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The author is Thomasina McDaid, currently working front of house as a server in an established restaurant called ‘The Secret Kitchen and Bar’ where the owners own another 2 well established restaurants in the Swansea area. Thomasina is currently studying BA Hons in Leadership and Management and hoping to use her degree to progress within her workplace.

[bookmark: _Toc119239065]Introduction

The objective of this report is to establish the benefits of multi-skilling in the authors workplace and how it can be implemented. Firstly, the author conducts a literature review examining the construction industry and their use of multi-skilling within the workplace. The benefits and the limitations of multi-skilling is addressed. The author will compare certain factors of the multi-skilling within construction to her workplace and the similarities of these actions and how it could be implemented in her workplace. The literature review expands on multi-skilling and the different types of strategies that can be used. The author makes a conclusion as to what kind of strategy she believes to be best suited for her workplace. It then goes onto looking at the collateral effects of multi-skilling and the disadvantages of doing so, using the learning and forgetting effects theory as one of the main reasons multi-skilling can be a disadvantage to her workplace. She does address this by suggesting a rota that would allow all employees that are multi-skill trained to use their gained knowledge and experience on a regular basis in order for this not to negatively affect her workplace.
After the literature review, the author then addresses the methodology she has used throughout this report. Including the waterfall methodology and extreme programming (xp) methodology. Lastly, the author then goes on to share her recommendations and how she thinks the multi-skilling should be implemented into her workplace.
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Investigated is multi-skilling, an organisational technique that aims to broaden a worker's skill set in order to promote role and job flexibility among organisation members. A business can structure its workforce to fulfil specific needs for a variety of talents thanks to multi-skilling. This essay examines the research on multi-skilling in the construction sector, its advantages, and the reasons why the author thinks it would be useful to incorporate it into her workplace. Numerous businesses, including the building sector, IT projects, the healthcare sector, process systems, and others, can benefit from multi-skilling. Utilizing teams with members who have received training to handle many tasks is known as multi-skilling (Gomar et al, 2002). 
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[bookmark: bbib0034]This literature review is looking into multi-skilling and how training employees in the authors current workplace to be multi-skilled would positively impact the issues of having limited experienced chefs to work in the kitchen. There isn’t much research done for multi-skilling in the hospitality industry, so for the purpose of this review, the author will look into the construction industry and the advantages/disadvantages of multi-skilling in a business. The process of preparing workers for more than one job function at work is known as multi-skilling. The need for a more adaptable workforce has led many businesses to adopt multi-skilling in the workplace. The term "multi-skilling" is frequently used in HR to describe workers who possess the abilities to successfully perform multiple job functions for the organisation. The benefits of multi-skilling are numerous, including better worker communication, increased job satisfaction and self-motivation, less boredom, reduced repetitive stress, and reduced weariness (Wang, Sowden, & Mileham, 2013). 
The author works in the hospitality industry in a restaurant. There are several job roles within her workplace divided into two sections. The front of house (which will be referred to as FOH throughout this report) and the back of house (referred throughout as BOH). The FOH consists of the General Manager (Main manager of the restaurant), Assistant Manager (Assists the running of the restaurant alongside GM), Team leaders (Ensures the shift is running smoothly), Barista’s (Makes all the coffees/tea/cake/drinks, Servers (Table service is offered so servers will take orders and have control of different sections within the restaurant) and Runners (Runs all food and drinks when ready). The BOH consists of Head Chef (Controls the whole kitchen, stock management etc), Sous Chef (Similar to head chef but usually more hands on, will step in when head chef off), Chef de Partie (Responsible for running a specific part of the kitchen ie. The grill, the dessert station, baguette/salad station), Commis Chef (will work under Chef de Partie and are usually still in training/recently passed) & Kitchen Porter/Dishwasher (Basic food prep and responsible for all dishes/cutlery to be cleaned and put away). Collectively, the team work together to provide service to customers to ensure all needs are satisfied. 
The author wants to introduce multi-skilling into her workplace where the FOH staff can jump BOH to assist the running of the restaurant kitchen. She believes this to be hugely beneficial to her workplace as since Brexit and Covid-19 there has been a huge need for experienced chefs in all positions.
