships with employment outcomes. Data collection is conducted online using structured surveys and, if necessary, semi-structured interviews, ensuring accessibility for participants across various regions of Thailand. Ethical considerations, including informed consent and confidentiality, are integral to maintaining the integrity and trustworthiness of the study.

3.1 Research Methods
This study employs a mixed-methods approach, combining both quantitative and qualitative research methods to achieve a comprehensive understanding of job mismatch and employment barriers faced by skilled Myanmar migrants in Thailand. The quantitative component involves structured survey questionnaires to collect numerical data on variables such as education, professional skills, work experience, legal status, and cultural or language barriers. The qualitative component, if required, includes semi-structured interviews to provide deeper insights into the personal experiences and perspectives of migrants. This approach allows for a robust analysis of the relationships between variables and the contextual factors influencing job mismatch.

3.2 Research Design
The study adopts a descriptive and analytical research design. The descriptive aspect seeks to identify and explain the factors contributing to job mismatch and employment barriers, while the analytical aspect examines the relationships between these factors and job relevance for skilled Myanmar migrants. The research targets migrants aged 18–45 who have relocated to Thailand, focusing on their professional qualifications and employment experiences. A cross-sectional design is employed, capturing data at a single point in time to analyze current trends and challenges. Convenience and snowball sampling techniques are utilized to reach participants, ensuring a diverse representation of experiences. The study will be conducted over a cross-sectional time frame, gathering data at a single point in time to capture the current experiences and challenges of skilled Myanmar migrants in Thailand. The study acknowledges certain limitations, such as reliance on self-reported data, potential sampling biases due to convenience sampling, and the dynamic nature of migration policies that may evolve during or after the study.

3.3 Data Collection Method
Data collection is conducted online due to the dispersed nature of the target population and the impracticality of face-to-face interactions.
· Quantitative Data: Structured survey questionnaires are distributed through Google Forms, shared in social media groups such as Facebook and Line app, where Myanmar migrants are actively engaged. These surveys include both closed-ended questions for statistical analysis and open-ended questions for qualitative insights.
· Qualitative Data: Semi-structured interviews, if necessary, are conducted via online platforms such as Zoom, Line app or Skype to explore migrants' experiences in greater depth. This ensures flexibility and accessibility for participants, regardless of their geographic location.
· Secondary Data: Relevant reports, academic studies, and migration policy documents are reviewed to provide context and support for the analysis.

3.4 Ethical Consideration
Ethical considerations are integral to the research process to ensure the rights and dignity of participants are upheld. Informed consent is obtained from all participants prior to their involvement, with clear explanations of the study's purpose, methods, and their rights to withdraw at any time without consequences. 
Ethical considerations form a fundamental cornerstone of the research process, ensuring that the rights and welfare of participants are upheld. In the context of this study, stringent ethical measures have been meticulously integrated to safeguard the integrity and dignity of all involved.
First and foremost, the principle of informed consent has been rigorously observed. Prior to their participation in the survey, all respondents were provided with comprehensive information regarding the study's objectives, procedures, and potential implications. This facilitated their voluntary and informed decision to engage in the research.
In the pursuit of preserving participant confidentiality, stringent measures have been implemented. No personally identifiable information, such as names, addresses, or contact numbers, was collected. This anonymity assures respondents that their responses remain detached from their personal identities, thereby fostering a sense of security in their participation.
Moreover, the collected data serves solely the purpose of this research endeavor. It will be treated with the utmost confidentiality, guarding against any unintended disclosure or unauthorized access. The principle of data minimization has been honored, ensuring that only relevant information is gathered, used, and retained.
As a further safeguard, the data analysis and reporting will adhere to the tenets of aggregate reporting. This approach prevents the identification of individual participants, maintaining their privacy and anonymity. By consolidating data into overarching trends and patterns, the study mitigates any risk of exposing sensitive information.
In the ethical landscape, the study operates within the parameters set by the academic institution's guidelines and regulations. These encompass the entire research lifecycle – from data collection and analysis to reporting. Such adherence serves to uphold the standards of integrity, transparency, and fairness, instilling confidence that the research's outcomes remain ethically grounded.
In summation, the ethical considerations underlying this study resonate with the utmost dedication to participant welfare and rights. Informed consent, confidentiality, data security, and compliance with institutional ethical guidelines converge to create an environment where the dignity of participants is preserved. Through these ethical safeguards, the study embodies a commitment to responsible and respectful research practices.



	
3.5 Questionnaire Development
The development of the questionnaire was based upon five dimensions of questionnaire items. The instrument was then adapted and checked by conducting pre-testing as a pilot survey for its validity. It is subsequently further tuned to increase applicability and clear-cut. As a necessary support for constructing a good questionnaire, pre-testing was conducted to provide an authentic test before the full-scale data collection was carried out. During pre-testing, their suggestions were also considered to improve the reliability and relevancy of questionnaire items. Some wording and flow of items were corrected to relevant of development quality because weaknesses of item wording, sequencing and the flow of questionnaires were found. 
	And then the questionnaire is designed to collect data on respondents’ overall job relevant. Before proceeding with further analysis, the reliability testing was conducted to make sure consistent measurement across various items in the questionnaire. Consequently, this method determined reliability through examining the internal consistency of the research instrument such as questions (items) in the questionnaire, which are normally presented. Cronbach’s Alpha is one of the most frequently used metrics to measure a scale’s reliability, in which its index ranges from 0.0 to 1.0. The research instrument had been consisting of a structured questionnaire for part B, in which respondents were required to indicate their level of involvement with the help and easy to answer of five dimensions where 1 = “strongly disagree” to 5 = “strongly agree”. In additionally, the survey had considered obligatory commitment for respondents’ data strictly confidential and cause of ethical.










