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Abstract 

 
This research investigates legal safeguards for elderly workers in Thailand, aiming to 

enhance their protection in the context of an aging society. Employing a qualitative approach 

and Documentary Research method, it analyzes key labor laws, including the Labor Protection 

Act of 1998, Social Security Act of 1990, and Empowerment of Persons With Disabilities Act 

of 2007. While these laws provide general protections, specific provisions for elderly workers 

are lacking. The study identifies weaknesses such as insufficient measures against age 

discrimination, limited accommodations, and gaps in social security benefits. Proposals for 

improvement include incorporating age-friendly employment policies, addressing age 

discrimination explicitly, promoting phased retirement options, enhancing social security 

benefits, and supporting skill development. The research concludes that consistent review and 

collaboration are crucial to evolving labor laws and fostering an age-inclusive work culture. 

This comprehensive approach is essential for building a resilient and equitable society in 

Thailand amid demographic changes. 
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Introduction 
 Thailand the demographic landscape is undergoing a significant transformation, 

marked by a growing aging population. As of recent years, the country has experienced a 

notable increase in life expectancy, resulting in a larger proportion of elderly citizens.(Kim, et 

al., 2020) This demographic shift presents both opportunities and challenges for Thai society. 

On one hand, the aging population brings forth a wealth of experience and wisdom that can 

contribute to various sectors. On the other hand, it necessitates a careful examination of social 

and economic policies to ensure the well-being and inclusion of older individuals. The 

situation of the elderly in Thailand is intricately linked to the country's cultural values, where 

respect for elders is deeply ingrained. However, as the population ages, there is a pressing 

need to address issues such as healthcare access, social support systems, and employment 

opportunities for older citizens. (Hazer & Boylu, 2010; Miranda, et al., 2016) While Thailand 

has made strides in implementing social security measures, there is room for improvement, 

particularly in tailoring policies to meet the diverse needs of the elderly population.(Knodel, et 

 
1 Faculty of Social Sciences, Mahamakut Buddhist University, Thailand 

 



 

1648  |MCU Ubonratchathani Journal of Buddhist Studies, Vol.6 No.1 (January-April 2024)  

al., 2015) Moreover, creating age-friendly workplaces and fostering a culture that values the 

contributions of older individuals will be essential to harnessing the potential of this 

demographic shift. (Harris, et al., 2018; Rego, et al., 2017) 

As Thailand grapples with the challenges and opportunities presented by an aging 

society, there is a growing awareness of the importance of comprehensive and inclusive 

policies. Ensuring the well-being and active participation of the elderly requires a holistic 

approach that considers healthcare, social services, and employment opportunities. (Kondo, 

2016) By embracing the strengths and experiences of its older citizens, Thailand can navigate 

the demographic transition with resilience and ensure that the elderly continue to play a vital 

role in the nation's social fabric and development. (Martine, & Jaussaud, 2018; Floro, & 

Pichetpongsa, 2010) 
In this context, supporting the employment of elderly workers emerges as a strategic 

imperative with far-reaching implications for both societal and economic well-being. 

(Vasconcelos, 2015) Leveraging the skills and experiences of older individuals not only 

contributes to a more diverse and knowledgeable workforce but also addresses the challenges 

associated with an aging population, such as pension sustainability and healthcare demands. 

( Radovic-Markovic, 2013) Embracing the employment of elderly workers is a multifaceted 

solution that aligns with Thailand's cultural ethos of venerating age and wisdom. Beyond 

cultural considerations, there are pragmatic benefits to this approach, including the potential to 

mitigate labor shortages in certain sectors, transfer essential skills to the younger workforce, 

and foster intergenerational collaboration. (Toyota, & Xiang, 2012) By developing age-

friendly workplaces, implementing flexible employment policies, and actively combating age 

discrimination, Thailand can unlock the untapped potential of its older citizens, creating a 

more inclusive, resilient, and dynamic labor market for the benefit of both individuals and the 

broader economy. (Song, 2015). 

While older individuals bring a wealth of experience, skills, and knowledge to the 

table, they often face unique legal challenges that can hinder their entry or progression within 

the workforce. (Arai, et al., 2012) In an era marked by demographic shifts and a growing 

aging population, it becomes imperative to scrutinize and address the legal intricacies 

surrounding the hiring process for elderly workers in Thailand. The legal landscape governing 

the employment of elderly individuals is intricate and multifaceted. (Hahn, 2010; Puhl & 

Brownell, 2013) From potential age-related biases during the recruitment process to concerns 

about discrimination and insufficient workplace accommodations, the legal challenges are 

diverse and nuanced. Employers navigating this landscape must grapple with finding a delicate 

balance between meeting the needs of an aging workforce and adhering to existing labor laws. 

