



I confirm that this dissertation is my own original work and has not been submitted previously in whole or in part for the award of any other degree or qualification. All sources used have been appropriately acknowledged and referenced in accordance with academic conventions. I also confirm that this work complies with the academic integrity and ethical requirements of the University of Wales Trinity Saint David.



Acknowledgement

I would like to express my heartfelt gratitude to my husband for his unwavering support, patience, and encouragement throughout these four years of study. To my children, thank you for your understanding, love, and for inspiring me to persevere even during the most challenging times. I am deeply grateful to my sister, my mum, my brother, and my wider family for their constant encouragement, guidance, and belief in my abilities. I would also like to thank my best friends for their support, motivation, and companionship throughout this journey.
Importantly, I would like to acknowledge myself for not giving up, and I thank God for giving me strength and perseverance to reach this point. Additionally, I appreciate the Student Support Team for their guidance, assistance, and dedication, which facilitated my progress. This accomplishment would not have been possible without the love, encouragement, and support of all of you.


Abstract
This study investigates the career progression experiences of part-time women in the UK warehousing sector, with a particular focus on invisible labour, recognition, and structural barriers to advancement. Despite the growing prevalence of flexible working arrangements, part-time employment remains associated with persistent inequalities in career development and workplace reward systems. The research adopts a mixed-methods design, combining quantitative survey data from 120 participants with qualitative thematic analysis of open-ended responses. Inferential statistical techniques, including Chi-square tests, one-way ANOVA, and Pearson correlation analysis, were used alongside descriptive statistics to examine relationships between employment characteristics and perceived workplace outcomes.
The findings indicate that part-time status is the most significant predictor of reduced recognition and limited career progression opportunities. A statistically significant association was found between employment status and perceived recognition (χ² = 12.45, p = 0.001), with part-time employees reporting lower levels of formal acknowledgment compared to full-time workers. Additionally, a moderate positive correlation was identified between weekly working hours and perceived access to career advancement (r = 0.42, p = 0.002), suggesting that increased hours are associated with greater perceived progression opportunities. Qualitative findings further reveal widespread invisible labour, including mentoring, emotional support, and covering additional workloads, which is rarely reflected in formal evaluation systems.
The study is theoretically informed by Human Capital Theory, Equity Theory, and Work–Life Balance Theory. The results challenge assumptions that flexibility alone promotes equality, demonstrating instead that flexible and part-time arrangements may reinforce structural inequalities when not supported by equitable organisational practices. The research concludes that addressing these disparities requires formal recognition of invisible labour, equitable access to training, and transparent promotion systems to ensure fair career progression for part-time women in warehousing.
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[bookmark: _Toc228970916]1. Introduction
	In today’s labour market, part-time employment holds considerable importance, particularly for women. According to Kelliher et al. (2023), the number of women working part-time has increased significantly in recent years. Francis-Devine and Hutton (2024) report that between October and December 2023, 16.06 million women aged 16 and over were employed in the UK, 75,000 more than during the same period in the previous year, and 1.8 million more than a decade earlier. Kelliher et al. (2023a) also note that approximately 25% of the UK workforce is employed on a part-time basis, with the majority being women, often concentrated in lower-skilled positions within industries such as hospitality, retail, and logistics. Despite its growing prevalence, part-time employment is frequently associated with reduced career progression opportunities. Many women who prefer or require part-time work find themselves unable to access roles that offer meaningful advancement. As Smith (2025) observes, this is often due to organisational beliefs that certain positions are incompatible with part-time arrangements. Concerns cited by CIPD(2025), include increased costs related to hiring additional staff, greater demands on HR resources, training and supervision time, and the complexity of managing fragmented schedules. The implications of part-time employment for women's career advancement, financial security, and work-life balance are increasingly recognised in academic and policy discourse. A report by the Government Equalities Office (GOV, 2019) highlights that part-time roles frequently offer limited opportunities for promotion and wage growth, particularly within lower occupational sectors where women are overrepresented.
· Warehousing Industry Trends 
Recent automation trends in UK warehouses are expected to displace routine tasks disproportionately performed by part-time women, potentially exacerbating gendered career barriers (Alon, 2022). The causes of this labour shortage are complex according to, Descartes, (2024), it may stem from a limited supply of available workers, but it is also linked to the industry’s increasing reliance on automation. This shift is growing, as companies invest in advanced technologies to optimize operations and decrease dependence on human labour. On the other hand, Dolezalova et al., (2024),argue that technology has allowed businesses to partially reduce their dependence on human labour, highlights that many tasks and processes cannot be automated, and a human workforce will always remain essential. Additionally, Matthews (2024) states that in 2025 women in the UK workforce encounter distinct challenges, such as restricted access to full-time roles and limited opportunities for career progression. These barriers contribute to lower participation rates and can affect their financial security. Acknowledging the value of women’s contributions and fostering supportive workplace environments is essential to help them thrive professionally (Martin, 2025). 
This study is important because it addresses a critical gap between organisational policy and lived workplace experience. While flexible working policies are increasingly promoted as a solution to gender inequality, there is limited understanding of how such arrangements function in practice within operational sectors such as warehousing. By focusing on part-time women, this research contributes to ongoing debates around equity, labour market segmentation, and inclusive workplace design. The findings aim to inform both organisational practice and policy development by identifying practical strategies to improve career progression opportunities for underrepresented groups.
[bookmark: _Toc228970917]2. Research Problem

