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Review article

Multi-specialization: The concept, motivations and
impact on individuals

Rui Miguel Dias Carvalho a,*, Patricia Jardim da Palma b

a Independent Researcher, Portugal
b ISCSP - Social and Political Sciences Institute CAPP– Public Policy Administration Centre University of Lisbon Rua
Almerindo Lessa, 1300-663 Lisboa, Portugal

a b s t r a c t

We present the concept of multi-specialization for those building careers, which refers to

workers becoming very familiar with two or three fields of knowledge. This requires a

compromise between individual capacity and individual learningneeds and alsomeans that

workerswill need tomaintainor achievehigher levels of productivity, ensuringor enhancing

social welfare. Taking into account the differences between this concept and the traditional

concepts of single-field specialization,wewereable touncoverandhighlight several positive

possible results that many workers expect to experience when adopting this work

perspective and, at the same time, to hear their concerns. A questionnaire and a set of

interviewsallowus tounderstand the individual experiencesof those studied in this context.
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1. Introduction

The objective of this study is to present the concept ofmulti-specialization and itsmotivations and to reflect on its impact on the
behaviours of individuals. This concept is multi-dimensional, corresponding to a compromise between individual capacity and
individual learning needs, also correlatedwith a desire tomaintain or reachhigher levels of productivity, ensuring and enhancing
socialwelfare.At the same time, theobjective is to compare theconceptwith the traditional conceptof specializationasdefinedby
Adam Smith (1776) and later debated by Mill (1848), Taylor (1911), Boh, Slaughter, and Espinosa (2007), and Carvalho (2008). The
interest of this study comes from the fact that we live in a time when people, regardless of their education level, suffer with the
absenceofa joborwitha typeofwork thatdoesn’tmeet their expectations regarding the level ofassigned responsibilitiesorwages.

The concept of multi-specialization is original because it tries to reconcile, as a precise model, the specialization level of a
person with his/her deepest professional goals. In other words, it tries to accomplish both the satisfaction of the employers’
and the community’s needs for qualified workers to fill available jobs with the freedom of each individual to learn and pursue
self-chosen goals and at the same time contribute to a universally better social outcome. The classical approach would defend
full specialization regardless of the individuals’ learning aspirations and the new work and social realities people experience
today.

Themulti-skilled individual canmaster two fieldsofknowledgeatahigh level of complexity.Notwithknowledgeasvastas that
of a classical expert, just enough skill to allowhimor her an occupation thatmakes possible an acceptable standard of living. This
individual hasmore extensive capabilities that allow him or her to function at work in different ways ( [6_TD$DIFF]Staats & [7_TD$DIFF]Gino,[1_TD$DIFF] 2011). Given
the organization of working time, themulti-skilled person can havemultiple job responsibilities corresponding to different fields
of training in the course of a single day, or amixture of part-time occupations, such asworking shorter contracts or gig jobs,which
can last for days,weeksormonths. Themajor contributionof this paper is topresent thenewconcept ofmulti-specialization as an
attempt to find a solution for some of the problemsworkers find today in the jobmarket. For example, lacking job security despite
havingahigh-endspecializationor lacking time fornewtrainingwhen integrated in the jobmarket. Themainpoint of this paper is
to present a new way to organize the labour market that takes into account individual needs with a creative approach towards
developing a new vision to increase productivity levels and facilitate multidisciplinary innovation in a social context with global
interconnections and changing dynamics. As a consequence,multi-specialization canpossibly also be seen as a new tool to create
new jobs in complex markets. Traditionally, specialization implies a very specific knowledge base and limited activities that a
worker must master; with this research we break this assumption in a way that does not seem obvious because we assume the
same worker can perform multiple distinct tasks at a high level. For example, one person could be both a movie director and a
lawyeroraneconomist andanelectronicengineerorashoemakerandchef, etc.Multi-specializationpossiblypermitsanewworld
of opportunities in human resources management[8_TD$DIFF] (Cable, Gino, & Staats, 2013).