CHAPTER IV
DATA ANALYSIS AND RESULT

4.1 Description of Population and Sample
The purpose of this section is to provide an overview of the population surveyed in this study and the sample characteristics. This research focuses on skilled Myanmar migrants in Thailand to analyze job satisfaction and employment barriers they face. To achieve this, data were collected using a mixed-methods approach, combining structured surveys with semi-structured interviews to gain both quantitative and qualitative insights.
A total of 180 respondents participated in an online survey conducted through Google Forms, where they answered Likert scale-based questions regarding their employment status, education, impact of legal status, cultural and language barrier, job relevance, and challenges in the labor market. Additionally, 40 in-depth interviews were conducted via Line group chats and online calls, targeting 20 unemployed migrants and 20 individuals who could not secure jobs in Thailand and had to work remotely from Myanmar. This dual approach ensures a comprehensive understanding of both statistical patterns and individual experiences.
The sample consists of Myanmar migrants aged 18–45 years with varying educational backgrounds, industry expertise, and work experiences. Respondents are currently based in different Thai cities, such as Bangkok, Chiang Mai, Mae Sot, and other industrial and border regions, where job opportunities for migrants are concentrated. The study investigates the relationship between independent variables (education, skills, working experience, legal status, cultural/language barriers, and migration policies) and the dependent variable (job relevance) to test the hypothesis that job mismatch exists among skilled Myanmar migrants.
The following subsections provide a detailed breakdown of the sample demographics, employment conditions, and the rationale behind selecting this particular group for analysis.




4.1.1 Demographic Profile of Respondents
Understanding the demographic profile of respondents is essential for contextualizing the findings of this study on job mismatch and employment barriers among skilled Myanmar migrants in Thailand. This section provides an overview of the age, gender, marital status, education level, field of expertise, year of migration, current residence, and migration reasons of the participants. These factors help to identify patterns in employment challenges and provide insights into how personal and professional characteristics influence job relevance and career opportunities in Thailand. A total of 180 respondents were participated in online survey.
(i) Gender of Respondents
Male and female respondents are divided based on their gender. Table (4.1) and figure (4.1) describe the breakdown of respondents by gender below.

Table (4.1) Descriptive Analysis of Gender
	[bookmark: OLE_LINK1]Sr. No 
	Gender
	No. of Respondents
	Percentage (%)

	1
	Male
	124
	68.9

	2
	Female
	56
	31.1

	3
	Other
	0
	0

	
	Total
	180
	100.00



Figure (4.1) Comparison of Gender

As shown in the demographic summary table (4.1) and figure (4.1), among the 180 respondents, the majority of respondents are male, accounting for approximately 69% of the total sample, while female respondents make up 31%. This gender disparity suggests that male migrants may have higher mobility and job-seeking opportunities in Thailand compared to their female counterparts.

(ii) Age of Respondents
The respondents are categorized into three age groups: 18–25 years, 26–35 years, and 36–45 years. The distribution of respondents across these age groups is presented in Table 4.2 and Figure 4.2, providing a detailed breakdown of their proportion within the study sample.

Table (4.2) Descriptive Analysis of Respondents by Age
	Sr. No 
	Age (years)
	No. of Respondents
	Percentage (%)

	1
	18 - 25 
	20
	11.1

	2
	26 - 35
	120
	66.7

	3
	36 - 45
	40
	22.2

	
	Total
	180
	100.00



Figure (4.2) Comparison of Age


The age distribution of respondents indicates that the majority of skilled Myanmar migrants in Thailand fall within the 26–35 age group (66.7%), followed by the 36–45 age group (22.2%), while only 11.1% are aged 18–25. This trend suggests that most migrants are in their prime working years, likely possessing prior work experience and professional skills before migrating.
.
The relatively low percentage of younger migrants (18–25 years) could indicate that many recent graduates or younger professionals face challenges in migrating due to financial constraints, lack of work experience, or legal restrictions. Meanwhile, the 36–45 age group, though smaller, may consist of individuals with established careers seeking better opportunities or those facing employment instability in Myanmar.

(iii) Marital Status of Respondents
The respondents’ marital status is divided into five categories: single, married, divorced, separated, and widow/widower. The distribution of respondents across different marital status categories is presented in Table 4.3 and Figure 4.3, offering a detailed breakdown of their proportion within the study sample.

Table (4.3) Descriptive Analysis of Respondents by Marital Status
	Sr. No 
	Marital Status
	No. of Respondents
	Percentage (%)

	1
	Single
	96
	53.3

	2
	Married 
	82
	45.6

	3
	Divorced
	2
	1.1

	4
	Separated
	-
	-

	5
	Widow/Widower
	-
	-

	
	Total
	180
	100.00


Source: Survey Data (2025)









Figure (4.3) Comparison of Marital Status

As shown in Table (4.3) and Figure (4.3), the majority of respondents are single (53.3%), followed by married individuals (45.6%), while divorced respondents account for only 1.1%. There are no respondents in the separated or widow/widower categories.

(iv) Education level of Respondents
Educational attainment is a key factor influencing employment opportunities, job relevance, and career progression for skilled Myanmar migrants in Thailand. For this study, respondents’ education levels are categorized into five groups: Bachelor’s Degree, Master’s Degree, Doctorate, Professional Certification, and Other (Diploma. The distribution of respondents across these categories is presented in Table 4.4 and Figure 4.4, providing insights into the academic qualifications of the surveyed migrants.
Table (4.4) Descriptive Analysis of Respondents by Education Level
	Sr. No 
	Level of Education
	No. of Respondents
	Percentage (%)

	1
	Bachelor’s Degree
	151
	83.89

	2
	Master’s Degree
	17
	9.44

	3
	Doctorate
	-
	-

	4
	Professional Certification
	10
	5.56

	5
	Other (Diploma)
	2
	1.11

	
	Total
	180
	100.00


Source: Survey Data (2025)

Figure (4.4) Proportion of Respondents by Education Level


As shown in Table (4.4) and Figure (4.4), the majority of respondents hold a Bachelor’s Degree (83.89%), making it the most common educational qualification among skilled Myanmar migrants. A smaller proportion of respondents have obtained a Master’s Degree (9.44%), while none of the respondents hold a Doctorate Degree. Additionally, 5.56% of respondents have earned Professional Certifications, and 1.11% possess other qualifications, such as Diplomas.
The high proportion of Bachelor’s Degree holders suggests that most migrants possess formal academic qualifications but still face challenges in securing employment relevant to their education. The low representation of Master’s and Professional Certification holders may indicate that highly educated individuals face greater barriers in migrating or securing skilled jobs in Thailand. 

(v) Respondents’ Field of Expertise/Industry
The field of expertise represents the professional background and specialized knowledge that skilled Myanmar migrants possess before entering the Thai labor market. This classification provides insight into which sectors are most represented among migrants and how their expertise aligns with job opportunities in Thailand. In this study, respondents' fields of expertise are categorized into seven major sectors: Engineering, Information and Technology, Healthcare/Medical Field, Education, Business/Finance, Tourism and Hospitality, and Other. The distribution of respondents across these fields is detailed in Table 4.5 and visually represented in Figure 4.5. 