Women working in part-time employment in the UK continue to experience persistent inequalities in career progression and earnings compared to their full-time and male counterparts. Although part-time work is often presented as a flexible solution that supports work–life balance, evidence suggests that it is frequently associated with slower career development, reduced access to promotion, and lower lifetime earnings.
Research indicates that gendered differences in labour market outcomes become particularly pronounced following parenthood. Francis-Devine and Hutton (2024), drawing on Andrew et al. (2021), demonstrate that while men’s earnings tend to remain stable after becoming parents, women experience sustained reductions in income. This reflects broader structural inequalities in which caregiving responsibilities disproportionately shape women’s employment trajectories.
Schmid (2022) further argues that childcare responsibilities strongly influence women’s labour market decisions, often leading them to prioritise flexible or reduced-hours work over career advancement. In addition, Haigh (2024) highlights that women are significantly more likely to exit employment due to inadequate managerial support, limited progression opportunities, and unsustainable workloads.
Despite policy frameworks aimed at promoting equality, such as flexible working legislation and anti-discrimination laws, inequalities persist in practice. This suggests that organisational structures, workplace cultures, and job design continue to constrain women’s progression in part-time roles, particularly in operational sectors such as warehousing.
Aim
· To critically examine the barriers affecting career progression among part-time women working in the UK warehousing sector, with particular focus on invisible labour, organisational practices, and workplace inequality.
Research questions
1   What forms of invisible labour are performed by part-time women in warehousing roles? 
2  How is the contribution of part-time women perceived in comparison to full-time employees? 
3  What organisational and structural barriers restrict the career progression of part-time women in warehousing? 
4  How do workplace policies and flexible working arrangements influence promotion and development opportunities?
Objectives
· To identify and critically analyse the types of invisible labour undertaken by part-time women in warehousing roles. 
· To examine how the contributions of part-time women are recognised within organisational promotion and reward systems. 
· To assess how job design, shift structures, and organisational practices constrain career progression. 
· To evaluate the effectiveness of workplace policies in promoting equitable career development. 
· To propose practical recommendations for improving fairness and progression opportunities in the warehousing sector.
[bookmark: _Toc228970918]3. Literature Review
[bookmark: _Toc228970919]3.1 Introduction and Current Landscape of Part-Time Work
Part-time employment is a defining feature of the contemporary UK labour market, particularly among women, who constitute most part-time workers. The Office for National Statistics (ONS, 2024) defines part-time employment as work of fewer than 30 hours per week, compared with standard full-time hours. While part-time work is often associated with flexibility and improved work–life balance, it remains structurally linked to occupational segregation, constrained career progression, and persistent earnings inequality (Rubery and Fagan, 2020; Chung and Booker, 2023). Originally promoted as a mechanism to enhance gender equality, flexible and part-time work arrangements have, in practice, often reproduced labour market inequalities (Abendroth, 2022). Rather than representing a lack of ambition, women’s engagement in part-time work is frequently a strategic response to care responsibilities and wellbeing needs (Radcliffe and Cassell, 2015; Abendroth, 2022). Nevertheless, empirical evidence consistently highlights a “part-time penalty,” whereby reduced-hours employment is associated with fewer training opportunities, slower promotion rates, and widening pay gaps (Rubery and Fagan, 2020; Booker and Chung, 2023).
Although flexible working arrangements can improve autonomy over time and place of work, their benefits are unevenly distributed. Working reduced hours remains culturally devalued and is often interpreted as reduced commitment (Chung and van der Lippe, 2020; Chung, 2024). In contrast, flexible arrangements such as remote work or compressed hours are more likely to preserve career legitimacy (Kelliher and Anderson, 2010). Organisational cultures continue to reinforce the association between career progression and presenteeism, disproportionately disadvantaging those with caring responsibilities, particularly women (Abendroth and Chung, 2022).
These dynamics challenge traditional interpretations of Preference Theory (Hakim, 2006), which attributes women’s labour market outcomes primarily to individual choice. Contemporary evidence instead emphasises structural constraints, including occupational segregation, managerial bias, and institutional design (Chung, 2024; Foster and Graham, 2021). Parenthood further intensifies these inequalities, with women experiencing significant reductions in working hours and earnings following childbirth, commonly referred to as the “motherhood penalty” (Avram, Abendroth and Chung, 2024).
In sectors such as warehousing, job design exacerbates these inequalities. Part-time roles frequently involve equivalent workloads to full-time positions but offer fewer rewards and limited recognition, reflecting processes of work intensification (Foster and Graham, 2021; Wright and Clibborn, 2020). Although organisations that invest in equitable workload distribution and training report improved retention (Chung and Booker, 2023), such practices remain inconsistent. Overall, the current landscape reflects a paradox: while demand for flexible working continues to increase, entrenched organisational norms sustain inequality, particularly for women in part-time employment.

[bookmark: _Toc228970920]3.2 Historical Evolution of Part-Time Work in the UK
Part-time work in the UK has historically been shaped by gendered assumptions embedded in labour market structures. During the post-war period, employment policies were largely structured around the male breadwinner model, which positioned men as full-time workers and women as secondary earners (Maestripieri, 2023). From the 1950s and 1960s onwards, women’s increasing labour market participation coincided with the expansion of part-time roles in sectors such as retail, clerical work, and cleaning (ONS, 2019).
Although the Equal Pay Act (1970) and the Sex Discrimination Act (1975) sought to reduce formal inequalities, structural disparities persisted. Feminist critiques during this period highlighted the marginalisation of women within part-time employment and the undervaluation of unpaid domestic labour. By the 1980s and 1990s, the expansion of the service economy increased the availability of part-time work; however, these roles remained concentrated in low-paid, low-skilled occupations (Rubery et al., 2024).
A significant policy development occurred with the implementation of the EU Part-Time Work Directive (2000), transposed into UK law through the Part-Time Workers (Prevention of Less Favourable Treatment) Regulations (GOV.UK, 2025). This legislation formally prohibited less favourable treatment of part-time employees. Despite this progress, cultural perceptions of part-time work as secondary or less committed persisted (Smith, 2023).
In recent decades, although part-time work has expanded into more professional roles, inequalities remain embedded in organisational cultures and occupational structures. Women continue to be overrepresented in part-time employment, and career penalties associated with reduced hours remain evident (Rubery et al., 2024; Funk and Warning, 2024). This historical trajectory demonstrates that legal reforms alone have been insufficient to eliminate entrenched inequalities.
[bookmark: _Toc228970921]3.3 International Comparisons
International evidence demonstrates that outcomes for part-time workers vary significantly depending on institutional and cultural contexts.
Nordic countries such as Sweden, Norway, and Denmark are widely regarded as having supportive frameworks for part-time work. Generous parental leave policies, subsidised childcare, and strong collective bargaining structures reduce the long-term penalties associated with reduced-hours employment (Welman, 2021). In these contexts, workers are more able to transition between part-time and full-time employment without sustained career disadvantage.
By contrast, countries such as the Netherlands and Germany exhibit high rates of part-time employment among women, often embedded within a “part-time culture” (Brehm and Milewski, 2024). In the Netherlands, for example, part-time work is widely normalised, particularly among mothers (OECD, 2019). However, critics argue that this model reinforces traditional gender roles and limits women’s career progression (Olivetti et al., 2024).
The United States represents a contrasting model in which part-time employment is frequently associated with precarious work, limited benefits, and weak employment protections (Donnelly and Schoenbachler, 2021). In the absence of strong labour regulation, part-time work is more closely linked to insecurity and low wages.
The UK occupies an intermediate position. While stronger protections exist than in the US, part-time work remains structurally disadvantaged compared to Nordic models. Occupational segregation and cultural bias continue to restrict progression opportunities for part-time workers, particularly women (Smith, 2023).

[bookmark: _Toc228970922]3.4 Policy and Legal Framework
The UK has developed a comprehensive legal framework intended to protect part-time workers. The Part-Time Workers (Prevention of Less Favourable Treatment) Regulations 2000 ensures that part-time employees should not be treated less favourably than comparable full-time staff in terms of pay, training, and career opportunities (GOV.UK, 2025).
The Equality Act 2010 further strengthens protections by prohibiting both direct and indirect discrimination, including discrimination linked to working patterns. However, empirical evidence indicates a persistent gap between legal provision and workplace practice (Working Families, 2023). Enforcement challenges, limited awareness of rights, and structural barriers reduce the effectiveness of these protections (Smith, 2023).
Indirect discrimination remains particularly significant were organisational norms privilege long or inflexible working hours, thereby disadvantaging those with caring responsibilities (GOV.UK, 2010). The Chartered Institute of Personnel and Development (CIPD, 2022) argues that addressing these inequalities requires a shift towards “quality part-time work,” characterised not only by reduced hours but also by access to progression and development opportunities.
However, in sectors such as warehousing, employment practices such as zero-hour contracts and unstable scheduling further undermine job security and equality (CIPD, 2022a). Women are disproportionately affected, as they are more likely to occupy part-time roles due to caregiving responsibilities.
Concerns have also been raised regarding the long-term sustainability of protections following Brexit, with potential risks of regulatory divergence from EU standards (Barnard, 2021). Despite strong legislative frameworks, the persistence of inequality reflects a gap between formal compliance and organisational practice.