The first person who considered something similar to the concept we present in this paper was John Ruskin, the 19th century
artist (Carvalho, 2008). He was concerned with all aspects of human nature and due to his artistic work was aware of the
importanceofhavingdiversifiedknowledgeandexperiences [9_TD$DIFF] (Galenson, 2004c) for a successful creativeprocess.Thismeans thata
change to the traditional concept of specialization is not a new idea. Already by the 19th century it was obvious that peoplemight
have very distinct psychological characteristics and thus some people more than others might lack the ability to cope with the
stress of certain tasks and be unable to develop certain capabilities essential to their happiness[10_TD$DIFF] (Hardy&Barkham, 1994; Harpaz&
Fu, 2002; Jaffee, 2001; Kahn, 1992, 1995; Rousseau, 2011;Wayne&Green, 1993;Wrzesniewski et al., 1997).Work stress can be a risk
factor for disease and thereforemust be studied ([11_TD$DIFF]Narayanan, [12_TD$DIFF]Menon, [13_TD$DIFF]& Spector, 1999). Today, additionally, the increased number
of degreed workers goes hand in hand with higher unemployment levels, especially for younger graduates in Europe, possibly
meaning that traditional single-field specialization can no longer guarantee a job and goodworking conditions ( [14_TD$DIFF]EU, 2017a, 2017[15_TD$DIFF]b).

Nevertheless, this concept of multi-specialization as a specific and well defined tool remains mainly original and, as a
consequence, there are no previous studies trying to operationalize it. This study is a first step towards the complete definition of
this new labourmarket tool andwehad to find the first real data to prove its interest andusefulness. Themain original idea of this
paper is the new concept of multi-specialization.
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Asmain results of this study we found that: (i) many people find benefits from this new labour market approach. 61.2% of the
people we surveyed would like to have two distinct jobs; also, (ii) in looking at the interviews we conducted with different
employees in a variety of fields, we find that to a certain degree markets might be already pushing people to a multi-specialized
economy or at least an economy where job shifting can be a way to improve results at one’s next job.

The next section shows the background theory, then the methodology, followed by the results and data obtained and the
discussion of that data. The conclusion sums up the main findings and expectations and suggests questions for future research.

2. Background theory

Background theories show us that there is extensive evidence that the traditional concept of specialization has implications for
many dimensions of our lives, namely: (i) at the level of the firm (Chang, Khamkaew, McAleer, & Tansuchat, 2010; Eastaugh,
2001; Munch & Skaksen, 2009); (ii) at the level of the immediate social environment (Goodman, Krockenberger, & Schwarzkopf,
2007; Quental, Manus, Paten, & Pierce, 2007); (iii) at the level of recreation (Galloway, 2012; Ohl, Lyul, & Hammitt, 2012; Scott,
2012; Stebbins, 2012); (iv) at the level of IT sciences (Martinsons & Chong, 1999; Nienhuys-Cheng &Wolf, 1996; Silva, 2013); (v) at
the macro level of the economy (Di Maio & Valente, 2006; Kalemli-Ozcan, Sorensen, & Yosha, 2003; Krieger-Boden, [16_TD$DIFF]2000; Picci &
Savorelli, 2013; Phillips, 2012; Richter & Rosenmüller, 2010; Zhang, 2013); (vi) at the level of training (Roberts, 2006); (vii) at the
level of society (Kahanec, 2007), and (viii) finally, rarely, at the level of the individual, just for certain classes of professionals
(Moorhead, 2010).

2.1. High unemployment

There is a global crisis of unemployment formanypeople, even thosewhohavehigh academic qualifications. In Portugal, 17.5%of
the total 15.6% unemployedwere professionals with higher education in 2013 (INE, 2013), despite the high emigration (Ramos, V.,
4 July 2013). Thismeans that total specialization does not guarantee well-being for the specialized worker; not only not providing
thematerial conditions for daily needs but also contributing to extreme stress and health problems. Additionally, there is also the
possibilityof shifting toaneconomyofpart-time jobs,meaningpartialunemploymentor, on theotherextreme,havingmanypart-
time positions simultaneously and working many more hours in order to maintain a basic standard of living. All this points to
problemswith work-life balance.We believe that always having at least one part-time job is possibly, one of the best solutions to
avoid the bad consequences of total unemployment, because it has several advantages. For example: (i) breaking from the
traditional concept of the social contract (Conway, 2002b, 2004; Conway & Briner, 2002; Coyle-Shapiro & Parzefall, 2008; Guest &
Conway, 2002; Rousseau, 1989, 1990, 1995; Herriot & Pemberton, 1997; Robinson&Morrison, 2000; Rousseau&McLean Parks, 1993;
Turnley & Feldman, 1999), (ii) the possibility of increasing the individual autonomy that higher levels of education supposedly
allow and facilitating lifelong learning (Palma, 2008; Palma & Cunha, 2006; Spector, [17_TD$DIFF]2002; Spector [18_TD$DIFF]et al., 2002; Wiersma, 2007), (iii)
recognizing and permitting higher quality of life for the specific personalities that adapt well to the new concept or to which the
newconcept allowshigher levels ofwell-being (Huckman&Ton, 2008; Pierce, 1961), and (vi) avoiding thedamage resulting froman
increase in unemployment (Kokko, Pulkkinen, & Puustinen, 2000; Kuhnert, 2001; Perlovsky, 2005).