Firstly, Brexit. Something that has made a huge impact on the hospitality industry. The UK had been receiving migrant labour from other EU members. Many foreign workers were hired by UK hospitality establishments like pubs, restaurants, and cafés, for instance. In the years before Brexit, the hospitality industry as a whole employed around 400,000 migrant workers, mainly working in the kitchen. Since Brexit, neither migrant employees nor UK-based businesses are subject to the free movement rule. Finding international employees has been harder for employers and moving to the UK is no longer as appealing to migrant workers as it once was. Due to changes in the law, the immediate impact of Brexit on the hospitality business resulted in the loss of a significant number of employments. Before Brexit, it is estimated that more than 30% of the hospitality workers in the UK were immigrants from Europe. One of the largest publicly traded pub groups in the UK, Mitchells and Butlers, was reported to have lost 9,000 of its 39,000 employees, or over a quarter, as a result of Brexit by The Guardian (Butler, 2021) Numerous pub and restaurant franchises around the nation have experienced this kind of loss. This includes the authors workplace where she witnessed several kitchen staff leaving to move back to their home countries due to the difficulties of staying in the UK. Additionally, Covid-19 and the destructive impact of lockdowns on the hospitality industry, which has unquestionably been hardest hit of all UK businesses, are combined, and the result is that this market sector is currently experiencing short-term issues that will require a long-term solution to fix. The author believes that by introducing multi-skill training into her workplace, that it will give a positive solution to the shortage of experienced kitchen chefs. Furthermore, regarding covid-19, early in 2020, the World Health Organization began to release the occasional news clip about the spread of Coronavirus. For the vast majority of people, this probably blended in with other news stories at the time, and no one would have imagined that the COVID-19 would have made such an impact on the world and many industries, especially the likes of hospitality. The legal restrictions that were implemented, hugely negatively impacted the hospitality industry, with restrictions mainly including the complete closure of restaurants for prolonged periods of times and increments of short periods where they were allowed to open but with huge restrictions in place which limited the amount of custom they could serve (Poppleston, 2021) 
The BBC made a report on why hospitality workers are leaving the industry, which included a local girl from the authors hometown Swansea, reporting that she had worked in the industry for 8 years and progressed to a manager’s position, but after being put on furlough, and having time to re-evaluate her position, decided to pursue a new career path. Her worries were that she was unsure of when she would be allowed back to work, whether it would be full or part time hours, or even whether her job would still be there due to many restaurants already closing down due to lack of funding to keep afloat through unprecedented times. In this same report, BBC state that 1 in 10 workers left the hospitality industry during covid-19 (Evans, 2021) According to the most recent statistics from the international recruitment business Broadbean Technology, Beckett (2021) states that the number of openings in the UK hospitality industry increased 77% from March to April. However, there were 82% fewer applications in April 2020 than there were in April 2019. The author knows people personally, who after being put on furlough or being laid off, pursued jobs in other industries and once the hospitality industry was fully open again, did not return for reasons such as more social hours, more stability and better hourly pay in their current job.
After the impact of both Brexit and Covid-19, and the current circumstances regarding the lack of experienced chefs within the hospitality industry, this review will look into the possibility of introducing multi-skilling into the authors workplace, where the FOH staff can be multi-skill trained so they are able to jump into the BOH and help when needed. There will be findings of both the positive and the negative reasons why multi-skilling will be effective/ineffective and conclude as to whether multi-skilling in the authors workplace would be beneficial to the restaurant and how it could be implemented. 
In construction, for upcoming projects, contractors in the construction sector attempt to offer competitive prices. Cutting labour expenses is essential for survival, especially when other costs are more difficult to manage because many non-labour expenditures are related to the availability of supplies of equipment and materials. The ability to maintain a competitive edge is limited because all competitors' expenses for materials and equipment are equal or comparable. The management of labour costs offers the potential for cost savings. Therefore, increasing labour productivity might provide you the competitive edge that’s needed. Being multi-skilled can increase production, making it a suitable answer. (Yeun, 2003) evaluated the possible advantages, barriers, restrictions, and applicability of multi-skilling in his study.