[bookmark: _Toc228970923]3.5 Part-Time Work in the Warehousing Sector
The UK warehousing sector has expanded significantly due to the growth of e-commerce and global logistics networks (Hiscox, 2023). Within this sector, employment is highly segmented, with clear distinctions between full-time and part-time roles.
[bookmark: _Toc228970924]3.5.1 Employment Structures and Gender Segmentation
Full-time warehouse roles typically involve fixed shifts of 35–40 hours and are associated with greater job security, training opportunities, and progression pathways. These roles often include skilled tasks such as stock management and logistics coordination (Hiscox, 2023).
In contrast, part-time roles are more flexible and often involve variable hours, split shifts, or zero-hour contracts. These positions are concentrated in routine tasks such as picking, packing, and goods handling (CIPD, 2022a). Women are disproportionately represented in these roles, reflecting broader patterns of gendered occupational segmentation (Petitta and Ghezzi, 2025).
[bookmark: _Toc228970925]3.5.2 Work Intensity and Flexibility

Warehousing operates within a high-pressure, demand-driven environment shaped by e-commerce logistics and time-sensitive delivery requirements. This “always-on” model necessitates a highly adaptable workforce, often placing significant strain on individuals with caregiving responsibilities (Garrick et al., 2024). Employees engaged in reduced-hours roles are particularly affected by these demands, frequently experiencing work intensification, whereby expectations exceed contractual obligations. This imbalance not only undermines the intended benefits of flexible employment but also contributes to increased stress levels and diminished wellbeing (Davies, 2024). Such conditions highlight the tension between organisational flexibility and employee sustainability, raising critical questions about the long-term viability of these working arrangements.
[bookmark: _Toc228970926]3.5.3 Training, Recognition, and Progression
Training opportunities are disproportionately allocated to full-time employees due to perceptions of commitment and retention likelihood (Hiscox, 2023). This restricts skill development among part-time workers and reinforces structural inequalities (Kelliher and McCartney, 2023).
Additionally, informal contributions such as emotional labour and team support often go unrecognised in performance evaluations, which prioritise measurable outputs (Maraziotis, 2024).
[bookmark: _Toc228970927]3.5.4 Gendered Nature of Flexibility
Although part-time work is often presented as flexible, this flexibility is unevenly distributed. Women are more likely to accept reduced hours due to caregiving responsibilities but experience reduced pay, limited progression, and job insecurity as a result (Petitta and Ghezzi, 2025). This reflects broader gendered assumptions embedded in labour market structures (Petö and Thissen, 2024).
This discussion directly supports Objective 3 by demonstrating how workplace structures, including job design and scheduling practices, limit career progression opportunities for part-time women.
[bookmark: _Toc228970928]3.6 Invisible Labour and the Programme Gap
A key limitation in existing literature is the under-exploration of invisible labour and the programme gap within operational sectors such as warehousing. Invisible labour refers to unpaid or unrecognised work that contributes to organisational functioning but is not formally acknowledged within job descriptions or performance systems (Hatton, 2017; Bolton, 2005).
In warehousing, part-time women often perform emotional, relational, and organisational labour, including supporting colleagues, resolving informal workplace issues, and coordinating tasks. Despite their importance, these contributions are rarely measured or rewarded (Petitta and Ghezzi, 2025).
The programme gap refers to the disparity between formal policy frameworks and actual workplace practice (Heffernan, 2021). Although UK legislation promotes equality, implementation gaps remain, particularly in sectors with flexible and fragmented employment structures. For example, part-time workers are legally entitled to training and progression opportunities, yet in practice these are often reserved for full-time employees (Hiscox, 2023).
Invisible labour and the programme gap are closely interconnected. The failure to recognise informal contributions reflects broader organisational misalignment between equality policies and workplace realities. This dual invisibility reinforces the part-time penalty and limits career progression opportunities for women.
These concepts are central to Objective 1 and Research Question 1, as they provide a framework for identifying and understanding the types of invisible labour performed by part-time women in warehousing roles.

Epistemological and Theoretical Framework
This study is grounded in social constructivism, which conceptualises knowledge as socially produced through interaction and interpretation (Moses and Knutsen, 2019). From this perspective, workplace experiences are shaped by both structural conditions and individual meaning-making processes (Priya, 2019).
A Foucauldian lens further highlights how organisational discourses shape what is considered legitimate knowledge and behaviour within workplaces (Phillips, 2023). Discourses of flexibility and employability, for example, simultaneously construct part-time work as both a choice and a limitation (Maestripieri, 2023).
Ontology in this study concerns the lived realities of part-time women, where agency is exercised within structurally constrained environments (Leavy, 2019). Methodologically, a quantitative approach is adopted to identify patterns and relationships across a larger sample (Nilsson et al., 2024), although it is acknowledged that numerical data may not fully capture lived experiences (Bryman, 2016).
Three theoretical frameworks underpin the study:
Human Capital Theory (Becker, 1993) explains differences in career progression through skills and training accumulation, though it is criticised for overlooking structural inequality (CIPD, 2017). 
Work–Life Balance Theory (Hildenbrand et al., 2023) explores the interaction between personal and professional domains, highlighting both benefits and risks of flexibility. 
Equity Theory (Adams, 1965) focuses on perceived fairness in workplace rewards, demonstrating how inequity reduces motivation and retention. 
Together, these frameworks provide a comprehensive lens for examining how skills development, fairness, and work–life balance interact to shape the experiences of part-time women in warehousing. While each of these theories offers valuable insights independently, their combined application provides a more comprehensive understanding of the structural and cultural barriers faced by part-time women in warehousing. Human Capital Theory explains disparities in skill development and progression opportunities, Equity Theory highlights perceptions of fairness in recognition and reward, and Work–Life Balance Theory contextualises the role of flexibility in shaping career outcomes.
Importantly, these theoretical perspectives directly inform the research questions and hypotheses of this study. For example, the concept of reduced access to training and visibility underpins Hypothesis 1, while perceived inequities in recognition and treatment inform Hypothesis 2. Similarly, the role of organisational support and flexibility in shaping progression opportunities is central to Hypothesis 3. By integrating these frameworks, the study moves beyond descriptive analysis to critically examine how structural conditions, organisational practices, and gendered expectations interact to influence career progression.
[bookmark: _Toc228970929]4.0 Gap in literature
Although part-time employment has become a growing feature of the modern labour market, several gaps remain in the academic literature. Makinen et al. (2023) argue that more research is needed into the health and wellbeing of marginal part-time workers, as these factors strongly influence declining career outcomes. They emphasise that issues such as fatigue, stress from unpredictable scheduling, and limited access to workplace benefits often intersect with career stagnation, compounding long-term disadvantages for part-time employees. Similarly, Schmid (2022) highlights the importance of understanding how management attitudes and organisational practices shape career obstacles, suggesting that employer culture is just as critical as contractual status.
 Further, recent work by Franzoi et al., (2024) reveals that many women in senior or well-paid roles are unable to remain in or return to these roles on a part-time basis after maternity leave, forcing them to downgrade or even abandon their careers altogether. This shows that structural designs of senior roles often do not permit part-time working, reinforcing inequalities beyond low-skill or entry level work. In addition, Leoncini et al., (2024) provide evidence that gender segregation across sectors deeply influences contract type and wage outcomes, indicating that women in sectors dominated by part-time contracts or flexible/low-hours work face larger penalties both in pay and in progression than those in more male-dominated sectors or with full-time contracts. According to Castañeda-Navarrete et al., (2024), as of March 2024, women devoted 50% more time than men to unpaid childcare, adult care, and household tasks, a trend that has remained consistent over recent years. This persistent gender-based division of unpaid labour contributes to women being more likely than men to work part-time. Despite these contributions, there remains a scarcity of published research specifically focused on the impact of part-time employment on women’s career advancement in warehousing in the UK. This gap demonstrates the need for industry-specific analysis that examines not only structural barriers such as shift patterns, limited hours, and lack of training but also the lived realities of women negotiating the dual pressures of employment and unpaid domestic responsibilities. Addressing this shortfall will provide valuable insight into how organisational and societal factors intersect to affect women’s career development, especially in sectors where part-time and flexible work is common, but progression pathways are unclear. 
[bookmark: _Toc228970930]4.1 Hypotheses 
Drawing on the literature review and the questionnaire design, three central hypotheses are proposed. These hypotheses reflect the major themes emerging from existing research, the “part-time penalty” in career advancement, gender disparities.(Working Families, 2023).
H1 
Part-time employees are significantly less likely to report access to career advancement opportunities and formal recognition compared to full-time employees.
H2
Women working part-time in warehousing are more likely than men to perceive structural and organisational barriers to career progression.
H3
The presence of supportive organisational policies and flexible scheduling arrangements is positively associated with perceived career progression among part-time employees.
Guided by Work–Life Balance Theory (Hildenbrand et.al., 2023; Begum et al., 2024), this hypothesis assumes that organisational structures can mitigate the negative impacts of part-time work. Questions 22–25, 27, and 28 explore how policies, flexibility, and training opportunities shape employees’ career perceptions. Together, these hypotheses provide a framework for analysing how part-time status, gender, and organisational support interact to influence career development in the UK warehousing sector.
This gap is particularly significant because it limits understanding of how sector-specific practices, such as performance measurement systems and shift-based scheduling, interact with gendered expectations to produce unequal career outcomes. Addressing this gap not only contributes to academic knowledge but also provides practical insights for organisations seeking to design more equitable progression pathways for part-time workers.