2.2. A human being is not a machine

Work stress andproblemswithwork-life balance can also exist due to bad communication in the office or unpleasant or repetitive
tasks at work[19_TD$DIFF] (Seiger & Wiese, 2009). We believe that the physical and psychological aspects of work cannot be ignored because
work is one of the main activities a human being engages in during the day, and is central to individual identity and individual
perception of social roles and socioeconomic status. On the other hand, depressive symptoms and anxiety frequently resultwhen
an individual does not have work for a long time (Kokko et al., 2000) despite the fact that those feelings are also linked to the
personality of the individual. As a consequence, some authors’ research is focused on the desire to achieve higher levels of
productivity with one’s individual personality and skills (Holland, 1959b; Holland, Gottfredson, & Power, 1980), and others focus
theirwork on identifyingways to avoid significant levels of conflict, accidents or damage atwork, ensuring higher levels of health
(Beehr&McGrath, 1992; Farrell, Bobrowski,&Bobrowski, 2006; Findorff,McGovern,Wall,&Gerberich, 2005; Flannery, 1996;Hughes
& Dodge, 1997; Narayanan [20_TD$DIFF]et [21_TD$DIFF]al., [22_TD$DIFF]1999).

2.3. Unbalanced relationship between workers and firms;

The unequal relationship between firms and their workers is very well documented. This power relationship is important in
order to understand the ways in which a worker can try to preserve his or her mental health, avoid stress and possible harm
from colleagues, such as sabotage and interpersonal aggression (Spector [23_TD$DIFF]& Chen, 1992). Nevertheless, it is a reality that the
strong availability of specialized workers in one field of knowledge can create a downtrend for wages and stricter work
requirements, especially when the labour market is very rigid. For example, a firm might assign an employee a very rigid work
schedule [24_TD$DIFF] (Munch & Skaksen, 2009) so they are unable to take time to improve their skills. As a consequence, when the worker
loses his or her job when the market demand for his or her skills eventually goes down, he or she probably will not be able to
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find a job at the same level in the same field. Possibly also there may be a mismatch of cultural values between workers and
firms when workers expect more training and firms do not deliver that “output,” reflecting a new psychological social contract
that workers in a more unstable labour market expect to have with their employers. Culture is paramount for healthy working
relations (Ashkanasy & Jackson, 2001; Bell, der Geer, Hanraads, & Lupton, 2012; Bickford, 2005; Casey, 1999; Gaglio & Katz, 2001;
Macarov, 2000; Martin, 2002; Pierce, 1991; Spector, [25_TD$DIFF]1975; Spector [26_TD$DIFF]et al., 2000; Storey, Salaman, & Platman, 2005; Teece, 2000;
Thau, Crossley, Bennett, & Sczesny, 2007; Tulgan, 2004; Yammarino, 1992; Yoon, Baker, & Ko, 1994). Also, culture is also
fundamental to explaining certain good work relations and to the identity of workers in the firm where they work (Baumeister
& Leary, 1995; Cohen, 2000; Cunningham & MacGregor, 2000; Diamond, Allcorn, & Stein, 2004; Davenport, 2000).

Whenwork-life balance is at risk it ispossible to identify several consequences for the individual and thosewho livewithhimor
her (Bakker,Dollard,&Demerouti, 2008). Someof theseare the following: (i) inter-role conflict, inwhich the rolepressures fromthe
work and family domains are mutually incompatible in some respect; (ii) socially detrimental behaviours among dual-earner
parents (for example, cominghomeangry or upset due to a stressful day atwork); (iii) thosewithhigh jobdemands becomeunable
to relax and recover from their work and to take care of family responsibilities; (iv) high job demands usually coincide with an
increased probability of having to take work home, which may result in higher levels of exhaustion. Both men and women face
these issues (Bakker et al., 2008) and some workers try flexible job schedules (Institute for Workplace Innovation, 2010; Tausig &
Fenwick, 2001), and sometimes face negative consequences for requesting flexibility (Zeytinoglu & Lillevik, 2005).

Actually, it is the managerial and professional workers who tend to have more access to scheduling flexibility, as they are
alreadyaclassofworkerswhotend tohavebetterworkingconditions. Employers createdifferent levelsof scheduling flexibility for
workers in different occupations, or with certain personality characteristics (such as gender and race), but that usually does not
take into account the stress or health circumstances of workers.