(Malinen & Johnston, 2013; Tepe & Vanhuysse, 2010) This introduction sets the stage for a 

deeper exploration into the specific legal hurdles that employers and elderly workers 

encounter in the hiring process, unraveling the complexities and calling for a closer 

examination of legal frameworks to foster a more equitable and inclusive work environment. 

(Finkelstein, et al., 2018) 

 

Objective 
This research endeavors to examine the legal safeguards for elderly workers under 

Thai law, with the overarching goal of advocating for and reinforcing legal measures that 

enhance the protection of elderly workers in the context of an aging society. 

 

Research methodology 
This study adopts a qualitative approach, specifically employing the Documentary 

Research method. Information is gathered through a comprehensive review of documents 

sourced from both domestic and international outlets, encompassing books, articles, 

descriptions, journals, and theses. The collected data is subsequently subjected to thorough 

analysis and synthesis to draw conclusions that align with the specified research objectives, 

utilizing a Descriptive Analysis. 
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Literature review  
 1. Benefits of hiring elderly workers 

In an era marked by demographic shifts and an aging population, organizations are 

increasingly recognizing the unique and invaluable contributions that elderly workers bring to 

the workforce. The advantages of hiring older individuals extend far beyond their extensive 

professional experience, encompassing a range of qualities that foster a dynamic, inclusive, 

and successful workplace. (Agarwala, et al., 2014) 

To begin with, one of the most prominent benefits of hiring elderly workers is the 

wealth of experience they bring to their roles. Accumulated over decades, this experience 

becomes a reservoir of knowledge that can significantly impact an organization's performance. 

Elderly workers often possess deep industry insights, well-honed problem-solving skills, and a 

nuanced understanding of the intricacies of their profession. This expertise can prove 

invaluable in decision-making processes, leading to more informed and strategic choices that 

contribute to the overall success of the organization. Moreover, the inclusion of elderly 

workers in the workforce enhances the overall diversity of the organization. (Vasconcelos, 

2015) Age diversity fosters a multigenerational workplace where different perspectives 

converge, leading to innovative approaches to problem-solving and decision-making. The 

exchange of ideas between generations contributes to a vibrant and collaborative culture, 

cultivating an environment where each employee, regardless of age, can learn from one 

another. This diverse and inclusive atmosphere is conducive to creativity and adaptability, key 

elements in navigating the complexities of today's fast-paced business landscape. (Miranda, et 

al., 2016) In addition to professional expertise and diversity, hiring elderly workers aligns with 

the values of inclusivity and respect for the lifelong contributions of individuals. This 

inclusivity extends to recognizing the importance of providing opportunities for continued 

professional growth and fulfillment beyond the traditional retirement age. Many elderly 

individuals are motivated to remain engaged in meaningful work, and organizations that 

embrace this enthusiasm benefit from a committed and dedicated workforce. (Harris, et al., 

2018)  

Furthermore, the presence of elderly workers in the organization often translates into 

enhanced mentorship opportunities. Their experience and wisdom become invaluable 

resources for younger colleagues, facilitating knowledge transfer and skill development. 

(Finkelstein, et al., 2018) The mentorship dynamic that emerges within a multigenerational 

workforce not only fosters a sense of community but also contributes to the overall 

professional development of all employees. Beyond the professional realm, the employment of 

elderly workers promotes social cohesion within the workplace. The intergenerational 

exchange of ideas and experiences helps break down stereotypes and fosters a culture of 

mutual respect and understanding. This positive work environment contributes to higher job 

satisfaction and a sense of belonging, factors crucial for employee retention and organizational 

success. (Toyota, & Xiang, 2012) The benefits of hiring elderly workers extend far beyond the 

traditional notions of experience and expertise. The multigenerational workforce that emerges 

from such inclusive hiring practices enriches the workplace with diverse perspectives, 

innovative thinking, and a collaborative spirit. (Bauer & Sousa-Poza, 2015) As organizations 

navigate the challenges of an ever-evolving business landscape, embracing the strengths of 

elderly workers becomes not just a strategic advantage but a testament to the enduring value of 

each individual across every stage of their professional journey. (Luppa, et al., 2010) 