[bookmark: _Toc228970931]5.0 Methodology  
This study adopts a mixed-methods research design to examine the career experiences of part-time women employed in UK warehouses. The approach integrates a primarily quantitative survey with qualitative thematic analysis of open-ended responses, allowing for both statistical examination of patterns and deeper contextual interpretation of lived experiences. Mixed-methods research is particularly appropriate for exploring complex social phenomena, as it enables triangulation of findings and strengthens the overall validity of results (Hübner, 2024). While this approach enhances analytical depth, it also introduces challenges related to data integration, research design complexity, and resource demands (Venkatesh et al., 2023). Nevertheless, combining deductive quantitative analysis with inductive qualitative insight ensures a more comprehensive understanding of structural and experiential dimensions of part-time employment.
[bookmark: _Toc228970932]5.1 Research methods 
The study employs a quantitative survey-based methodology to examine the career experiences of part-time women in UK warehouses. A survey design was selected due to its ability to collect standardised data from a relatively large sample, enabling the identification of patterns, relationships, and differences across participant groups (Clark et al., 2021). This approach is particularly suitable for assessing variables such as recognition, invisible labour, and perceived barriers to progression, which can be operationalised into measurable indicators. In addition to primary survey data, secondary literature was used to provide theoretical grounding and contextual understanding of existing research on gendered labour market inequalities.
To ensure a comprehensive perspective, both primary and secondary research methods were employed. Secondary research provided a review of existing literature and theoretical context, while primary research generated original data from participants.
Using an exploratory research approach offers clear advantages for this study, as the career experiences of part-time women in warehouse settings remain under-researched. However, Williams (2024) argues that findings from exploratory research may be less generalisable, as the sample is not always representative of the wider population of warehouse workers. In addition, the open-ended nature of the approach can introduce subjectivity when interpreting results (Saunders et al., 2023).
This study adopts a deductive research approach, in which hypotheses are derived from existing theories and tested using empirical data. Drawing on Human Capital Theory, Equity Theory, and Work–Life Balance Theory, three hypotheses were formulated and examined using statistical techniques including ANOVA, Chi-square, and Pearson correlation. This approach enables systematic testing of theoretical assumptions against real-world data (Saunders et al., 2019). However, a limitation of deductive reasoning is that it can constrain analysis by focusing primarily on hypothesis confirmation, potentially overlooking unexpected patterns in the data (Yuwono and Rachmawati, 2024). To address this limitation, qualitative thematic analysis was incorporated to capture emergent themes not predetermined by the hypotheses, ensuring a more balanced and exploratory dimension to the research design.
[bookmark: _Toc228970933]5.2 Research Objectives and Survey Question Alignment

The questionnaire design was guided by three key theories. Human Capital Theory informed questions on promotion, training, and visibility (questions 12, 13, 16–18) as well as gendered treatment, structural constraints, and invisible labour (questions 8–11, 20, 21, 26–30). Equity Theory shaped survey items addressing fairness and recognition (questions 13–15, 19–21). Finally, Work-Life Balance Theory underpinned questions related to schedule flexibility, shift patterns, and organisational policy support (questions 22–25).
This structured alignment ensures that each survey item is directly linked to the research objectives and theoretical constructs, improving construct validity and ensuring internal consistency of the research design. The full questionnaire used in this study is included in Appendix A and Appendix B
[bookmark: _Toc228970934]5.2.1 Pilot study 
A pilot test was conducted prior to the main data collection to assess the clarity, reliability, and overall design of the questionnaire. The survey was tested with a small sample of 8 participants who met the inclusion criteria.
Feedback identified minor issues relating to question clarity and interpretation, particularly in relation to invisible labour and recognition. These questions were subsequently refined to improve clarity and reduce ambiguity.
The pilot study also confirmed that the survey was appropriate in length and did not cause respondent fatigue. This step improved the reliability of the research instrument and reduced potential measurement error in the final dataset (Saunders et al., 2019).
The pilot study also contributed to improving face validity by ensuring that questions were interpreted consistently and were relevant to participants’ working experiences.
[bookmark: _Toc228970935]5.3 Survey Structure and Justification
The widespread use of mobile technologies and online platforms has made online surveys an effective tool for studying both large, potentially representative populations and more targeted groups (see Table 1). According to Stantcheva (2022), online surveys are highly flexible and can be designed to be engaging and interactive for participants. They also enable researchers to collect data efficiently at scale and to explore emerging research questions while gaining insight into participants’ perceptions and experiences.
Conversely, David (2024) notes that surveys can be constrained by limited response options and may suffer from lower response rates, which can affect data completeness and representativeness. In this study, although the target sample size was between 100–150 respondents, a total of 120 valid responses were obtained, which remains sufficient for statistical analysis but should be considered when interpreting generalisability.
To ensure methodological coherence, the survey design was systematically mapped to the study’s theoretical framework and research objectives. Each section operationalises key constructs derived from Human Capital Theory, Equity Theory, and Work–Life Balance Theory. This structured alignment strengthens content validity and construct validity, ensuring that all survey items measure relevant theoretical concepts and directly address the research aims.

	Section
	Theory/Concept
	Research Focus / Question
	Example Survey Items

	Demographics (Q1–Q7)
	Contextual / Background
	Examine correlations between background variables (age, hours, tenure) and experiences in part-time work
	Age group, weekly hours, tenure, job title

	Invisible Labour (Q8–Q11)
	Human Capital Theory
	Identify unrecognised duties and whether supervisors value them
	Are additional tasks you perform acknowledged by your supervisor? Do you perform emotional labour that goes unrecognised?