Table (4.5) Descriptive Analysis of Respondents by Field of Expertise
	Sr. No 
	 Field of Expertise (Industry)
	No. of Respondents
	Percentage (%)

	1
	Engineering
	22
	12.22

	2
	Information Technology
	24
	13.33

	3
	Healthcare/Medical field
	44
	24.44

	4
	Education
	42
	23.33

	5
	Business/Finance
	14
	7.78

	6
	Tourism/Hospitality
	8
	4.44

	7
	Other 
	26
	14.44

	
	Total
	180
	100.00


Source: Survey Data (2025)


Figure (4.5) Distribution of Respondents across Different Fields of Expertise


As shown in Table (4.5) and Figure (4.5), the respondents come from diverse professional backgrounds, reflecting a wide range of expertise among skilled Myanmar migrants in Thailand. The largest proportion of respondents belong to the Healthcare/Medical field (24.44%) and the Education sector (23.33%), followed by Information Technology (13.33%) and Engineering (12.22%). Other notable fields include Business/Finance (7.78%) and Tourism/Hospitality (4.44%). The "Other" category (14.44%) consists of varied professional backgrounds, including agriculture, sales and service, barista, political science, data analysis, foreign language, humanitarian work, and graphic design. 
The dominance of Healthcare and Education professionals suggests that a significant number of Myanmar migrants come from fields that require specialized skills and certifications. However, these professions often face barriers related to licensing and credential recognition, which may contribute to job mismatch. Similarly, IT and Engineering professionals who make up a combined 25.55% of the sample may experience difficulty accessing jobs in Thailand’s highly competitive tech and industrial sectors.

(vi) Year of Migration to Thailand
The year of migration provides valuable insights into the timing and patterns of skilled Myanmar migrants' movement to Thailand. Understanding when migrants arrived can help assess how recent migration trends impact job mismatch and employment barriers.
The distribution of respondents based on their migration year is detailed in Table 4.6 and visually represented in Figure 4.6, illustrating the influx of skilled migrants over the past few years.

Table (4.6) Descriptive Analysis of Respondents by Year of Migration 
	Sr. No 
	 Year of Migration to Thailand
	No. of Respondents
	Percentage (%)

	1
	2021
	-
	-

	2
	2022
	38
	21.11

	3
	2023
	68
	37.78

	4
	2024
	74
	41.11

	5
	2025
	-
	-

	
	Total
	180
	100.00


Source: Survey Data (2025)



Figure (4.6) Distribution of Respondents by Year of Migration 


As shown in Table 4.6, the majority of respondents migrated in 2023 (37.78%) and 2024 (41.11%), indicating a rising trend in skilled migration over the past two years. A smaller proportion of migrants arrived in 2022 (21.11%). The increasing migration trend in 2023 and 2024 suggests that skilled professionals are continuing to leave Myanmar due to ongoing political instability, economic uncertainty, and employment challenges in their home country.

(vii) Current City of Residence in Thailand
The cities listed in this study include major urban centers, industrial hubs, and border towns, which are known for hosting migrant communities. The distribution of respondents based on their current city of residence is presented in Table (4.7) and visualized in Figure (4.7), illustrating the concentration of skilled Myanmar migrants across different regions in Thailand.

Table (4.7) Descriptive Analysis of Respondents by City of Residence
	Sr. No 
	 City of Residence
	No. of Respondents
	Percentage (%)

	1
	Bangkok
	68
	37.78

	2
	Chiang Mai
	18
	10.00

	3
	Mae Sot 
	52
	28.89

	4
	Phuket
	12
	6.67

	5
	Samut Sakhon
	12
	6.67

	6
	Pattaya
	6
	3.33

	7
	Chonburi
	4
	2.22

	8
	Khlong Yai
	2
	1.11

	9
	Chiang Rai
	2
	1.11

	10
	Hat Yai
	2
	1.11

	11
	Kanchanaburi
	2
	1.11

	
	Total
	180
	100.00



Source: Survey Data (2025)

Figure (4.7) Distribution of Respondents by City of Residence in Thailand

As shown in Table (4.7) and Figure (4.7), the highest number of respondents are located in Bangkok (37.78%), followed by Mae Sot (28.89%) and Chiang Mai (10.00%). These cities are known for their higher job availability, better infrastructure, and larger migrant communities, making them key destinations for skilled Myanmar migrants. Bangkok, as Thailand’s capital and economic center, attracts the largest proportion of skilled migrants, offering employment opportunities in various industries such as healthcare, IT, and finance. Mae Sot, a border town and migration hub, hosts a significant number of migrants, many of whom are employed in manufacturing, trade, and cross-border services. Similarly, Chiang Mai, recognized for its education and tourism industries, accommodates a moderate number of skilled migrants, particularly in the academic, hospitality, and service sectors.
Other cities, including Pattaya, Phuket, Samut Sakhon, and Chonburi, also have notable migrant populations, primarily engaged in hospitality, manufacturing, and service industries. Meanwhile, smaller cities such as Khlong Yai, Chiang Rai, Hat Yai, and Kanchanaburi have a lower concentration of migrants (1.11%), likely due to fewer job opportunities in skilled professions. The geographical distribution of skilled Myanmar migrants suggests that larger cities provide more employment opportunities, while border towns like Mae Sot serve as key entry points for those seeking work in Thailand.

(viii) Reason of Migration
The reason for migration provides valuable insights into the motivations behind the movement of skilled Myanmar migrants to Thailand. Understanding these factors is crucial in assessing how migration decisions are influenced by socio-political and economic conditions in Myanmar. Respondents in this study were asked to indicate their primary reason for migration, categorized into Economic Opportunities, Political Instability, Personal Safety, Family Reunification, and Other. The distribution of these responses is presented in Table (4.8) and visualized in Figure (4.8).