2. The importance of employing the elderly to support an aging society. 

As societies around the world grapple with the realities of an aging demographic, the 

employment of elderly workers emerges as a pivotal solution to address the unique challenges 

posed by this shift. This essay explores the multifaceted reasons why elderly workers should 

be actively sought after and integrated into the workforce, highlighting the invaluable 

contributions they bring to the table in mitigating the effects of an aging society. 
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To commence, one of the primary reasons for hiring elderly workers lies in the 

wealth of experience they offer. Accumulated over a lifetime of professional endeavors, their 

expertise becomes a reservoir of knowledge that can significantly benefit organizations. In 

sectors ranging from finance to healthcare, the seasoned insights and problem-solving skills of 

elderly workers can contribute to informed decision-making, ultimately bolstering the 

efficiency and effectiveness of various industries. (Agarwala, et al., 2014) Moreover, the 

employment of elderly workers is essential for fostering diversity and inclusivity within the 

workforce. An aging society underscores the importance of promoting an intergenerational 

work environment where individuals of different age groups collaborate harmoniously. (Butts, 

et al., 2013) The integration of elderly workers into the workforce brings about a dynamic 

blend of perspectives, experiences, and skills, resulting in a workplace culture that values 

diversity and contributes to innovation and adaptability. (Agarwala, et al., 2014) 

Beyond the professional realm, hiring elderly workers directly addresses the financial 

strain associated with an aging population. As individuals live longer, the burden on pension 

systems and healthcare resources intensifies. By encouraging and facilitating the continued 

employment of older individuals, societies can alleviate the economic pressures linked to an 

expanding elderly population. This approach not only ensures financial stability for the elderly 

themselves but also contributes to the overall economic resilience of nations facing 

demographic challenges. (Finkelstein, et al., 2018) 

Furthermore, the employment of elderly workers is instrumental in promoting 

societal well-being. Work provides a sense of purpose and fulfillment, contributing to mental 

and emotional well-being for individuals of all ages. For many elderly workers, staying 

engaged in the workforce allows them to maintain social connections, combat isolation, and 

enjoy a sense of accomplishment. This holistic approach to well-being is vital for creating a 

society where every individual, regardless of age, can lead fulfilling lives. (Heywood, et al., 

2010) In addition to their wealth of experience, the adaptability of elderly workers is a crucial 

asset in a rapidly changing world. Contrary to stereotypes, many older individuals are eager to 

learn new skills and adapt to evolving technologies. Their openness to lifelong learning 

enhances organizational agility and positions them as valuable assets in industries undergoing 

digital transformations. Recognizing and harnessing this adaptability is essential for building 

resilient and future-ready workforces. (Twenge, et al., 2010; Fonner & Roloff, 2010) 

In conclusion, the active employment of elderly workers stands as a pragmatic and 

humane response to the challenges posed by an aging society. Beyond the economic benefits, 

the integration of elderly individuals into the workforce contributes to a rich tapestry of 

experiences, fosters societal well-being, and positions organizations and nations for sustained 

success in the face of demographic shifts. Embracing the talents and potential of elderly 

workers is not merely a solution to a demographic challenge; it is a testament to the enduring 

value and contributions of individuals across every stage of their lives. 

3. Problems of protecting elderly workers 

The challenges faced by elderly workers in the workplace, particularly those not 

explicitly protected by existing laws, highlight the need for comprehensive legal frameworks 

that address the unique circumstances of this demographic. This essay explores some of the 

common issues encountered by elderly workers, emphasizing the importance of legal 

protections to ensure their rights, well-being, and fair treatment within the workforce. 

One significant problem faced by elderly workers is age-based discrimination, which 

can manifest in hiring practices, promotions, or even during everyday interactions in the 

workplace. (Vasconcelos, 2015) Despite anti-discrimination laws in many jurisdictions, subtle 

biases and stereotypes may persist, negatively impacting the opportunities available to older 

individuals. Legal provisions must be strengthened to explicitly address age discrimination 

and promote fair and equal treatment for workers of all age groups. (Blowers, 2015) Another 

challenge is the lack of accommodation for age-related health conditions. While disability 

laws may cover certain health issues, they might not encompass conditions more commonly 

associated with aging, such as arthritis or diminished vision. Legal frameworks should be 
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expanded to ensure that employers make reasonable accommodations for the specific health 

needs of elderly workers, facilitating their continued participation in the workforce without 

undue obstacles. (Bedard, et al., 2022) Additionally, issues related to retirement age and 

pension benefits present dilemmas for elderly workers. Existing laws may not adequately 

address the evolving nature of work, where individuals may choose or need to work beyond 

traditional retirement ages. Legal reforms should consider flexible retirement options and 

ensure that pension schemes adapt to the changing landscape, providing financial security for 

elderly workers who opt to extend their careers. (Grimes, 2014; Fonner & Roloff, 2010) 