Having too much work or difficulties balancing work and life responsibilities can be a problem but, nevertheless, not having
work also has important consequences for an individual’s life (Kokko et al., 2000; Kuhnert, 2001). This fact can be easily
understood when we recognize that employment is generally the most important means of obtaining adequate economic
resources and, in societies where employment is the norm, work meets important psychological needs. Additionally, work can
be central to individual identity, social roles and status and employment and socioeconomic status are possibly the main
drivers of social gradients in physical andmental health andmortality. Finally,many physical and psychological aspects of lack
of work can also cause problems and pose a risk to health (Waddell & Burton, 2006). One of the fundamental negative
consequences of not having a job for a long time is the presence of depressive symptoms and anxiety (Kokko et al., 2000). This is
especially true when jobs are lost involuntarily (Kuhnert, 2001) and individuals with different personalities react differently to
this situation. For example, individuals with lower ability to regulate their emotions (Kokko et al., 2000) are likely to be worse at
handling long-term unemployment. In the future, we believe, looking into ameliorating the negative consequences of
unemployment may be even more relevant, due to the possible increase of the natural rates of unemployment as a
consequence of technological development.

2.4. Adaptation and firms’ market difficulties

The capability of firms to adapt to changing market conditions is also a consequence of the skills and capacities they possess
(Paulos & Moniz, 2013), as a result we believe that schools have a central role in this process as promoters of firms’ adaptation
capacity. Today, the shifting boundaries betweenpeople and technology (Golden, 2007; Vickers, 2003) are also a research topic and
possibly technology can be helpful to allow workers become more capable of doing quality work in a multi-specialized context.
When we compare multi-specialization with the traditional specialization concept we find that the new concept can possibly
permit: (i) for some individuals, more possibilities for self-improvement as a person and as a professional; (ii) more possible
opportunities to gainexpertise indifferent fields of knowledge (Charness&Copland, 1992) and toexperience less fragmentationof
knowledge together with higher ability to contribute to interdisciplinary dialogue between academic disciplines (Craig, 2008); (iii)
providingworkerswithmore negotiating power, and greater ability to adapt and innovatewhen seeking future employment. And
leavingworkersmore prepared to start ‘a conscious andprepared process of creative destruction’ as Schumpeter (1961) proposed;
(iv) lower levels of total unemployment because the new concept of specialization permits one person to simultaneously hold a
part-time job for an employer together with part-time highly skilled self-employment; (v) higher levels of control over one’s
employment,whichmaypermit lower stress levelsanduncertaintywhenfacing firminstability (Cooper,Dewe,&O’Driscoll, 2001),
as ‘firm instability’ presented as an objective example of stress important for research (Frese & Zapf, 1999); (vi) better individual
social interactions; (vii) maintenance of economies of scale because the firmmaintains its identity as an autonomous economic
agent; (viii) making possible more opportunities to improve individual income; (ix) making possible a better work-life balance
(Rebelo, 2003), (x) for individuals not prepared with multiple skills, these new self-promotion and job management needs can
create stress but learning new skills can lessen that stress (Cooper & Payne, 1992).

Additionally, different job functions have different characteristics that can require different adaptation strategies. For
example, inhealth-care services, it is possible that transmissionof infections fromworker topatientposesenoughof adanger that
the industry may need to avoid having many part-time workers, due to the increased probability of infection per worker. Also,
these workers experience many types of stress, including role ambiguity, role conflict, heavy workload, pressure, and physical
discomforts, who might influence the satisfaction, safety, and quality of care for patients (Lundstrom, Pugliese, Bartley, Cox, &
Guitter, 2002).
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2.5. Innovation’s connection to communication

Autonomy is also linkedwith learning, innovation and firms’ success ([27_TD$DIFF]Barringer, [28_TD$DIFF]Jones, [29_TD$DIFF]& [30_TD$DIFF]Neubaum, 2005; Baruch & Peiperl, 2000;
Baum & Locke, 2004; Bird, 1988; Cromie, 2000; Deakins, 1996; Drucker, 1985; [31_TD$DIFF] Shane & Venkataraman, 2000; Wiersma, 2007). For
example, anartist canbe seenasan innovator (Galenson, 2004a, 2004b). This leadsus to thepossibility of seeing creativity as oneof
the possible tools to achieve better productivity and healthier human relations. In fact, some authors consider creativity and
innovationasmajor tools inorder tocreateabetterworkplace regardingproductivityandhumanrelations (Moeran, 2009;McLeod,
O’Donohoe, & Townley, 2009; Spender & Kessler, 1995).