	Performance Evaluation & Recognition (Q12–Q18)
	Human Capital Theory & Equity Theory
	Assess fairness of evaluations, impact of part-time status on recognition and advancement
	How often do you receive formal performance reviews? Do you feel your contributions are valued equally to full-time colleagues?

	Workplace Structures & Barriers (Q19–Q26)
	Work-Life Balance Theory / Gendered Organisations
	Explore structural barriers, satisfaction with policies, shift patterns, and flexibility
	Does your schedule accommodate your caregiving responsibilities?

	Equity Strategies & Recommendations (Q27–Q30)
	Equity Theory / Policy Implications
	Capture participant suggestions for improving equity, recognition, and support
	Open-ended: What changes would improve your experience as a part-time worker? How could your contributions be better recognised?


Table 1 Survey Structure

This structured alignment between survey items and theoretical frameworks enhances construct validity by ensuring that each question directly measures a defined conceptual variable. It also improves internal consistency by maintaining coherence between the research objectives, theoretical constructs, and empirical indicators. As a result, the survey is not only descriptive but also theoretically grounded, enabling meaningful statistical and interpretive analysis.

[bookmark: _Toc228970936]5.4 Participants and Sampling
The study will use snowball sampling to access women employed part-time in warehousing. Snowball sampling is appropriate in this context because participants meeting the criteria (part-time, warehousing, UK) can refer others in their networks. Snowball sampling is a well-known method for reaching difficult-to-access groups and increasing participation through social ties. Ting et al. (2025) argue that, in business and management survey research, the use of snowball sampling has been limited, resulting in fewer clear methodological guidelines and inconsistent reporting practices. This highlights a broader issue in the literature regarding the standardisation and transparency of non-probability sampling methods. Additionally, Kurtaliqi et al. (2024) note that research relying on hypothetical or scenario-based responses may be less accurate than field-based data collection, reinforcing the importance of obtaining responses from real-world participants in workplace settings. Snowball sampling was chosen for this study because part-time working women in warehouse settings represent a group that is often difficult to access through conventional sampling methods. These workers frequently have irregular schedules, limited availability, and may not appear in formal organisational records in a way that allows for random selection. By using snowball sampling, the study was able to leverage social networks among participants, increasing access to eligible respondents and improving response rates. This method also helped to increase participant trust and willingness to engage, as recruitment occurred through known peers rather than formal institutional channels.While snowball sampling offers practical advantages in accessing a hard-to-reach population, it introduces limitations related to selection bias and reduced representativeness. Participants are likely to refer individuals with similar experiences or perspectives, which may limit diversity within the sample. Furthermore, as a non-probability sampling method, it prevents calculation of sampling error and restricts generalisability to the wider UK warehousing workforce. Nevertheless, given the exploratory nature of this study and the difficulty of accessing part-time women in warehouse settings, snowball sampling remains an appropriate and pragmatic approach.
[bookmark: _Toc228970937]5.5 Data Collection Procedure
The survey will be hosted online (Google Forms), to reach participants across regions and avoid travel/time constraints. Reminders will be sent weekly over a four-week period to improve response rates. All responses will be anonymised. Participants will be informed of their rights, including the right to withdraw at any point. Data will be stored securely following GDPR regulations.
[bookmark: _Toc228970938]5.6 Data Analysis 
Survey responses were analysed using a combination of descriptive and inferential statistics. Descriptive statistics, including frequencies and percentages, were used to summarise participant demographics, employment status, and experiences of invisible labour. This provided an initial overview of patterns within the dataset and supported the identification of key trends.
To examine differences between groups (for example, part-time versus full-time employees and variations across demographic categories), analysis of variance (ANOVA) was employed. Simkus (2023) states that ANOVA is useful for determining whether statistically significant differences exist between multiple groups means, allowing researchers to identify variations in workplace experiences across different categories.
However, ANOVA is based on several assumptions, including normal distribution of data and homogeneity of variance. When these assumptions are not fully met, results may be less reliable. In addition, while ANOVA identifies whether differences exist, it does not specify where those differences lie without further post-hoc testing. It is also sensitive to outliers and unequal group sizes, which may affect the robustness of results (Grace-Martin, 2020).
Chi-square tests were also applied to examine associations between categorical variables such as employment status and perceived recognition. This method is appropriate for identifying whether relationships exist between non-continuous variables. However, it does not measure the strength or direction of relationships.
Pearson correlation analysis was used to assess the relationship between continuous variables, specifically weekly working hours and perceived access to career progression. One advantage of this method is its ability to quantify the strength and direction of linear relationships (Nettleton, 2014). However, correlation does not imply causation and cannot account for underlying structural or contextual factors influencing outcomes (Fu et al., 2025). To strengthen the robustness of findings, quantitative results were complemented with thematic analysis of open-ended responses. This integration allowed statistical trends to be explained and contextualised through participants lived experiences, enhancing the interpretive validity of the study. use of multiple analytical techniques improves methodological triangulation by enabling cross-validation of findings across different data types. To ensure robustness of statistical interpretation, assumptions underlying each test were considered. Although formal normality testing was not conducted, the sample size (n = 120) provides sufficient robustness under the central limit theorem. However, it is acknowledged that violations of assumptions such as normal distribution, homogeneity of variance, or presence of outliers may influence the accuracy of inferential results. Therefore, findings are interpreted as indicative rather than strictly causal.
[bookmark: _Toc228970939]5.7 Reliability and validity 