Workplace harassment and lack of recognition for the contributions of elderly 

workers are additional concerns. (Blowers, 2015) Although various forms of harassment are 

covered by anti-discrimination laws, subtle biases or age-related microaggressions may go 

unaddressed. Strengthening legal protections against age-based harassment and promoting a 

culture that values the diverse contributions of workers, regardless of age, are crucial for 

fostering a supportive work environment. (Dordoni & Argentero, 2015) Moreover, the absence 

of targeted training and development opportunities for elderly workers can hinder their 

professional growth. Legal frameworks should encourage and, in some cases, mandate 

initiatives that facilitate continuous learning for older employees, ensuring they remain 

competitive in an ever-changing job market. (Johnson, 2014). 

In conclusion, the challenges faced by elderly workers in the workplace underscore 

the necessity for enhanced legal protections. Addressing age-based discrimination, 

accommodating health conditions, reevaluating retirement and pension laws, combating 

harassment, and promoting ongoing training are pivotal steps toward creating an inclusive and 

supportive work environment for individuals across all age groups. Legal reforms must be 

proactive in adapting to the evolving needs of an aging workforce, ultimately fostering a 

workplace culture that values and protects the rights of elderly workers. (Finkelstein, et al., 

2018; Bedard, et al., 2022) 

 4. Laws related to protecting elderly workers in Thailand. 

Thailand does not have specific laws focused solely on the protection of elderly 

workers. However, Thai labor laws encompass broader provisions that protect workers, 

regardless of age. Key legal frameworks related to labor protection in Thailand include. 

1)Labor Protection Act of 1998. This act covers various aspects of employment, 

including working hours, holidays, termination, and severance pay. While it doesn't 

specifically address elderly workers, it establishes general standards and protections for all 

employees. 

2)Social Security Act of 1990. The Social Security Act provides a system of social 

security for employees, including health care, disability benefits, unemployment benefits, and 

old-age benefits. The old-age benefits under this act are designed to provide financial support 

to retired workers. 

3)Empowerment of Persons With Disabilities Act of 2007. While not specific to 

elderly workers, this act prohibits discrimination in employment based on disability. It ensures 

that individuals with disabilities are not unfairly treated in the workplace. 

In the intricate tapestry of labor laws in Thailand, the specific protection of elderly 

workers is an evolving facet that warrants closer examination. While the country has robust 

legislation addressing general labor rights and non-discrimination, explicit provisions tailored 

to the distinctive needs of elderly workers are still emerging. This introduction delves into the 

existing legal landscape, aiming to shed light on the laws, or the lack thereof, that safeguard 

the rights and well-being of elderly individuals in the Thai workforce. 

 

Analysis and findings 
 

The Labor Protection Act of 1998 in Thailand does provide general labor protections, 

but it may not explicitly address certain concerns or challenges faced by elderly workers. Here 
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are some potential weaknesses or limitations associated with the Act concerning elderly 

workers: 

  1.Lack of Specific Age-Related Provisions. The Labor Protection Act may not have 

specific provisions that address the unique needs or challenges of elderly workers. Issues such 

as age discrimination, workplace adaptations for older individuals, or phased retirement 

options may not be explicitly covered. 

2.Inadequate Protections Against Age Discrimination. While the Act prohibits 

discrimination in employment, including discrimination based on age, the specific measures to 

prevent and address age discrimination may not be comprehensive. There might be a need for 

more explicit and detailed regulations on preventing discrimination against elderly workers. 

3.Limited Accommodations for Aging Workforce. The Act may not include 

provisions that require employers to make accommodations for the changing needs of an aging 

workforce, such as ergonomic adjustments, health-related accommodations, or flexibility in 

work arrangements. 

4. Insufficient Support for Phased Retirement. The Act may not have specific 

provisions that facilitate phased retirement, which could be a consideration for older workers 

who wish to reduce their working hours gradually before full retirement. 