The capacity to communicate is important in groupcontexts and theability tounderstand the ideas of others is alsoparamount
for adapting, increasing productivity levels and innovating Beard,Woodman, &Moesel, 1998; Biggio et al., 2013; ILO, 28 April 2016;
Smit & Wandel, 2006). We believe that multi-specialization might increase the communication capabilities among individuals
with different professional backgrounds, because theywill share some commonprofessional terminology. Better communication
canalso imply improved involvementofemployees inanorganizationand this canbecomeaverygoodway tomanagestressat the
work place (Bunce & West, 1996; Daniels, 2006; Harrison, Laplante, & St-Cyr, 2001; Mackie, Holahan, & Gottlieb, 2001; Murphy,
Wayne, Liden, & Erdogan, 2003; Niepce & Molleman, 1998).

3. Methods

In order to fully understand the new concept ofmulti-specialization and its possible implications for workers we use two types of
research methods: (i) identifying the main motivations behind the new concept of multi-specialization, using a vast literature
review, and (ii) collecting newdata by sending out a survey questionnaire toworkers in different countries.We also conducted in-
depth interviews with five Portuguese professionals, because we would better understand their mindset, as we are Portuguese
researchers ourselves. Also, Portugal is a small open economy, and many of these professionals’ problems and aspirations are
likely to be similar to those of others elsewhere. The sample contains answers from workers all around the globe because, with
globalization, the concept of specialization was adopted in many countries, also producing some examples of regional
specialization (Krieger-Boden, 2000) and determining the dynamics of the labour market, as shown in recent research (McLaren,
2016). Also, we consider the fact that in different countries the costs to workers to switch sectors and occupations are higher, as
that fact is crucial in computing the effects of globalizationon thewelfare ofworkers. AtAnnexAwepresent thequestionnairewe
used and, at Annex B, a typical interview.

4. Results

4.1. Questionnaire

Brief analysis of the questionnaire answers reveals that employees may welcome how the labour market might be re-organized
according to the multi-specialization concept, or, at least, not see it as a potential problem. We received a total of 139 answers,
84 fromBrazil, 44 fromPortugal, 2 fromHolland, 1 fromDenmark, 1 fromSpain, 1 fromAngola, 1 fromCanada, 1 from Italy, 1 from
Luxembourg, 1 fromSwitzerland, 1 fromUSAand 1 from Japan. This sample is not representative of the universe ofworkers in the
world but it does give us a good insight into professionals’ thoughts, as far as this subject is considered.

If a person were to have two part-time jobs, the commute between them would be a major preoccupation for 56.7% of the
interviewedworkers and 59% of themwould feel themselves as potentially overloadedwithwork. 41% of the respondents believe
theywouldn’t feelmorepsychologicallyhealthywith twopart-time jobs.Nevertheless, new IT technologies are creatingnewwork
and social contexts, a new ‘cyber-humanity’, and this technology could provide new tools to help peoplemaster at least pieces of
different sets of knowledge (Vickers, 2003). Financial security would be a possible worry for 45.5%; a value very proximate to the
percentage of those who don’t believe that would be a problem (54.5%). Nevertheless, when the workers interviewed think about
thepossibilityofhaving twopart-time jobs, onewhichgives themthesense that theyarehelping to improve theworldandanother
which is more of a regular job, 61.2% say “Yes” to having two part-time jobs, despite the fact that only 38.8% consider that they

Table 1 – Main results of the questionnaire.

If I had two jobs . . . True False

I would feel more free 36.6% 63.4%
I would choose two jobs: one for money and another to save the world 61.2% 38.8%
I would feel more secure financially 45.5% 54.5%
I would feel more healthy 41% 59%
I would feel more tired 59% 41%
I would feel more preoccupied with the commute between jobs 56.7% 43.3%
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would feel more free if they were to have two part-time jobs with very distinct characteristics. Table 1, on next page, presents the
main results of the questionnaire.

Looking into this table it is possible to acknowledge that there are no extremes when we compare the number of “True” and
“False” options for each answer. This might mean that possibly there is a general social acceptance of this style of labour market
organization, taking into account the values of democracy and tolerance commonly accepted in western societies.

4.2. Interviews

Togetherwith thequestionnairewepresented tosomeworkers,wealso conducted four interviewswithprofessionalswhoworked
in different fields: (i) Mr. Nuno Ribeiro, from an IT company (www.blendstone.pt); (ii) Professor Eugénio Lisboa at Universidade de
Aveiro/Portugal (www.ua.pt); (iii)Mr. FernandoMarques,managerat anon-profit organization (www.adfp.pt); and (iv)Mr.Gonçalo
Cadilhe, travelling writer (www.goncalocadilhe.com).