Table (4.8) Descriptive Analysis of Respondents by Reason of Migration
	Sr. No 
	 Reason of Migration
	No. of Respondents
	Percentage (%)

	1
	Economic Opportunities
	2
	1.11

	2
	Political 
	22
	12.22

	3
	Personal 
	156
	86.67

	4
	Family Reunification
	-
	

	5
	Other
	-
	

	
	Total
	180
	100.00


Source: Survey Data (2025)





Figure (4.8) Distribution of Respondents by Reason of Migration


As shown in Table (4.8) and Figure (4.8), the overwhelming majority of respondents (86.67%) cited personal safety as their primary reason for migration, reflecting the significant impact of security concerns and instability in Myanmar. This indicates that most migrants were forced to leave due to threats to their well-being, rather than purely economic motivations.
A smaller proportion of respondents (12.22%) identified political instability as their primary reason for migration, suggesting that beyond direct safety concerns, the broader political climate and uncertainty in Myanmar have influenced migration patterns. Meanwhile, only 1.11% of respondents migrated for economic opportunities, highlighting that skilled migration from Myanmar to Thailand is largely driven by displacement rather than voluntary economic migration.

4.2 Statistical Analysis and Interpretation of Results
4.2.1 Reliability Test of the Variables
The reliability of the scale is evaluated using Cronbach’s Alpha, a widely used measure for assessing internal consistency. According to Cronbach (1951), a Cronbach’s Alpha value between 0.7 and 0.8 indicates an acceptable level of reliability, while values between 0.8 and 0.9 suggest good reliability. A value equal to or greater than 0.9 reflects excellent reliability, demonstrating a highly consistent scale.
Table (4.9) Reliability Test of the Variables
	Sr. No 
	Variable
	Cronbach’s Alpha
	No. of Items

	1
	Level of Education
	0.784
	5

	2
	Professional Skill
	0.774
	5

	3
	Work Experience
	0.889
	5

	4
	Legal Status
	0.735
	5

	5
	Cultural and Language Barrier
	0.784
	5

	8
	Job Satisfaction
	0.887
	5


Source: Survey Data (2025)

The reliability assessment of the study variables, measured using Cronbach’s Alpha, indicates that all scales demonstrate acceptable to excellent internal consistency. The overall results confirm that the survey instrument is statistically reliable for measuring employment-related factors among Myanmar migrants in Thailand.

4.2.2 Descriptive Analysis of Independent Variables
(i) Descriptive Analysis of Level of Education
The perception of education and its impact on employment is measured using five factors. The mean and standard deviation values for each factor are calculated and presented in Table (4.10). These values reflect the extent to which Myanmar migrants believe their educational qualifications contribute to job opportunities, career growth, and employer recognition. The findings provide insights into the role of education in securing employment, the necessity of additional training, and the perceived value of academic credentials in the labor market.

Table (4.10) Descriptive Analysis of Level of Education
	Sr. No 
	Statement
	Mean Value
	Standard Deviation

	1
	Satisfaction with educational qualifications for the job
	2.07
	0.638

	2
	Importance of educational qualifications in securing employment
	2.29
	0.523

	3
	Need for additional certification or training
	2.64
	0.585

	4
	Recognition of academic qualifications by employers
	2.04
	0.471

	5
	Education level helped in securing employment
	2.14
	0.462

	Overall Mean
	2.24
	


Source: Survey Data (2025)

The descriptive analysis of educational qualifications and employment among Myanmar migrants reveals an overall mean score of 2.24, indicating a moderately low agreement with the statements regarding education’s role in employment outcomes. The lowest-rated aspect is the recognition of academic qualifications by employers (Mean = 2.04, SD = 0.471), suggesting that migrants may face challenges in having their qualifications acknowledged. Additionally, satisfaction with educational qualifications for the job (Mean = 2.07, SD = 0.638) and the role of education in securing employment (Mean = 2.14, SD = 0.462) are also rated relatively low, further indicating doubts about the effectiveness of their education in obtaining relevant employment. The importance of education in employment (Mean = 2.29, SD = 0.523) is slightly higher than other factors, suggesting that while education is perceived as valuable, it may not be the primary determinant of securing a job.
The findings indicate that education alone does not guarantee job relevance or security for Myanmar migrants. The low recognition of qualifications suggests barriers in credential acceptance, which may result in underemployment or the need for additional certification. To improve employment outcomes, policy interventions should focus on qualification recognition, skill-building programs, and employer engagement to ensure that migrants can fully leverage their educational backgrounds in the job market.



(ii) Descriptive Analysis of Professional Skill
The perception of professional skills and their relevance to employment is measured using five factors. The mean and standard deviation values for each factor are presented in Table (4.11). These values provide insights into how well migrants' skills align with job requirements, their role in securing employment, and the necessity for further skill development.

Table (4.11) Descriptive Analysis of Professional Skill
	Sr. No 
	Statement
	Mean Value
	Standard Deviation

	1
	Match between professional skills and job requirements
	2.10
	0.599

	2
	Professional skills helped in securing employment
	2.06
	0.622

	3
	Usage of professional skills in current job
	1.79
	0.811

	4
	Need for new professional skills in the current job
	2.64
	0.525

	5
	Relevance of professional skills to job role
	2.21
	0.484

	Overall Mean
	2.16
	


Source: Survey Data (2025)

As shown in Table (4.11), the overall mean score of 2.16 suggests that respondents perceive their professional skills as only moderately relevant to their job roles. The results indicate that many migrants are employed in positions that do not fully utilize their professional skills, leading to potential underemployment. The high perceived need for new skills suggests that migrants recognize gaps in their current expertise and the necessity for upskilling to improve job relevancy. Furthermore, the low impact of professional skills on securing employment suggests that factors such as legal status, work experience, or employer preferences may have a stronger influence on job acquisition. The findings suggest a mismatch between migrants’ skills and job market demands, which could be addressed through targeted training programs, certification recognition, and career guidance services. Employers should also be encouraged to offer skill-based job placement to enhance workforce productivity and job satisfaction for skilled migrants.
(iii) Descriptive Analysis of Work Experience
The perception of work experience and its impact on employment is measured using five factors. The mean and standard deviation values for each factor are presented in Table (4.12). These values provide insights into how Myanmar migrants view the role of work experience in employment decisions, job selection, and suitability for their roles. The results help to assess whether work experience is a significant factor in securing employment and if previous experience, particularly from Myanmar, is recognized by employers in Thailand.