Lessons from this study are relevant to many industries including the hospitality industry, where produce, rent, utilities etc are the same or similar to their competitors and therefore having the advantage of multi-skilled employees would be an asset. Especially in the current climate where there is a serious lack of experienced chefs. As you can see in appendix (A) and (B), the authors workplace has made an offer of a £1,000 welcome bonus for any skilled chefs to join the team as they are in such need. By implementing training to effectively multi-skill the FOH staff, the author believes the lack of skilled chefs that is currently an ongoing issue, can be resolved with the team being able to step in and help the BOH and collectively produce a great service from the restaurant.
A multiskilled worker is defined as "an individual who possesses or obtains a range of skills and knowledge" by (Burleson et al, 1998). According to their capacity to carry out the required skill or task without being constrained by conventional job descriptions or work boundaries, the workers are assigned to building tasks (Burleson, 2002). The role of the workers on a construction project is not only related to their primary craft, in which they are highly skilled. It should be emphasised that having mastery-level abilities in several different trade areas is not always required of an employee. However, the worker must be effective and productive in trade disciplines outside of his or her main area of employment.
Numerous studies have been conducted in an effort to pinpoint the possible advantages of multiskilling. According to statistics from earlier studies, the advantages of multiskilling include the potential to save 5-20% on labour costs, a reduction in the total number of hires needed, an increase in the average length of employment for workers per project of 47%, and higher earning potential for multiskilled workers (Burleson, 1998)
A multi-skilled staff with experience and training directly translates to improved production, better quality, and cheaper costs. At any time and for any length of time, workers can cover for absent colleagues and work in a position that requires more staff. This makes it possible to sustain output levels in a variety of situations where doing so would otherwise result in idle personnel or lost revenue. Planning in a business with a multiskilled workforce puts the needs of the client before the skills of the workers. As a result, there are fewer hours spent idle. Workers with a variety of capabilities are used to continuously picking up new knowledge and making adjustments. A range of methods, including coaching and mentoring, work rotation, job shadowing, self-learning, and team-based cross-functional projects, can be used to develop multi-skilling (Wang, Sowden, & Mileham, 2013). 
Previous studies have shown that multiskilling labour techniques are advantageous for construction employees. The majority of the studies indicate that multiskilled labour solutions used in construction applications provide benefits to workers. A multiskilled worker has greater job security than a single-skilled one, according to Carmichael and MacLeod (1993). Additionally, because they can work in one location at multiple crafts, they can take part in a variety of projects without having to relocate to different locations (Hass, C, Rodriguez, A, Glover, R. and Goodrum P, 2001). Although due to the nature of the authors workplace having two sister restaurants, it would also be beneficial to be able to use the multi-skill training to be able to work in any of the restaurants when needed. Multi-skilling in trades like carpentry and piping, crane operators, and truck drivers has become standard in industrialised nations, which has reduced project labour costs, duration, and idle times. The idea of multi-skilling provides a win-win solution to the issue of rising labour costs and finding experienced skills men. This is because the company's overall labour costs drop, while the multi-skilled employee's take-home pay rises (Nwaogazie, 2016) 
The author believes that like the construction industry, the hospitality industry would benefit from having more staff trained to be multi-skilled. As you can see in appendix (C) The authors workplace was due to open in 10 minutes when this message was sent and only 1 chef was currently in work when there are usually at least 4 staff in at this time to prepare food for the day before opening. Staff in the kitchen had phoned in sick and without the flexibility of a choice of chefs, they were unable to get anyone else in to cover the shifts. The head chef from one of the other restaurants that the owners have, came in to help but they were still left short staffed and unable to do everything that was needed to run the kitchen smoothly. This resulted in the restaurant offering a limited menu when opening, effecting negatively the service they could provide to their customers. Situations like this happen commonly in the authors workplace, giving further evidence and reason as to why multi-skilling would benefit her workplace.  The need for more staff would reduce, the situations that her workplace may find themselves in wouldn’t happen and therefore overall, the service towards customers and the consistency would improve. 