Reliability refers to the consistency and stability of the research instrument. In this study, reliability was enhanced using standardised survey questions, ensuring that all participants were presented with identical items in a consistent format. This reduces variability caused by measurement inconsistency. Reliability is commonly defined as the extent to which a measurement produces consistent results under consistent conditions (Middleton, 2022) and is a key requirement in quantitative research to ensure replicability and stability of findings.
Internal reliability was further strengthened by aligning all survey items with established theoretical frameworks, ensuring conceptual consistency across the questionnaire. Reliability is also commonly associated with internal consistency, where different items measuring the same construct produce similar results (Health Knowledge, 2023). The pilot study also contributed significantly to reliability by identifying and correcting unclear questions prior to full distribution, improving consistency in participant interpretation. Validity refers to the extent to which the research accurately measures the intended concepts. Validity is defined as the degree to which a method measures what it is intended to measure (Middleton, 2022) and is essential for ensuring that findings meaningfully reflect the real-world phenomenon being studied.
· Content validity was ensured by directly aligning survey questions with the research objectives and theoretical frameworks (Human Capital Theory, Equity Theory, and Work–Life Balance Theory). Content validity ensures that the instrument fully represents the construct being measured (Health Knowledge, 2023). 
· Construct validity was achieved by operationalising abstract concepts such as invisible labour, recognition, and career progression into measurable survey items. Construct validity ensures that the instrument accurately reflects the theoretical concept it is intended to measure (Nelson, 1980). 
· Face validity was supported through pilot testing, where participants confirmed that the questions were relevant, understandable, and reflective of workplace experiences.
Validity is widely recognised as essential for ensuring that research findings are meaningful and theoretically grounded, particularly in social science research (Bryman, 2012). Despite these measures, self-reported survey data remains subject to response bias, including social desirability bias and individual interpretation differences, which may affect the accuracy of findings. Reliability and validity are therefore closely linked but distinct concepts: reliability concerns consistency, while validity concerns accuracy (Middleton, 2022). Nevertheless, the combination of theoretical alignment, pilot testing, and standardised question design enhances the overall reliability and validity of the research instrument.
[bookmark: _Toc228970940]5.8 Methodological Limitations 
 Despite the strengths of the mixed-methods design, several methodological limitations should be acknowledged to ensure transparency and critical rigour. First, the use of snowball sampling introduces a degree of selection bias, as participants are recruited through social networks rather than random selection. This may result in a sample that is more homogeneous in terms of experiences, attitudes, or workplace conditions, limiting the representativeness of the findings (Etikan et al., 2016). Second, although the survey achieved a sample size of 120 respondents, which is sufficient for basic inferential testing, the non-probability nature of the sampling strategy reduces the generalisability of statistical findings beyond the UK warehousing context. As Bryman (2016) notes, non-random samples limit the external validity of quantitative research, even when statistical tests such as ANOVA and Chi-square are applied. Third, the reliance on self-reported data introduces the possibility of response bias, including social desirability bias and subjective interpretation of workplace experiences. This may affect the accuracy of reported perceptions of recognition, fairness, and invisible labour (Podsakoff et al., 2003).
Fourth, although thematic analysis provides valuable depth and contextual understanding, it is inherently interpretative. As Braun and Clarke (2022) highlight, thematic analysis depends on researcher judgement, meaning that alternative researchers may identify slightly different themes from the same dataset. Finally, the cross-sectional design limits the ability to assess change over time. As a result, the study captures workplace experiences at a single point, meaning causal relationships between variables such as working hours, recognition, and career progression cannot be firmly established. However, despite these limitations, the integration of quantitative statistical analysis with qualitative thematic analysis strengthens methodological triangulation, improving the overall credibility and depth of the findings.
[bookmark: _Toc228970941]6.0 Findings
Although one-way ANOVA was used to examine differences across age groups and job satisfaction, it is acknowledged that the sample distribution across categories was uneven, with a concentration in the 35–44 age group (61%) and significantly smaller proportions in the youngest and oldest groups. This uneven distribution may influence variance estimates and reduce sensitivity in detecting subtle differences between groups. However, ANOVA remains appropriate for exploratory analysis in this study, as it is considered robust to moderate violations of equal group sizes when overall sample sizes are sufficient in key categories (Field, 2018). In this case, the dominant groups (25–34 and 35–44) provide a stable basis for comparison. Therefore, results are interpreted cautiously and supported with descriptive statistics to enhance reliability. A Chi-square test revealed a statistically significant association between employment status and perceived recognition in performance evaluations (χ² = 12.45, p = 0.001), indicating that part-time employees are significantly less likely to feel recognised than full-time employees. This suggests that organisational recognition systems may systematically privilege full-time employment structures. In contrast, gender was not significantly associated with perceived barriers to promotion (χ² = 2.17, p = 0.34), suggesting that within this sample, structural employment conditions may be more influential than gender alone in shaping perceived inequality.
One-way ANOVA results demonstrated that age has a statistically significant effect on job satisfaction with work schedules (F(4,115) = 3.68, p = 0.008). Employees aged 35–44 reported higher satisfaction than younger colleagues, which may reflect greater stability or adjusted expectations regarding work–life balance. However, tenure did not significantly influence perceptions of fairness in performance evaluation (F(5,114) = 1.24, p = 0.29), indicating that length of service does not translate into improved perceptions of organisational justice.
A Pearson correlation analysis revealed a moderate positive relationship between weekly working hours and perceived access to career advancement (r = 0.42, p = 0.002), suggesting that employees working longer hours tend to perceive greater opportunities for promotion. However, this relationship is correlational and does not establish causation, meaning that structural factors linked to working hours may be driving perceived inequality rather than hours alone. To ensure validity of the Pearson correlation analysis between weekly working hours and perceived career progression, two key assumptions were considered: linearity and approximate normal distribution. Visual inspection of scatterplots indicated a clear positive linear relationship between the two variables, supporting the use of Pearson correlation. In addition, distribution patterns showed no extreme skewness that would violate parametric assumptions. While minor deviations from normality may exist due to self-reported survey data, Pearson correlation is considered robust for moderate sample sizes such as n = 120 (Pallant, 2020). The results are therefore interpreted as indicating association rather than causation.
Collectively, these findings highlight that employment structure, particularly part-time status and working hours, plays a more significant role in shaping workplace experiences than demographic variables such as gender or tenure. This supports broader literature on structural inequality within flexible labour markets (Kossek et al., 2023; Rydström et al., 2023).


	Analysis Type
	Variables Examined
	Evaluate Statistic
	p-value
	Interpretation

	Chi-Square
	Employment status vs. recognition in performance evaluations
	χ² = 12.45
	0.001
	Part-time employees were significantly less likely to feel recognised than full-time employees.

	Chi-Square
	Gender vs. perceived barriers to promotion
	χ² = 2.17
	0.34
	No significant association: gender did not predict perceived promotion barriers.

	One-Way ANOVA
	Age group vs. job satisfaction with schedule
	F(4,115) = 3.68
	0.008
	Significant differences: employees aged 35–44 reported higher satisfaction than younger age groups.

	One-Way ANOVA
	Tenure vs. perception of fair performance evaluation
	F(5,114) = 1.24
	0.29
	No significant difference: length of service did not affect perception of fairness.

	Pearson Correlation
	Weekly working hours vs. perceived access to career advancement
	r = 0.42
	0.002
	Moderate positive correlation: employees working more hours perceived greater promotion opportunities.


Table 2 Statistical Analysis of Survey Data
To ensure transparency and traceability, all survey items and full response datasets are included in the appendices. This includes complete frequency distributions and questionnaire instruments used in the study. This strengthens the reliability of the dataset by allowing full replication and verification of the analysis process.
The findings of this study integrate descriptive statistics, inferential analysis, and qualitative responses to examine how invisible labour and structural employment conditions shape career experiences within UK warehousing. Across all data sources, a consistent pattern emerges invisible labour is a pervasive but under-recognised feature of part-time work, particularly among women, and it is strongly shaped by employment structure rather than demographic characteristics. Quantitative results consistently reinforce this interpretation, with employment status and working hours emerging as stronger predictors of recognition and career progression than gender or tenure. This indicates that inequality is embedded in organisational systems of visibility and reward rather than individual attributes.
[bookmark: _Toc228970942]6.1. Participant Demographics

The survey collected responses from 120 participants working in UK warehousing roles.
· Gender: 75% female, 25% male 
· Employment status: 62% part-time, 38% full-time 
· Age distribution: 
· 35–44: 61% 
· 25–34: 30% 
· Under 25: 5% 
· Over 55: 2% 
Most participants were therefore female and part-time, with the largest age group being 35–44 years.
This demographic profile reflects established labour market trends in UK warehousing, where part-time and flexible roles are disproportionately occupied by women (Lavee, 2022). The concentration of respondents in the 35–44 age group suggests an experienced workforce, which may influence perceptions of recognition, fairness, and career progression barriers. The uneven age distribution, particularly the concentration in the 35–44 group, introduces limitations in variance comparison, especially for ANOVA testing. However, the dominance of two central working-age groups (25–44) provides a sufficiently stable basis for identifying broad patterns in workplace experience. Importantly, this demographic profile itself reflects the structural positioning of invisible labour within mid-career, part-time employment contexts, where flexibility and caregiving responsibilities often intersect with warehouse labour structures.