5.Health and Safety Concerns. Older workers may have specific health and safety 

concerns that are not explicitly addressed in the Act. Ensuring a safe and healthy work 

environment for elderly workers may require additional measures. 

6.Retirement Age and Mandatory Retirement. Some jurisdictions have mandatory 

retirement ages, which may not align with the preferences or capabilities of all elderly 

workers. The Act might not sufficiently address issues related to retirement age and mandatory 

retirement policies. 

It's important to note that labor laws can be subject to updates and amendments. 

Governments may periodically review and revise these laws to address emerging issues and 

concerns. 

Social Security Act of 1990 in Thailand provides a framework for social security 

benefits, including those related to retirement, it may have certain weaknesses when it comes 

to addressing the specific needs and challenges of older workers. Here are potential 

weaknesses associated with the Social Security Act of 1990 in relation to protecting older 

workers: 

1. Limited Scope of Benefits. The act may have a limited scope of benefits related to 

the aging workforce. While it provides for old-age benefits, the coverage and adequacy of 

these benefits may be insufficient to meet the diverse needs of older workers. 

2.Inadequate Retirement Income. The act may not provide adequate support for 

retirement income, particularly for individuals with varying career trajectories, part-time 

employment, or those with gaps in their work history. 

3.Lack of Flexibility in Retirement Age. The act may not offer flexibility in terms of 

retirement age. Some older workers may wish to continue working beyond the traditional 

retirement age, and the act may not adequately accommodate this desire for extended 

employment. 

4.Healthcare Coverage Limitations. Healthcare coverage under the Social Security 

Act may have limitations that affect older workers, especially in addressing age-related health 

issues. Access to comprehensive and affordable healthcare becomes crucial as individuals age. 

5.Challenges for Older Job Seekers. The act may not specifically address challenges 

faced by older workers in terms of re-employment, job-seeking, or staying employable. This 

could include issues related to age discrimination, skill development, and transitioning to new 

roles. 

6.Inadequate Measures Against Age Discrimination. The act may lack specific 

provisions aimed at preventing age discrimination in the workplace. Clear measures to prevent 

discrimination based on age could enhance the protection of older workers. 
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7.Rigid Policies for Continued Employment. The act may not have provisions that 

encourage employers to adopt flexible work arrangements or policies promoting the continued 

employment of older workers in roles that align with their skills and capabilities. 

The Empowerment of Persons With Disabilities Act of 2007 in Thailand is aimed at 

preventing discrimination against individuals with disabilities in the workplace. However, 

there might be certain weaknesses or limitations associated with the act in protecting older 

workers with disabilities. Here are potential weaknesses 

8.Age-Related Disability Considerations. The act may not explicitly address the 

unique challenges faced by older workers who acquire disabilities as they age. While the focus 

is on prohibiting discrimination based on disability, specific provisions related to age-related 

disabilities could be lacking. 

9.Intersectionality of Age and Disability. Older workers may experience disabilities 

that are related to age, such as age-related mobility issues or health conditions. The act might 

not fully consider the intersectionality of age and disability, and how these factors may 

compound challenges in the workplace. 

10.Limited Accommodations for Age-Related Disabilities. The act may not provide 

explicit guidelines on accommodating age-related disabilities in the workplace. Older workers 

may require specific accommodations, and the act might not address these needs 

comprehensively. 

11. Insufficient Support for Skill Development. The act may not have provisions 

encouraging employers to invest in skill development programs for older workers with 

disabilities. This could limit the opportunities for older individuals to acquire new skills and 

remain employable. 

12 Challenges for Older Job Seekers with Disabilities. The act might not specifically 

address challenges faced by older job seekers with disabilities in terms of re-entering the 

workforce. This could include issues related to access to job opportunities, training, and anti-

discrimination measures during the hiring process. 

13. Risks of Age-Related Stereotyping. Older workers with disabilities may be at risk 

of facing age-related stereotypes, where assumptions about their capabilities are based on both 

age and disability. The act may not explicitly address or mitigate such stereotypes. 

14.Limited Awareness and Enforcement. There might be challenges related to the 

awareness and enforcement of the act in practice. Older workers with disabilities may not be 

fully aware of their rights, and employers may not always implement necessary 

accommodations. 

15.Inadequate Protections Against Age Discrimination. While the act focuses on 

disability discrimination, it may not have comprehensive measures against age discrimination. 

Older workers with or without disabilities may face age-related biases that are not explicitly 

covered by the act. 