There are many advantages to multi-skilling in many industries, The Construction Industry Institute (CII) and the Centre for Construction Industry Studies recommended multiskilling in construction as a workforce management strategy for increasing productivity and addressing labour shortages in 1998 (Burleson et al. 1998). A workforce management method called multiskilling tries to boost flexibility by diversifying skill sets to cover a wide range of trades (Haas et al. 2001). Multi-skilled employees are prepared to handle a variety of duties so they can be assigned anywhere and whenever it is necessary (Burleson et al. 1998). The improvement of construction performance and productivity is greatly aided by multiskilling (Ahmadian Fard Fini et al. 2017). Numerous multiskilling techniques have so far been created and included in construction literature. These tactics include cross-trained teams (Thomas and Horman 2006), Tier 1 (Brandenburg et al. 2003), dual-skill (Burleson et al. 1998), chaining (Arashpour et al. 2015), and upstream multi-skilling (Arashpour et al. 2017). These multiskilling strategies are used to achieve one or more predetermined goals, such as improving labour productivity and safety (MOM 2016;Florez 2017), decreasing labour costs (Gomar et al. 2002; Srour et al. 2006), decreasing labour shortages (Pollitt 2010), and increasing employment prospects (Haas et al. 2001; Wang et al. 2009). 
Despite the fact that multiskilling can achieve a number of goals for both businesses and people, its implementation might have drawbacks and unintended consequences. A workforce may be reluctant to pursue additional training because the employees feel they already possess the necessary expertise or because they are worried about receiving suitable compensation for the additional training (Carley et al. 2003). Additionally, there may be a decline in productivity as a result of licencing restrictions, learning and forgetting effects, and the belief that high specialisation is preferable to multiskilling (Wang et al. 2009; Ho 2016; Lobo and Wilkinson 2012). Furthermore, it has been determined that the biggest obstacle to individuals and businesses engaging in multiskilling is finding adequate financing to cover training costs (BCA 2016) In addition, multi-skilling contexts may differ in the degree of similarity between various tasks as well as production layout and features (Liu and Wang 2012; McGuiness and Bennett 2006), all of which affect the viability of multi-skilling strategies and the ability to achieve goals while minimising unfavourable side effects.
Construction companies in industrialised economies face a serious problem with a skills gap, and the multiskilling of a staff is an effective answer (Ho 2016). As a result, much research (Burleson et al. 1998; McGuinness and Bennett 2006; Lobo and Wilkinson 2008; Haas et al. 2001) have looked at adopting multiskilling to address skills shortages/workforce shortages. Seven studies (Gomar et al. 2002; Lill 2008, 2009; Florez et al. 2012, 2013; Florez 2017; Ahmadian Fard Fini et al. 2017) evaluated the benefits of multiskilling by assessing both the improvement of employees through higher salaries and longer employment periods and the increased prosperity of employers through success and greater project productivity.
A number of articles assessed the multiskilling system. Sing et al. (2017), Wang et al. (2009), and Burleson et al. (1998) all suggested opportunity for multiskilled crafts to meet a variety of various goals. 73 different skills were found by MOM (2016) and BCA (2016). Difference here though is the workforce was left to determine the best skill combinations by combining various skills in the context of the project without any suggestions. Innovative structures for multiskilling broadening multiskilling limits to soft skills, as recommended by Castaneda et al. (2003, 2005); Teizer et al. (2013), MOM (2016), additionally, BCA (2016) widened multiskilling to incorporate safety. 
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Hegazy et al. (2000) used two various multiskilling techniques. One type of multiskilled labour could only undertake one additional task in the initial multiskilling arrangement. There were five rules for substituting multiskilling in another strategy. Some employees were specialists, while others could handle two or three tasks. A multiskilling approach called chaining allows employees to perform tasks both at their initial workstation and at subsequent workstations. When there is practical proximity between several employment sites and the volume of work in progress is modest, it is regarded as an effective multiskilling technique (Qin et al. 2015). This multiskilling arrangement was created in the initial production (Hopp and Oyen 2004), then expanded in off-site prefabrication context. (Arashpour et al. 2015, 2017)
A dual-skilling approach seeks to improve employees' effectiveness in projects by recognising complimentary workloads (Burleson et al. 1998). For instance, a project's idle ironworker can help the overworked painters. The key challenge with this particular form of multiskilling plan is that the skill requirements are quite variable and project-specific. As a result, this strategy's structure varies depending on the project. According to the theory that craft workers can be divided into four general groups, including civil/structural, general support, electrical and mechanical, reflecting distinct stages in a building project, Burleson et al. (1998) proposed a four-skills labour approach. The structure of the four-skills-helpers approach is the same as the four-skills strategy, but training is only done at the helper level.