All these professionals agree that employment is not just amatter ofmoney, but also a contributor to personal satisfaction and
happiness. From these individuals, Mr. Gonçalo Cadilhe is themost specialized but, all of them consider the possibility ofmaking
changes in order to gain experience or simply recharge their batteries. Except for Mr. Cadilhe, whomentioned the Hebraic saying
that “manmakes plans and God laughs out loud”, and felt he lacked any control over his working life, all the other professionals
considered that they controlled theirworking life.Noneof themconsider their success as thedirect result of their specialization in
a single area.

To Mr. Nuno Ribeiro, our dreams are the most important asset we have and engaging in different activities at the same time
should be seen as a stimulus that gets us to overcome the inevitable adversities we encounter in the labourmarket. Furthermore,
people are all different, as people’s impulses to engage in varied activities outside ofworkdemonstrate, and accepting this implies
the need to be open-minded.

To Professor Eugénio Lisboa, the diversity of hisworking experiences, some of themconcurrent, during his life, was something
thatmade himhappy. He tries to teach his students the ability to learn and adapt quickly and there is nothing wrongwith having
more part-time activities, even if they are different: diversity is wealth and improves results at one’s next job.

To Mr. Fernando Marques, diversity in his career is something very positive and enriching. This is very welcomed because,
today, flexibility and versatility are essential at the work place. Taking into account unemployment and lack of job security, the
possibility to pursue different career paths at the same time can be a road map for young people to follow, but if, and only if, the
rights of workers are guaranteed.

ToMr.GonçaloCadilhe, engaging in several activities at the same time is completelypossible andoneactivity caneven improve
the results of the others. This is something he already experiences as a writer.

This diversification canbe verypositive ifwe take into account: (a) the specialization level; (b) the intellectual capabilities of the
individual, and (c) the time allocated between activities. Summing up, each person is a unique case.

For these four professionals, we found that they believe the actual working context already resembleswhat they’d expectwith
multi-specialization, although at the same time totally specialized workers continue to exist and probably will always exist in
certain jobs in certain economic sectors.

4.3. One case study: Grupo José Avillez, Lda

The firm Grupo José Avillez, Lda. (www.joseavillez.pt) is a culinary firm managed by the young chef and entrepreneur Mr. José
Avillez. The firmhas about 170workers, seven restaurants, and three brands of wine. The chef also participates in several TV and
radio shows in Portugal and this, together with having won several internationally awarded prizes, including the restaurant
Belcanto’s twoMichelin stars, defines and justifies the extreme competitive advantage of this firm but also the high performance
expectations among thehigh levelmanagement. Certainly, this demand forhigh level performance influences the answerswegot
from 10 questionnaires given to employees and from the interview with to Mr. José Avillez.

The chef mentions that he works about 16h per day, eight hours as a chef and eight hours as a manager. Despite this fact, he
achieves high levels of quality in both dimensions of his working activities. Furthermore, he also writes and even helps craft
ceramics, something that is an artistic hobby. For him, hiswork is farmore than ameans to obtainmoney. It is amission, away to
be happy, and the two very distinct skill sets he must employ on a daily basis are a path to happiness. He understands this and,
probably due to this insight, in his firm there are people who work part time.

Looking to the answers of his 10 employees, half of them with higher education, we find that, for this sample: (i) the main
reasons to have two part-time jobs are for financial and professional development; (ii) the sample is divided when taking into
account the impact on an employee’s personal life; (iii) the possibility of overwork, stress, and wasting time commuting
between jobs are themajor concerns; iv) the workers with no higher education are the ones preoccupied with commuting times
between jobs and also those who believe they can financially benefit the most, probably as a result of the different skills and
interests these workers have. This is not a representative sample for the entire firm but we conclude that, at least for these
workers, part-time work options have potential benefits for them despite their concerns. These workers gave these answers
despite the fact that they said they are happy with their jobs, especially if we take into account that 10 out of 10 people were
happy to share about their working experience; probably suggesting that they do not feel an extreme need to change their work
life.
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5. Discussion

Data obtained with questionnaires and interviews is not representative of any labour market.
Nevertheless, the questionnaires and interviews, as a case study of a firm, are almost representative of that firm’s reality. We

might expect that some common elements in people’s answers would emerge when speaking to people working in firms with
similar characteristics: (i) high competitiveness; (ii) dimension (mean); (iii) sector of activity (food and tourism); and (iv) social
context (Portuguese city with many foreign visitors). Furthermore we admit that in similar environments human beings tend to
have similar answers, regardless of the country where they live.