Table (4.12) Descriptive Analysis of Work Experience
	Sr. No 
	Statement
	Mean Value
	Standard Deviation

	1
	Performance of work experience in employment decisions
	1.73
	0.843

	2
	Work experience’s influence on job selection
	2.12
	0.576

	3
	Recognition of Myanmar-based work experience
	1.92
	0.564

	4
	Work experience determines job suitability
	1.41
	0.775

	5
	Work experience relevance to job role
	2.04
	0.577

	Overall Mean
	1.84
	


Source: Survey Data (2025)

According to Table (4.12), the overall mean score of 1.84 indicates that work experience is perceived as having a relatively weak influence on employment outcomes. The findings suggest that work experience is not a major determinant of employment for Myanmar migrants, and many feel that their previous experience, especially from Myanmar, is undervalued. This lack of recognition could result in underemployment or limited career advancement opportunities. The low scores in job suitability and relevance further indicate that migrants may be employed in roles that do not fully align with their skills and past experience. 
The results highlight a potential mismatch between work experience and job opportunities for Myanmar migrants in Thailand. This suggests a need for improved employer recognition of past experience, skill-matching initiatives, and training programs to help migrants leverage their expertise. Additionally, policy interventions could focus on establishing work experience validation mechanisms to ensure that migrants are not placed in jobs below their qualifications.

(iv) Descriptive Analysis of Legal Status
The perception of legal status and its impact on employment is measured using five factors. The mean and standard deviation values for each factor are presented in Table (4.13). These values provide insights into how Myanmar migrants perceive legal status as a factor influencing job opportunities, employment barriers, and job satisfaction. The results help to assess whether legal restrictions limit or enhance job availability and the extent to which legal status affects overall employment conditions.

Table (4.13) Descriptive Analysis of Legal Status
	Sr. No 
	Statement
	Mean Value
	Standard Deviation

	1
	Legal status affects employment opportunities
	3.82
	0.411

	2
	Legal status limits job availability
	3.82
	0.411

	3
	Legal restrictions create employment barriers
	3.7
	0.606

	4
	Legal status influences job satisfaction
	3.61
	0.489

	5
	Legal status increases job opportunities
	3.58
	0.579

	Overall Mean
	3.71
	


Source: Survey Data (2025)

As shown in Table (4.13), the overall mean score of 3.71 suggests that legal status is widely recognized as a critical factor in employment outcomes. The highest-rated statements, “Legal status affects employment opportunities” (Mean = 3.82, SD = 0.411) and “Legal status limits job availability” (Mean = 3.82, SD = 0.411), indicate that migrants perceive legal documentation as a key determinant in whether they can access job opportunities. The relatively high mean values suggest broad agreement that without proper legal status, job options are severely restricted. The impact of legal status on job satisfaction (Mean = 3.61, SD = 0.489) also indicates that workers with uncertain legal standing may experience increased stress and insecurity in their jobs.
The findings indicate that legal status is one of the most significant employment barriers for Myanmar migrants. Without legal work authorization, job opportunities are severely restricted, leading to employment insecurity and dissatisfaction. The high ratings for legal restrictions as employment barriers suggest that migrants may struggle to navigate complex labor laws and documentation requirements. Furthermore, while legal status provides access to jobs, it does not necessarily lead to better employment conditions or career growth.
The results emphasize the need for policy reforms aimed at simplifying work permit processes, expanding legal job opportunities, and reducing employment restrictions for migrants. Employers should also be encouraged to offer stable contracts to legally authorized workers, ensuring that migrants are not left vulnerable to exploitation due to legal uncertainties. Strengthening legal protections and increasing access to documentation support would significantly improve employment outcomes for Myanmar migrants.

(v) Descriptive Analysis of Cultural and Language Barrier
The perception of cultural and language barriers in employment is assessed using five key factors. Table (4.14) presents the mean and standard deviation values for each factor, offering insights into the experiences of Myanmar migrants regarding language difficulties, workplace communication challenges, and potential discrimination arising from cultural and linguistic differences.

Table (4.14) Descriptive Analysis of Cultural and Language Barrier
	Sr. No 
	Statement
	Mean Value
	Standard Deviation

	1
	Cultural differences affect workplace communication
	2.61
	0.533

	2
	Language barriers impact job opportunities
	3.07
	0.555

	3
	Difficulty in understanding work instructions
	2.59
	0.557

	4
	Workplace discrimination due to cultural/language barriers
	3.32
	0.760

	5
	Challenges in finding jobs due to cultural/language issues
	3.04
	0.537

	Overall Mean
	2.93
	


Source: Survey Data (2025)

The overall mean score of 2.93 indicates a moderate impact of cultural and language barriers on employment. The findings suggest that language barriers are a key employment challenge for Myanmar migrants, particularly in terms of job access and workplace discrimination. The relatively higher perception of discrimination indicates that migrants may face bias based on language proficiency or cultural background, affecting their integration into the workforce. While language difficulties impact job opportunities, workplace communication issues appear to be slightly less concerning, possibly due to adaptation over time or the presence of multilingual work environments.
To address these challenges, language training programs, workplace diversity initiatives, and anti-discrimination policies should be implemented to create more inclusive and supportive work environments. Employers should also offer clearer work instructions and language support to help migrants overcome communication barriers and improve job retention.

4.2.3 Descriptive Analysis of Job Satisfaction
The perception of job satisfaction among Myanmar migrants is measured using five factors. The mean and standard deviation values for each factor are presented in Table (4.17). These values provide insights into migrants’ levels of satisfaction with their current employment, resource availability, skill utilization, career growth opportunities, and job motivation.

Table (4.15) Descriptive Analysis of Job Satisfaction
	Sr. No 
	Statement
	Mean Value
	Standard Deviation

	1
	Satisfaction with current employment
	2.37
	0.692

	2
	Availability of necessary job resources
	2.21
	0.484

	3
	Utilization of skills in the job
	1.78
	0.713

	4
	Career growth opportunities
	1.93
	0.631

	5
	Job motivation and engagement
	2.23
	0.519

	Overall Mean
	2.10
	


Source: Survey Data (2025)

As shown in Table (4.15), the overall mean score of 2.10 suggests a generally low level of job satisfaction among migrants. The lowest-rated factor, “Utilization of skills in the job” (Mean = 1.78, SD = 0.713), highlights a significant mismatch between employees’ skills and their job roles, suggesting that many migrants feel underutilized in their positions. On the other hand, “Satisfaction with current employment” (Mean = 2.37, SD = 0.692) and “Job motivation and engagement” (Mean = 2.23, SD = 0.519) received relatively higher ratings, suggesting that some migrants still find their work fulfilling or are able to stay motivated despite the challenges. 
The findings suggest that low skill utilization and lack of career advancement are key factors contributing to job dissatisfaction among Myanmar migrants. The inability to apply their skills effectively, combined with limited professional growth, may result in frustration and reduced motivation in the workplace. Although some respondents reported moderate satisfaction with their employment and workplace resources, the overall results indicate that many migrants feel underemployed and have limited opportunities for progression.
To improve job satisfaction, efforts should focus on skill-based job placement, career development programs, and workplace training opportunities. Employers should also offer clearer career paths and recognize employees’ skills, ensuring that migrants are given opportunities to advance and utilize their expertise effectively. Addressing these issues could lead to greater job motivation, higher retention rates, and improved workforce productivity.