Every employee may complete all necessary jobs if they have received comprehensive multiskill training. Clearly, this approach offers the greatest adaptability, but the associated costs of training, salary, and transfer expenses are substantial (Burleson et al. 1998). The number of workstations containing a fully multiskilled workforce typically does not exceed four or five in the literature, despite the fact that this method is occasionally suitable to off-site construction (Daniels et al. 2004). This represents the expenses of multiskilling and possible consequences of learning and forgetting. Due to the substantial number of additional duties, studies on true multiskilling in building projects are lacking (Ejohwomu et al. 2008). This tactic was acknowledged by Burleson et al. (1998) as being economically ineffective and unworkable in the context of construction projects. Theoretically, this technique may be used as an upper bound to compare the benefits of other multiskilling strategies that were obtained in a similar manner. After becoming proficient in two or three trades, the advantages of multiskilling diminish, as demonstrated by Gomar et al. (2002). 
This is where the author believes that trying to multiskill train all employees would not be beneficial, but the chaining strategy would work the best. As an example, if the head chef was absent, the Sous chef could step in their place, the Commis chef could then take the place of the Sous chef, whilst the FOH staff who have been multi-skilled trained could then step into the Commis chef’s place. The commis chef usually has expertise in one station within the kitchen but trained on all as are all chefs within her workplace kitchen. By using the chaining technique, the issue of having a shortage of staff within the kitchen would then be addressed.
Construction projects that repeat themselves (like the authors workplace) can also benefit from full multiskilling training because they only require a small number of skills and because many professions are similar. This lessens the time and expense needed for the workforce to learn new skills and also lessens the consequences of learning and forgetting (Ahmadian Fard Fini et al. 2016). In this situation, Gouda et al. (2017) investigated whether comprehensive multiskilling could be used to a pipeline construction project with nine repeated tasks. 
Multiskilled teams can be created by mixing individuals with a variety of skills or by grouping people with varying levels of expertise (Koch 2002). The configuration of multiskilled teams should take into consideration the team size (Thomas and Horman 2006), skill similarity (Koch and Marton 2002), and ability to operate simultaneously (Wang et al. 2009). Multiskilled teams have drawn some interest in repetitive building (Thomas and Horman 2006) as well as site construction (Koch 2002, Koch and Marton 2002, Sacks and Goldin 2007). Offsite building situations, however, do not use this method, opening up possibilities for further study. To reduce manufacturing lead times, Sacks and Goldin (2007) recommended the usage of multiskilled teams in addition to other strategies. The advantage of deploying multi-skilled teams comes from having more work teams that can function in parallel rather than in series. This is comparable to reducing queue times by having two distinct machines operate simultaneously in a production line (Sacks and Goldin 2007). Thomas and Horman (2006) investigated how performance measures in the construction of bridges and concrete work in residential buildings were affected by the use of multiskilled teams.
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Implementing multiskilling is linked to a number of advantages, such as greater production (Arashpour et al. 2015), improved social sustainability (Lill 2008), and longer worker employment (Burleson et al. 1998). These advantages do, however, have a number of drawbacks. Reduced efficiency, transfer fees, training expenses, higher salaries, learning and forgetting effects, psychological effects, and retention costs are seven frequent adverse effects of multiskilling that have been noted in the literature. When employees perform their primary task more quickly than their secondary task, their efficiency is reduced (Hegazy et al. 2000). Moving a multiskilled workforce, configuring machines, and getting information are all transfer expenses that do not improve the quality of the finished output (Lill 2009). Training expenditures are tied to the workforce's education and include mentoring fees, credential fees, and other training-related charges (Ahmadian Fard Fini et al. 2016). Wage increases are due to increased pay for a workforce with higher abilities in a financial framework based on skill (Hyari et al. 2010). After the workforce has undergone training to reach its full capacity, learning and forgetting effects come into play; if multiskilled workers don't regularly exercise a skill, it will be lost (Ahmadian Fard Fini et al. 2017). Retention costs are caused by the money lost when multiskilled employees depart an organisation (Pollitt 2009). 