All together, all thedatacollectedgiveusaclue thatpoints to thepossibleusefulnessofournewconcept.We foundthat tomany
people the reasoning behind multi-specialization makes sense and can be seen as a new possibility. This fact, although not yet
significant statistically for allworkers,means that our research is important at least to those individualswhohave apsychological
profile compatiblewith havingmore than one professional interest and/or occupation.Wewere able to give theseworkers a voice
anddemonstrate that they exist. As a consequence, since theseworkers exist,multi-specializationmakes sense for some, but also
for the firmswhowill hire thembecauseorganizationally itmakes sense to “exploit”all their potential indifferent areas in order to
increase the value added to the firm and to society.

Furthermore, if the need to foster multi-specialization exists for a part of the society, the entire society becomes aware of the
need todiscuss shifting towards amore friendly labourmarket for thosepeople.With this datawedonot yet havea representative
sample but have the evidence that there is at least aminority ofworkerswhoseunique personalities and talents andneeds should
be considered.

6. Conclusions

Themain contribution of this paper is the presentation of the new concept of multi-specialization and particularly the attempt
to create a bridge to the existing literature regarding specialization of labour. Because the concept of multi-specialization is
new, there is no background literature about the concept, except the work of John Ruskin that, as explained before, was very
preoccupied with the link between human beings and the industrialization process. Our literature review was about the main
motivations that, from our standpoint, justify the effort to create this type of innovation in the work market. The existence of
research about the implications of specialization and problems at the workplacemake us understand that the workmarket can
be improved.

We found that probably this concept is already a reality for many workers, because we had some testimonies about work
experiences that could be classified as cases of multi-specialization. Furthermore, the collected data tell us twomajor aspects of
reality: (1st) in theobtained sample, 61.2%of theworkers believe thathavingmore thanoneworkactivitymight beuseful for them,
especially if one of two activities is a simple job to earn money and the other represents other important personal goals, such as
having the chance to improve the world; and, (2nd) in the interviews all the five professionals considered multi-specialization a
real possibility, due to economic challenges or as a concept that can be especially suited for certain people, because everyone is
different. This is also the standpoint of the workers who answered our questionnaire.

Themain limitationsof our researchare the following: (i) the concept ofmulti-specializationmightnot beuseful to all groupsof
professionals, we suspect but at the moment we do not have data to justify this hypothesis; (ii) there is no data comparing the
situation of workers in terms of health and productivity, with and without the simple implementation of multi-specialization.
Limitation (ii) is a fundamental problemwhen it comes tomeasuring the possible productivity gains, health care cost savings and
increased social and personal welfare.

Despite these limitations, our research has the following potential implications: (i) the need to consider the psychological
characteristics of different individuals because it is well known that boredom at work or overly repetitive activities can create
stress for some ( [32_TD$DIFF]Narayanan [33_TD$DIFF]et al., [22_TD$DIFF]1999) but the samemight occur for otherswithmulti-specialization; and (ii) the need to provide
input into new labour laws to support the rights of people with more than one part-time job because for many people, multi-
specialization is already a reality.

Finally, our paper’s perspectives are the result of these limitations and implications, and of the need to stress the
advantages of the multi-specialization concept: (i) on the one hand, we need to collect new data in order to overcome the
limitations of our research design, and, on the other hand, we need to provide a detailed portrait of the legal issues and
problems faced by these workers, (ii) because we know, from existing research in psychology, that not regularly using
knowledge might mean forgetting it (Cordery, 1989; Nicholson, 1997; Palma & Lopes, 2012), there is a need to distinguish this
advantage from the possible advantage of being able to build added value in a context where multi-disciplinary thought and
insight are relevant.

Summing up, also knowing that it is true that the learning curve is full of difficulties and it takes time to “travel” across it (Yelle,
1979) and taking into account that specialization is a concept with very well-known drawbacks and advantages (Coates, 2002;
Phillips, 2012; Richter & Rosenmüller, 2010), we believe multi-specialization can be viewed as a valuable human resources and
organizational asset. [4_TD$DIFF]
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Annex A.

TABLE 1 Paragraphs describing job, career, and calling

JobMr.Aworksprimary to earn enoughmoney to support his life outside ofhis job. If hewas financially secure, hewouldno longer
continuewithhis current lineofwork, butwould really ratherdo somethingelse instead.Mr.A’s job is basically anecessityof life, a
lot like breathing or sleeping. He often wishes the time would pass more quickly at work. He greatly anticipates weekends and
vacations. IfMr. A livedhis life over again, he probablywouldnot go into the same line ofwork.Hewouldnot encouragehis friends
and children to enter his line of work. Mr. A is very eager to retire.