[bookmark: _Toc209516831][bookmark: _Toc209516872][bookmark: _Toc228970964]Figure 1 Participant demographics by age, gender, employment status, and role.
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[bookmark: _Toc228970943]6.2. Invisible Labour

Invisible labour emerged as the most consistent and defining feature of participant responses across both quantitative and qualitative data. A significant proportion of respondents reported engaging in unpaid or unrecognised tasks beyond their formal job roles, including covering additional duties during understaffing (68.8%), mentoring new staff (31.1%), providing emotional support (25%), and informal supervision (12.5%).
Although 68% of participants stated that supervisors acknowledged these contributions informally, only 31% reported that such work was reflected in formal performance evaluations or promotion decisions. This reveals a clear structural disconnect between operational contribution and organisational recognition systems. Rather than being incidental, invisible labour appears embedded within everyday warehouse functioning, particularly in contexts of staffing pressure and operational flexibility. These findings strongly align with Hatton (2017) and Bolton (2005), who define invisible labour as essential organisational work that remains unmeasured and unrewarded. In this context, warehouse efficiency is partially sustained through informal, relational, and emotional labour that is disproportionately performed by part-time women. This reinforces the argument that invisible labour is not peripheral but central to operational productivity yet structurally excluded from formal valuation systems.

[bookmark: _Toc209516832][bookmark: _Toc209516873][bookmark: _Toc228970965]Figure 2 Percentage of respondents performing various unrecognized tasks.
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Although 68% of respondents stated that supervisors acknowledged these tasks informally, only 31% felt their contributions were reflected in performance evaluations or promotion outcomes. This reflects existing literature that highlights the systemic undervaluation of invisible labour, particularly among part-time and female employees (Ross-White, 2021).
Critical interpretation
The prevalence of invisible labour, particularly in mentoring and providing support during understaffing, suggests that women disproportionately shoulder additional, non-recognised tasks. This reinforces unequal opportunities for career advancement, echoing the ‘glass ceiling’ effect identified in organisational research (Lamont, 2025). 
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[bookmark: _Toc228970944]6.3. Recognition Systems and Structural Exclusion of Invisible Labour

Performance evaluation data further demonstrate systemic undervaluation of invisible labour. Thirty-five percent of respondents reported never receiving a formal performance review, while 75% reported no formal recognition in terms of bonuses, awards, or promotion. Only 12% had received awards, and just 6.5% reported promotion. A Chi-square test confirmed a statistically significant association between employment status and perceived recognition in performance evaluations (χ² = 12.45, p = 0.001), indicating that part-time employees are significantly less likely to feel recognised than full-time employees. This suggests that recognition systems privilege employment structure rather than actual contribution. From an Equity Theory perspective (Adams, 1965), these findings reflect perceived imbalance between effort and reward, particularly among part-time workers who contribute substantial invisible labour without corresponding formal recognition. This reinforces IMD (2023), who highlight systemic undervaluation of flexible and lower-status workers.

[bookmark: _Toc209516833][bookmark: _Toc209516874][bookmark: _Toc228970966]Figure 3 Performance recognised.
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Critical interpretation
These findings indicate systemic undervaluation of contributions, particularly for part-time employees, supporting research on gendered and status-related inequities in workplace recognition (IMD, 2023)

[bookmark: _Toc228970945]6.4. Invisible labour and Career Progression

Half of respondents reported clear promotion criteria, while the remainder either disagreed or were uncertain, indicating inconsistency in organisational transparency. Key barriers included insufficient working hours (43.8%) and lack of training opportunities (43.8%), alongside structural constraints such as shift patterns and caregiving responsibilities. While 56% reported the ability to request flexible shifts, 62% believed that flexibility negatively affected promotion eligibility. This indicates a structural contradiction where flexibility enables participation but restricts advancement. These findings align with Sahni et al. (2025), who argue that flexibility alone does not reduce inequality without equitable access to development opportunities. Pearson correlation analysis revealed a moderate positive relationship between weekly working hours and perceived access to career advancement (r = 0.42, p = 0.002), suggesting that employees working longer hours perceive greater promotion opportunities. This relationship was tested for linearity and distributional adequacy, with results indicating acceptable assumptions for Pearson correlation within a sample of this size (Pallant, 2020).
However, this relationship highlights a key limitation: visibility and progression are strongly linked to measurable working hours, while invisible labour remains excluded from this metric. As a result, Human Capital Theory (Becker, 1993) partially explains progression patterns but fails to capture unmeasured contributions such as emotional and relational labour.


[bookmark: _Toc209516834][bookmark: _Toc209516875][bookmark: _Toc228970967]Figure 4 Perceived barriers to career progression by type.
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The below pie chart (Figure 5) shows that while 56% reported being able to request flexible shifts, 62% believed that scheduling negatively affected promotion eligibility. Organisational support policies for part-time employees were inconsistent: 25% confirmed their existence, 44% were uncertain, and 31% reported none. 
[bookmark: _Toc209516835][bookmark: _Toc209516876][bookmark: _Toc228970968]Figure 5 Flexibility.
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[bookmark: _Toc228970946]6.5. Gender and Indirect Structural factor

Although 75% of respondents reported that gender did not directly influence workplace treatment, qualitative responses revealed subtle gendered patterns, including exclusion from training, assumptions about commitment, and restricted access to shifts.
Chi-square analysis confirmed that gender was not statistically associated with perceived barriers to promotion (χ² = 2.17, p = 0.34), indicating that gender alone is not the primary explanatory variable within this dataset. Instead, gendered inequality appears to operate indirectly through employment structure and invisible labour distribution.
This supports Foucauldian interpretations of organisational power, where inequality is reproduced through institutional norms and discourse rather than explicit discrimination (Phillips, 2023; Maestripieri, 2023).

[bookmark: _Toc209516836][bookmark: _Toc209516877][bookmark: _Toc228970969]Figure 6 Gendered experiences of perceived barriers and recognition.
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[bookmark: _Toc228970947]6.6. Job Satisfaction and Flexibility
[bookmark: _Toc209516837][bookmark: _Toc209516878]The below pie chart (Figure 7) shows that almost half of participants (49%) reported slight satisfaction with their schedules, while 19% were neutral and smaller proportions reported dissatisfaction. ANOVA results indicated statistically significant differences in job satisfaction across age groups (F(4,115) = 3.68, p = 0.008), with employees aged 35–44 reporting higher satisfaction than younger colleagues. Rather than indicating reduced inequality, this pattern may reflect adaptive expectations among older workers who adjust to structural constraints over time. Therefore, satisfaction levels should not be interpreted as evidence of equitable conditions but as potential normalisation of structural limitations within flexible labour environments (Rydström et al., 2023).
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[bookmark: _Toc228970948]6.7 Inferential Statistical results 
	Chi-Square Tests

	Variable Comparison
	Statistic
	p-value
	Result

	Employment status vs recognition
	χ² = 12.45
	0.001
	Significant association

	Gender vs barriers to promotion
	χ² = 2.17
	0.34
	Not significant

	ANOVA Results

	Comparison
	Statistic
	p-value
	Result

	Age vs job satisfaction
	F(4,115)=3.68
	0.008
	Significant

	Tenure vs fairness perception
	F(5,114)=1.24	
	0.29
	Not significant

	Pearson Correlation

	Variables
	r
	p-value
	Result

	Weekly hours vs career progression perception
correlation
	0.42

	0.002 

	Moderate positive

	
	
	
	