 Descriptive Analysis of Income Level
The perception of income level among Myanmar migrants is measured using five factors. The mean and standard deviation values for each factor are presented in Table (4.18). These values provide insights into migrants' overall satisfaction with their earnings, the relationship between income and skills, expected versus actual wages, opportunities for income growth, and whether their income meets daily living expenses.
Table (4.16) Descriptive Analysis of Income Level
	Sr. No 
	Statement
	Mean Value
	Standard Deviation

	1
	Overall satisfaction with income
	2.24
	0.480

	2
	Income reflects skills and experience
	2.04
	0.363

	3
	Lower income than expected
	2.20
	0.453

	4
	Opportunities to increase income
	2.07
	0.328

	5
	Income meets daily needs
	2.30
	0.527

	Overall Mean
	2.17
	


Source: Survey Data (2025)

The overall mean score of 2.16 suggests that migrants generally perceive their income as inadequate or only moderately sufficient. The lowest-rated factor, “Income reflects skills and experience” (Mean = 2.04, SD = 0.363), indicates that many migrants believe their earnings do not fairly compensate for their qualifications and work experience, reinforcing concerns about underpayment and skill undervaluation. Similarly, “Opportunities to increase income” (Mean = 2.07, SD = 0.328) suggests limited prospects for wage growth or career progression. The highest-rated statement, “Income meets daily needs” (Mean = 2.30, SD = 0.527), suggests that while some migrants can cover basic expenses, their wages may still be insufficient for financial security or long-term stability. 
The findings indicate that income dissatisfaction is a prevalent issue among Myanmar migrants, largely due to wages not reflecting their skills and experience. The low perception of wage growth opportunities suggests that even those currently employed may struggle to improve their financial situation over time. Although some migrants manage to meet their basic needs, the general sentiment reflects financial instability and limited earning potential.
To enhance income satisfaction among migrants, wage policies should ensure fair compensation based on skills and experience. Additionally, upskilling programs, career advancement opportunities, and wage negotiations should be encouraged to enable migrants to increase their income over time. Addressing these issues could improve financial well-being and overall job satisfaction, leading to better economic stability for Myanmar migrants in Thailand.

Descriptive Analysis of Duration of Unemployment
The perception of unemployment duration and contributing factors is measured using four key factors. The mean and standard deviation values for each factor are presented in Table (4.17). These values provide insights into why Myanmar migrants experience extended periods of unemployment, including skill mismatches, legal barriers, and job market constraints.

Table (4.17) Descriptive Analysis of Duration of Unemployment
	Sr. No 
	Statement
	Mean Value
	Standard Deviation

	1
	Unemployment due to skill mismatch
	3.18
	0.808

	2
	Duration of job search before employment
	3.26
	0.646

	3
	Legal barriers delaying employment
	3.45
	0.935

	4
	Lack of job opportunities extending unemployment
	3.12
	0.469

	Overall Mean
	3.25
	


Source: Survey Data (2025)

The overall mean score of 3.25 suggests that unemployment among Myanmar migrants is significantly influenced by multiple structural barriers. The highest-rated factor, “Legal barriers delaying employment” (Mean = 3.45, SD = 0.935), indicates that government regulations, work permit restrictions, and visa policies may be among the biggest hurdles in securing jobs.
The findings indicate that legal barriers and prolonged job search periods are major contributors to extended unemployment among Myanmar migrants. The mismatch between available jobs and migrant skillsets suggests that many are unable to find roles suited to their qualifications, leading to frustration and economic strain. The moderate rating for lack of job opportunities implies that employment options exist, but factors such as documentation issues, employer biases, or skills requirements create roadblocks to securing them.
Addressing prolonged unemployment among migrants requires policy interventions to simplify work permit processes, skill development programs to bridge gaps in the labor market, and employer engagement initiatives to create more inclusive hiring opportunities. Strengthening legal employment pathways and providing career support services could significantly reduce unemployment duration and improve overall job stability for Myanmar migrants.

 Descriptive Analysis of Job Type
The perception of job type and its alignment with qualifications, skills, and career aspirations is measured using five factors. The mean and standard deviation values for each factor are presented in Table (4.18). These values provide insights into whether Myanmar migrants are employed in roles that match their qualifications, allow skill utilization, and offer career growth opportunities.

Table (4.18) Descriptive Analysis of Job Type
	Sr. No 
	Statement
	Mean Value
	Standard Deviation

	1
	Job type matches qualifications
	1.64
	0.823

	2
	Job utilizes acquired skills
	1.61
	0.801

	3
	Career growth potential in the job
	1.79
	0.660

	4
	Job aligns with career aspirations
	1.63
	0.724

	5
	Job expectations before migration
	1.98
	0.579

	Overall Mean
	1.73
	


Source: Survey Data (2025)

The overall mean score of 1.73 suggests that most migrants perceive a significant disconnect between their job roles and their professional backgrounds. It indicates that many migrants work in positions that do not reflect their expertise or educational background. This implies a high rate of skill underutilization, leading to potential job dissatisfaction and career stagnation.
The findings indicate that job-skills mismatch is a significant issue for Myanmar migrants, with many working in roles that do not match their qualifications or career aspirations. The low ratings for career growth and skill utilization suggest that migrants often find themselves in temporary or low-skilled jobs with limited opportunities for professional advancement. This lack of alignment between expectations and actual job opportunities may contribute to job dissatisfaction and economic instability.
To improve job alignment, employers and policymakers should implement initiatives that match migrants with jobs suited to their skills and qualifications. Training programs, career counseling, and upskilling opportunities could help migrants transition into better-suited roles, reducing skill underutilization and improving career prospects. Additionally, awareness campaigns before migration could help set realistic job expectations and better prepare migrants for the labor market conditions in Thailand.