CareerMr. B basically enjoyshiswork, but doesnot expect to be inhis current job fiveyears fromnow. Instead, heplans tomove
on to a better, higher level job. He has several goals for his future pertaining to the positions he would eventually like to hold.
Sometimes hiswork seems awaste of time, but he knows that hemust do sufficientlywell in his current position in order tomove
on. Mr. B cannot wait to get a promotion. For him, a promotionmeans recognition of his good work, and is a sign of his success in
competition with his coworkers.

CallingMr. C’swork is one of themost important parts of his life. He is very pleased that he is in this line ofwork. Becausewhat
hedoes fora living isavitalpartofwhohe is, it is oneof the first thingshe tellspeopleabouthimself.He tends to takehisworkhome
with him and on vacations, too. The majority of his friends are from his place of employment, and he belongs to several
organizationsandclubs relating tohiswork.Mr.C feels goodabouthisworkbecausehe loves it, andbecausehe thinks itmakes the
world a better place. He would encourage his friends and children to enter his line of work. Mr. C would be pretty upset if he were
forced to stop working, and he is not particularly looking for- ward to retirement.

18 sentences true or false

I find my work rewarding. (REWARD)
I am eager to retire. (RETIRE)
My work makes the world a better place. (BETTERWORLD)
I am very conscious of what day of the work week it is and I greatly anticipate weekends. I say, “Thank God it’s Friday!” (TGIF)
I tend to take my work with me on vacations. (VACATION)
I expect to be in a higher level job in five years. (HIGHERLEVEL)
I would choose my current work life again if I had the opportunity. (CHOOSEAGAIN)
I feel in control of my work life. (INCONTROL)
I enjoy talking about my work to others. (TALKWORK)
I view my job primarily as a stepping stone to other jobs. (STEPPINGSTONE)
My primary reason for working is financial—to support my family and lifestyle. (FINANCIAL)
I expect to be doing the same work in five years. (SAMEWORK)
If I was financially secure, I would continue with my current line of work even if I was no longer paid. (STILLWORK)
When I am not at work, I do not think much about my work. (THINKWORK)
I view my job as just a necessity of life, much like breathing or sleeping. (NECESSITY)
I never take work home with me. (TAKEHOME)
My work is one of the most important things in my life. (WORKIMPORTANT)
I would not encourage young people to pursue my kind of work. (NOTENCOURAGE)

New questions true or false

If you could, youwouldhave twopart-time jobs, one that you thought could improve theworld andanother that you couldonly see
as a job. (WORLDWIDE)
If I had two part-time jobs, I would feel more financially secure, even in the event of being fired from one of those jobs.
(SEGURODOISEMPREGOS)
If I had two part-time jobs with very different characteristics, I would feel more professionally fulfilled. (PARTIALLY
PROFESSIONAL)
If I had two part-time jobs, with very different characteristics, I would feel freer. (PARTIALLIVRE)
If I had two part-time jobs with very different characteristics, I would feel more psychologically healthy. (PARCIALSAUDAVEL)
If I had two part-time jobs, I would feel more overwhelmed. (PARTIALSOBRECARREGADO)
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If I had two part-time jobs, I’d be worried that I’d spend a lot of time travelling between jobs. (TRAVELING)
If you had two part-time jobs, it would be beneficial to improve financially. (FINANCIALLY PARTIAL)
If I had twopart-time jobswith very different characteristics, this could be detrimental tomypersonal life. (PARTIALPREJUDICIAL)
If I had two part-time jobs with very different characteristics, this could be beneficial to my personal life. (PARTIALBENEFICO)

Closed questions: age, number of jobs you have ever had in your life, type of jobs you have ever experienced (full-time, part-
time, student-worker), current job situation (unemployed, worker, student worker, (Primary education, incomplete secondary
education, complete secondary education, higher education attendance, completed tertiary education)).

Open Question: Anything you want to say about the possibility of working, by choice, in more than a part-time job.

Annex B.

Questions for the interview

1. Do you consider yourself happier and professionally successful because you have more than one professional career?

2. Do you consider to have the control over your life at the work place?

3. Do you considered work as a way to provide means to guarantee your life and your’s style of life?

4. Do you think you have a diversified professional life? If yes, do you feel that makes easier your professional success?

5. Do you consider total specialization essential to your professional success?

6. When you think about the possibility to havemore then one task in part-timewhat do you think? Do you believe in a trade-off
between good diversified professional results and personal and financial well-being?
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