 

Proposals for Enhancing Labor Laws in Thailand 
Improving laws to support an aging society involves addressing the specific needs 

and challenges faced by older individuals in the workforce. While Thailand already has 

foundational laws such as the Labor Protection Act of 1998, the Social Security Act of 1990, 

and the Empowerment of Persons With Disabilities Act  of 2007, there is always room for 

enhancement. Here are several potential areas of improvement. 

1.Incorporate Age-Friendly Employment Policies. Amend existing labor laws to 

explicitly include provisions that support age-friendly employment practices. This may 

involve promoting flexible work arrangements, accommodating age-related health concerns, 

and fostering a positive and inclusive work environment for older workers. 

2.Address Age Discrimination Explicitly. Strengthen laws to explicitly prohibit age 

discrimination in all aspects of employment, including recruitment, promotion, and 
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termination. Clear anti-discrimination measures can contribute to a fair and equitable 

workplace for individuals of all ages. 

3.Promote Phased Retirement Options. Introduce provisions that encourage and 

facilitate phased retirement options. This could involve flexible working hours, reduced 

schedules, or mentorship programs to support older workers in transitioning to retirement 

gradually. 

4.Enhance Social Security Benefits. Review and enhance social security benefits to 

better support retirees. This may include adjusting retirement age requirements, improving the 

adequacy of pension benefits, and addressing the financial needs of older individuals with 

disabilities. 

5.Support Skill Development for Older Workers. Implement policies that encourage 

and provide opportunities for ongoing skill development for older workers. Training programs, 

reskilling initiatives, and lifelong learning opportunities can help older individuals stay 

competitive in the job market. 

Therefore, it is evident that Thailand should consistently review and update its labor laws to 

accommodate the evolving needs of an aging society. Regular assessments are essential for 

identifying gaps and areas that require further improvement in supporting the rights and well-

being of older workers. To implement these enhancements effectively, collaboration between 

government agencies, employers, employee representatives, and advocacy groups is crucial. 

Engaging in a dialogue with stakeholders and conducting research on the specific challenges 

faced by older workers can inform the development of targeted and effective policies. 

 

Conclusion 
A comprehensive and forward-looking approach to legal reforms is essential to 

support the needs and rights of elderly workers. Examining three pivotal laws—the Labor 

Protection Act of 1998, the Social Security Act of 1990, and the Empowerment of Persons 

With Disabilities Act of 2007—reveals areas that warrant enhancement to create a more age-

inclusive and supportive work environment. 

The Labor Protection Act of 1998, a cornerstone of Thailand's labor laws, should be 

revisited to explicitly address the concerns of elderly workers. Introducing provisions that 

promote flexible work arrangements, phased retirement options, and anti-discrimination 

measures based on age will go a long way in accommodating the unique needs of this 

demographic. Such reforms would recognize and capitalize on the wealth of experience and 

skills that older workers bring to the table. In tandem, amendments to the Social Security Act 

of 1990 are paramount to fortify the social safety net for elderly citizens. Adjustments in 

retirement age requirements and pension benefits would better align with the changing 

dynamics of an aging workforce. Additionally, provisions that cater to age-related disabilities 

and health conditions should be integrated to ensure comprehensive support for older 

individuals, promoting their financial security and overall well-being. The Empowerment of 

Persons With Disabilities Act of 2007, while a crucial step in preventing discrimination, 

should expand its scope to encompass age-related disabilities. By explicitly recognizing and 

accommodating age-related health conditions, the law can effectively safeguard elderly 

workers against discrimination, ensuring equal opportunities in the workplace. 

Beyond legislative amendments, fostering an age-inclusive work culture is imperative. 

Introducing policies that encourage lifelong learning, skill development, and mentorship 

programs can help older workers adapt to evolving job requirements. Such initiatives not only 

empower elderly workers but also contribute to bridging the generation gap, creating a 

harmonious and collaborative work environment. 

In conclusion, the path toward a more age-friendly workforce in Thailand requires a 

multifaceted approach. Legal reforms should address gaps in existing laws, with a focus on the 

Labor Protection Act, the Social Security Act, and the Act on Prohibition of Discrimination. 

Simultaneously, a cultural shift that values and embraces the contributions of elderly workers 

is essential for a thriving, diverse, and inclusive labor market. As Thailand charts its course 
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into an era of demographic change, prioritizing the rights and well-being of its aging 

workforce will be key to building a resilient and equitable society. 
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