Job Relevance Index
Table (4.19) Job Relevance Index
	Sr. No 
	Statement
	Mean Value
	Standard Deviation

	1
	Employment status and stability
	1.95
	0.588

	2
	Job satisfaction level
	2.10
	0.519

	3
	Income adequacy for living expenses
	2.17
	0.480

	4
	Duration of unemployment before employment
	3.25
	0.646

	5
	Job type alignment with qualifications
	1.73
	0.823

	Overall Mean
	2.24
	


Source: Survey Data (2025)
According to the Table (4.19), the overall mean score of 2.24 suggests a low level of job relevance among Myanmar migrants. The findings indicate that many migrants struggle with employment instability, underemployment, and dissatisfaction in their current roles.
· Employment status and stability (Mean = 1.95, SD = 0.588): Indicates that many respondents experience job instability and challenges in securing employment that aligns with their qualifications.
· Job satisfaction level (Mean = 2.10, SD = 0.519): Shows that respondents have low to moderate satisfaction with their jobs, primarily due to skill underutilization and career stagnation.
· Income adequacy for living expenses (Mean = 2.17, SD = 0.480): Reflects that while some respondents manage to meet their basic needs, many perceive their wages as insufficient given their qualifications and experience.
· Duration of unemployment before employment (Mean = 3.25, SD = 0.646): Indicates that legal barriers and skill mismatches contribute to prolonged job searches and employment difficulties.
· Job type alignment with qualifications (Mean = 1.73, SD = 0.823): Highlights a significant job-skills mismatch, as many migrants work in roles that do not correspond to their professional expertise.
The results suggest that job relevance among Myanmar migrants remains a critical issue, driven by structural employment barriers, legal constraints, and wage disparities. To address this, policies should focus on improving credential recognition, expanding employment opportunities for skilled migrants, and creating pathways for career growth. 
                           	
4.2.4 Pearson Correlation Analysis: Relationship between Independent Variables and Job satisfaction
To determine the strength and direction of the relationship between Level of Education, Professional Skills, Work Experience, Legal Status, Cultural and Language Barriers, and Migration Policies with Job Relevance, a Pearson correlation analysis was conducted. The results are presented in Table 4.22. The statistical method of correlation measures the relationship between two variables and the strength of their association. The correlation coefficient is between -1.0 and +1.0. When one variable increases while the other decreases, the value is negative.




Table (4.20) Pearson Correlation Result
	Sr. No 
	Variables
	Pearson Correlation Coefficient (r)
	P-value
(at 5% sig.level)

	1
	Level of Education
	0.685
	0.000

	2
	Professional Skill
	0.589
	0.000

	3
	Work Experience
	0.664
	0.000

	4
	Legal Status
	0.052
	0.489

	5
	Cultural and Language Barrier
	0.056
	0.454


Source: Survey Data (2025)

Level of Education (r = 0.685, p < 0.001) and Work Experience (r = 0.664, p < 0.001) have the strongest correlation with Job Relevance, suggesting that migrants with higher education and more experience are more likely to secure jobs that align with their skills. Professional Skills (r = 0.589, p < 0.001) also show a positive correlation, but with a slightly weaker effect, meaning even skilled migrants might struggle to find relevant jobs. Legal Status, Cultural/Language Barriers, and Migration Policies do not significantly affect Job Relevance, reinforcing the idea that systemic labor market barriers, significantly contribute to job mismatch.

 4.2.5 Multiple Linear Regression Analysis of Dependent and Independent Variables
To examine the extent to which the independent variables influence Job Relevance, a multiple linear regression analysis was conducted. The results are presented in Table (4.23).

Table (4.21) Regression Analysis Results
	Variables
	Unstandardized Coefficient (B)
	Std. Error
	Standardized Coefficient (Beta)
	t-value
	P-value
(at 5% level)

	Constant
	0.902
	0.294
	-
	3.064
	0.003

	Level of Education
	0.317
	0.048
	0.497
	6.607
	0.0

	Professional Skill
	0.102
	0.057
	0.171
	1.785
	0.076

	Work Experience
	0.287
	0.06
	0.499
	4.816
	0.0

	Legal Status
	0.012
	0.062
	0.03
	0.198
	0.843

	Cultural and Language Barrier
	0.004
	0.026
	0.004
	0.15
	0.881

	R
	0.773

	R square
	0.598

	Adjusted R square
	0.584


Source: Survey Data (2025)



The proposed Model is,
Y=β0​+β1​X1​+β2​X2​+β3​X3​+β4​X4​+β5​X5​+​+ε
where:
Y = Job Relevance (dependent variable)
X1​,X2​,X3​,... = Independent Variables (education, skills, experience, etc.)
β0​ = Intercept 
β1​,β2​,β3​,... = Regression coefficients (how much each factor influences job relevance)
ε = Error term
R-squared = 0.598 (59.8%)  The model explains 59.8% of the variance in Job Relevance.
P-values were tested to determine statistical significance of each independent variable.
According to the regression result, the R-squared value of 0.598 indicates that 59.8% of the variance in Job Relevance is explained by the independent variables, showing a strong model. Level of Education and Work Experience are the strongest predictors of Job Relevance (p < 0.001). This means that migrants with higher education and more work experience are more likely to secure jobs that match their qualifications, reducing job mismatch.
Professional Skills, despite being moderately correlated with Job Relevance, are not statistically significant in the regression model (p = 0.076). This suggests that having professional skills alone does not guarantee job relevance, possibly due to a lack of recognition of foreign credentials or limited opportunities in skilled professions.
Legal Status, Cultural and Language Barriers, and Migration Policies are not significant predictors of Job Relevance (p > 0.05). This reinforces the idea that job mismatch is not just a result of migrant status but is influenced by deeper structural barriers in the labor market.
The slightly negative coefficient for Migration Policies (-0.0523) suggests that stricter migration policies might reduce job relevance.
These findings show that migrants with low education and limited work experience are more likely to experience job mismatch. Even skilled and legally recognized migrants face challenges in securing jobs that match their qualifications. Structural employment barriers, such as employer discrimination, lack of credential recognition, and the informal labor market, are major contributors to job mismatch and underemployment.



