There are further collateral consequences known as psychological effects in addition to the aforementioned multiskilling side effects, such as weaker social image and increased responsibility uncertainty (Qin et al. 2015). Increasing ambiguity over the precise overlap between various trades and whether or not they can be clearly distinguished is another effect (Clarke and Wall 2000). Despite the existence of the aforementioned collateral effects, multiskilling studies do not address them because doing so would be challenging (Qin et al. 2015).
The author believes that any employees that would be multiskill trained should apply their further knowledge and experience on a regular basis in order not to fall into the trap of learning and forgetting. Regardless of whether the kitchen is needing the help from FOH staff, the employees should be rostered on a regular to sustain their ability so as and when needed they are able to easily transition from FOH to BOH effectively. 
Assembly lines need every worker present for proper operation. Management must act promptly to identify a replacement while a worker is absent. Multi-skilling employees to do several duties lessens this challenge. Multi-skilling should be utilised sparingly, though, as it is expensive, subject to learning capacity, and can muddle the search for quality issues (Inman et al, 2004)
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In this section, the author explains her methodology and what she used to create the findings of this report. It will give reasons as to why she looked into the certain areas she did, the approach she took and how data was collected. The first stage of the research for this report was a literature review that has been based on previous studies on multi-skilling in the workplace, where the author has researched multi-skilling in the construction industry. Articles related to multi-skilling, construction management and the costs of the multi-skilling training has been explored. The author used a literature review, looking into the benefits of multi-skilling in construction to show the capabilities of how multi-skilling in her workplace would be beneficial. 
The author researched and collected data from a number of articles and reports that have been written previously about multi-skilling in the workplace. There has been both qualitative and quantitative research within this report, showing figures of how much the authors workplace could potentially save by multiskilling their employees, whilst also researching the positive and negative outcomes of multiskilling in her workplace. 
There has been a number of methodologies used throughout this project, such as the waterfall methodology. With an end goal for this project clearly defined, the author strongly believes that multiskilling in her workplace will be of an advantage. 
Extreme programming (XP) methodology is used as it strongly encourages teamwork within a small capacity. It places a strong emphasis on teamwork and collaboration between management, clients, and developers, with teams taking care of themselves. Teams should adhere to a clear set of guidelines based on its five core values: simplicity, communication (face-to-face interaction is recommended), courage, feedback and respect. This methodology would be needed in order to effectively resolve the issues that authors workplace is currently having with lack of experienced chefs. Working with one another will produce the outcome needed to satisfy the workplace standards and to ensure all jobs are being done to a standard. 
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As seen in the report, there is substantial evidence to back the author as to why there should be multi-skilled training implemented into her workplace. Since 2019, both Brexit and Covid-19 have been huge factors as to why the hospitality industry has had a huge downfall of experienced chefs, with chefs having to move back to their home countries and many leaving the industry due to no stability, unsure hours, and not knowing if their workplace would even pull through the effects of the pandemic. 
As a result, the author has researched into multi-skilling as there is a lot more flexibility with the FOH staff so if there is a shortage of chefs in the kitchen then the FOH can step in and help resolve the issue. Multi-skilling within the hospitality industry happens naturally for example with the FOH staff, if one of the servers are off then a runner can step in and take over the role of server and vice versa. With the lack of experienced chefs within her workplace, if a chef is off then there is very limited staff who can take over the role. 
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Yes, you read that right...

We are offering all chefs £1000 as a welcome bonus

We have so many amazing plans for expansion and we
need skilled chefs of all levels to join us to help make this
happen!

Hence this unprecedented, once in a lifetime offer!

1f you want to know more, please contact us below

urgently 11

amy@secrethg.co.uk
R 01792 439220

#chefs #swanseachef #swanseachefs #chefswansea
#chefwales #chefsofig #cheflife #chefforhire #chef
#welshchef #welshchefs