CHAPTER V
CONCLUSION


5.1 Findings and Discussions
This study explored the issue of job mismatch and employment satisfaction among skilled Myanmar migrants in Thailand. The research utilized both quantitative surveys and qualitative interviews to analyze employment challenges and the structural factors contributing to job mismatch. The key findings highlight that many skilled migrants struggle to secure jobs that align with their qualifications, experience, and skills, reinforcing the notion of underemployment and labor market exclusion.
5.1.1 Quantitative Findings: Job Mismatch and Structural Barriers
· Descriptive statistics and regression analysis indicate that education and work experience significantly impact job relevance, whereas factors such as legal status,  and cultural barriers do not show strong direct effects.
· The Pearson correlation results confirm that level of education (r = 0.685, p < 0.001) and work experience (r = 0.664, p < 0.001) have the strongest positive relationships with job relevance, meaning that those with higher education and more work experience tend to find better job matches.
· However, low job satisfaction (Mean = 2.10), low income adequacy (Mean = 2.17), and a high duration of unemployment (Mean = 3.25) suggest that many skilled migrants experience job instability and economic vulnerability.

5.1.2 Qualitative Findings: In-Depth Barriers Faced by Migrants
The 40 in-depth interviews conducted with 20 unemployed migrants and 20 individuals working remotely from Myanmar provide further insights into the lived experiences of skilled migrants facing the following employment barriers:
a) Limited Job Vacancies: Many interviewees reported that even when skilled jobs are available, employers often prefer Thai nationals, making it difficult for Myanmar migrants to compete.
b) Non-Recognition of Credentials: Several respondents emphasized that their degrees and certifications from Myanmar are not recognized, particularly in regulated professions such as healthcare, engineering, and law.
c) Legal and Work Permit Restrictions: Migrants noted that the costly and complex visa and work permit process makes it harder to find stable employment, forcing many into the informal labor market.
d) Language and Cultural Barriers: Many reported that lack of Thai language proficiency was a significant obstacle, with some interviewees stating that even if they had technical expertise, they were overlooked for jobs due to communication issues.
e) Remote Work as a Last Resort: Some skilled professionals, particularly IT workers and business consultants, indicated that due to limited job opportunities in Thailand, they continued working for Myanmar-based companies remotely as their only viable option.
These qualitative insights reinforce the quantitative findings that job sis not satisfaction simply a result of migrant status but a consequence of systemic labor market challenges, and employer biases.

5.2 Suggestions and Recommendations
To address job mismatch and employment barriers among skilled Myanmar migrants, the following policy and institutional recommendations are proposed:
Employer and Industry-Level Recommendations
a) Skill-Matching Programs: Employers should work with educational institutions and NGOs to develop job-matching platforms that connect skilled migrants with relevant job openings.
b) Language and Cultural Integration Training: Migrants should be provided Thai language training and cultural adaptation programs to enhance workplace communication and employability.
c) Corporate Internship and Training Opportunities: Employers should introduce internship or apprenticeship programs to allow skilled migrants to gain experience and demonstrate their expertise in the Thai labor market.
5.3 Suggestions for Further Research
While this study provides important insights into job mismatch among skilled Myanmar migrants, further research is needed to explore long-term employment trends, policy effectiveness, and the changing dynamics of migration in Thailand:
The findings of this study strongly confirm that job mismatch is a critical issue among skilled Myanmar migrants in Thailand. Despite having qualifications and expertise, many are unable to secure employment that aligns with their skills due to systemic employment barriers, restrictive migration policies, and employer biases. The integration of qualitative interviews and statistical analysis further highlights the urgency of policy interventions to ensure fair labor market participation for skilled migrants. Addressing these challenges would not only benefit the migrants themselves but also contribute to Thailand’s economy by effectively utilizing an available skilled workforce.
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Proportion of Respondents by Gender
No. of Respondents	
Male	Female	Other	124	56	Percentage	
Male	Female	Other	0.68899999999999995	0.311	

Proportion of Respondents by Age
No. of Respondents	
18 - 25	26 - 35	36 - 45	20	120	40	Percentage	
18 - 25	26 - 35	36 - 45	0.111	0.66700000000000004	0.222	

Proportion of Respondents by Marital Status
No. of Respondents	
Single	Married	Divorced	Separated	Widow/Widower	96	82	2	0	0	Percentage (%)	
Single	Married	Divorced	Separated	Widow/Widower	0.53300000000000003	0.45600000000000002	1.0999999999999999E-2	0	0	

Proportion of Respondents by Education Level
No. of Respondents	
Bachelor’s Degree	Master’s Degree	Doctorate	Professional Certification	Other (Diploma)	151	17	0	10	2	Percentage (%)	
Bachelor’s Degree	Master’s Degree	Doctorate	Professional Certification	Other (Diploma)	83.888888888888886	9.4444444444444446	0	5.5555555555555554	1.1111111111111112	

Proportion of Respondents by their Expertise
No. of Respondents	
Engineering	Information Technology	Healthcare/Medical field	Education	Business/Finance	Tourism/Hospitality	Other	22	24	44	42	14	8	26	Percentage (%)	
Engineering	Information Technology	Healthcare/Medical field	Education	Business/Finance	Tourism/Hospitality	Other	12.222222222222221	13.333333333333332	24.444444444444443	23.333333333333332	7.7777777777777777	4.4444444444444446	14.444444444444445	

Proportion Based on Year of Migration
No. of Respondents	
At 2022	At 2023	At 2024	38	68	74	Percentage (%)	
At 2022	At 2023	At 2024	21.111111111111111	37.777777777777779	41.111111111111107	

No. of Respondents	
Bangkok	Chiang Mai	Mae Sot	Phuket	Samut Sakhon	Pattaya	Chonburi	Khlong Yai	Chiang Rai	Hat Yai	Kanchanaburi	68	18	52	12	12	6	4	2	2	2	2	Percentage (%)	
Bangkok	Chiang Mai	Mae Sot	Phuket	Samut Sakhon	Pattaya	Chonburi	Khlong Yai	Chiang Rai	Hat Yai	Kanchanaburi	37.777777777777779	10	28.888888888888889	6.6666666666666661	6.6666666666666661	3.333333333333333	2.2222222222222223	1.1111111111111112	1.1111111111111112	1.1111111111111112	1.1111111111111112	


Proportion by Reason of Migration
No. of Respondents	
Economic Opportunities	Political Instability	Personal Safety	2	22	156	Percentage (%)	
Economic Opportunities	Political Instability	Personal Safety	1.1111111111111112	12.222222222222221	86.666666666666671	
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