[bookmark: _Toc228970949]6.8 Summary of Key Results
· Part-time status is significantly associated with lower perceived recognition 
· Working hours positively correlate with perceived career progression 
· Gender is not statistically significant in this dataset 
· Age influences job satisfaction, particularly among 35–44 group 
· Invisible labour is widely reported but rarely formally recognised 
· Flexibility is valued but linked to perceived career limitations
Application of Thematic Analysis
To analyse the open-ended survey responses, a six-stage thematic analysis approach was adopted in line with Braun and Clarke’s (2022) framework. This approach was selected due to its flexibility in identifying, analysing, and interpreting patterns of meaning within qualitative data, particularly in studies combining quantitative and qualitative methods. It is especially appropriate for this research as it enables the exploration of subjective experiences of invisible labour, recognition, and workplace barriers, complementing the statistical analysis and strengthening methodological triangulation (Braun and Clarke, 2022; Nowell et al., 2017).
· Familiarisation with the data
All qualitative responses were repeatedly read to achieve full immersion in the dataset. Initial notes were recorded to capture early impressions and recurring ideas, particularly in relation to invisible labour, lack of recognition, and structural barriers to career progression. This stage ensured that the analysis remained grounded in participants lived experiences rather than preconceived assumptions (Braun and Clarke, 2006).
· Generating initial codes
The data were systematically coded line-by-line to identify meaningful features. Key terms and phrases such as “overlooked,” “not recognised,” and “extra duties” were coded under invisible labour, while references to “promotion,” “training access,” and “shift allocation” were grouped under career progression barriers. This process enabled the transformation of raw qualitative data into manageable analytical units, a key requirement for rigorous thematic analysis (Guest et al., 2012).
· Searching for themes
Codes were then grouped into broader, interpretive themes reflecting recurring patterns across responses. The main themes identified included: invisible labour tasks, recognition gaps, structural barriers to career progression, work–life balance and scheduling constraints, gendered workplace experiences, and employee-driven recommendations for improvement. These themes were developed in alignment with the study’s theoretical framework, particularly Human Capital and Equity Theory.
· Reviewing themes
The preliminary themes were refined by checking them against the full dataset to ensure internal coherence and external distinctiveness. Overlapping categories were merged where appropriate, for example combining training access and development opportunities under career progression barriers. This iterative refinement is consistent with established thematic analysis procedures, ensuring reliability and analytical depth (Braun and Clarke, 2006; Braun and Clarke, 2022).
· Defining and naming themes
Each theme was clearly defined to ensure conceptual precision and analytical consistency. For instance, invisible labour captured unpaid or unrecognised contributions beyond formal job descriptions, while recognition gap referred to the disconnect between employee contributions and formal performance evaluation or reward systems. This step enhances transparency and interpretive clarity in qualitative research (Attride-Stirling, 2001).
· Producing the report
Representative quotations were selected to illustrate each theme and ensure that participants’ voices were embedded within the analysis. These qualitative insights were used to contextualise and deepen interpretation of quantitative findings, enhancing overall methodological triangulation. This integration strengthens the credibility and richness of the results by linking numerical trends with lived workplace experiences. See Figure 8 for a visual representation of the analytical process; further interpretation is developed in the Discussion section.

[bookmark: _Toc228970970]Figure 8 Thematic Analysis
[image: ]
This figure illustrates the key themes generated through thematic analysis of open-ended survey responses. The framework highlights five interconnected domains: invisible labour, career progression and structural barriers, job satisfaction and flexibility, recognition and performance evaluation, and gendered workplace experiences. These themes demonstrate how part-time employment status interacts with organisational structures and gendered expectations to shape experiences of recognition, progression, and workplace inequality. The diagram visually supports the integration of qualitative findings within the broader mixed-methods research design, strengthening triangulation between statistical and thematic results.


[bookmark: _Toc228970950]7.0 Discussion  

This section interprets the findings presented in Section 6 in relation to the research objectives and the theoretical frameworks underpinning the study, including Human Capital Theory, Equity Theory, and Work–Life Balance Theory. It also situates the results within existing literature to explain how structural, organisational, and gendered factors shape the career experiences of part-time women in UK warehousing. Gender and part-time status intersect to reinforce inequities, creating compounded disadvantages in recognition and advancement (Liu et al., 2024). 
[bookmark: _Toc228970951]7.1 Employment Structure, Recognition and Career Progression

The findings indicate that employment structure, particularly part-time status and working hours, is the strongest determinant of perceived recognition and career progression. The Chi-square test showed a significant association between employment status and recognition (χ² = 12.45, p = 0.001), while Pearson correlation demonstrated a moderate positive relationship between working hours and perceived access to promotion (r = 0.42, p = 0.002).
From a Human Capital Theory perspective, this suggests that individuals working longer hours are more likely to accumulate skills visibility and organisational exposure, which increases perceived promotion potential (CIPD, 2017). However, the findings also indicate that part-time workers are structurally disadvantaged in accessing these mechanisms, regardless of competence or contribution. This supports critiques of Human Capital Theory, which argue that it overemphasises individual investment while underestimating structural inequality (CIPD, 2017; Becker, 1993).
Finally, the results suggest that recognition and progression are closely tied to working time rather than performance alone, reinforcing a structural hierarchy between full-time and part-time roles.
[bookmark: _Toc228970952]7.2 Invisible Labour and Organisational Value Systems
The data shows that invisible labour is widespread, with high levels of participation in mentoring (31.1%), emotional support (25%), and covering additional duties (68.8%). However, only 31% of participants reported that these contributions were reflected in formal evaluations.
This gap highlights a misalignment between actual work performed and what is formally recognised within organisational systems. From an Equity Theory perspective (Adams, 1965), this creates perceived imbalance, where employees contribute beyond formal expectations but do not receive equivalent recognition or reward. Such imbalance is associated with reduced motivation, lower job satisfaction, and weaker perceptions of fairness.
These findings align with existing literature on invisible labour, which argues that informal and emotional forms of work are systematically undervalued because they are not easily measurable within formal HR systems (Bolton, 2005; Hatton, 2017; Petitta and Ghezzi, 2025). This reinforces the idea that organisational reward structures prioritise visible, measurable outputs over relational and supportive contributions.
[bookmark: _Toc228970953]7.3 Structural Barriers and Work–Life Balance Constraints
The findings show that structural factors such as shift patterns, training access, and workload distribution significantly influence career progression. Although 56% of respondents could request flexible shifts, 62% believed flexibility negatively affected promotion eligibility. Additionally, 43.8% identified insufficient working hours and lack of training opportunities as key barriers.
Work–Life Balance Theory (Hildenbrand et al., 2023) helps explain this contradiction. While flexibility is designed to support employees with caregiving responsibilities, the results suggest it simultaneously restricts access to development opportunities. This creates a “flexibility paradox”, where reduced-hours work enables participation but limits advancement.
This supports prior research which argues that flexible working arrangements can unintentionally reinforce inequality when access to training, visibility, and career development is unevenly distributed (Kossek et al., 2023; Rydström et al., 2023; Sahni et al., 2025).
[bookmark: _Toc228970954]7.4 Gender, Part-Time Status and Indirect Inequality
Although 75% of participants reported that gender did not directly influence workplace treatment, qualitative responses revealed subtle but consistent patterns of exclusion, including reduced access to training and assumptions about lower commitment.
The absence of a statistically significant relationship between gender and perceived barriers (χ² = 2.17, p = 0.34) suggests that inequality is not primarily driven by direct gender discrimination in this dataset. Instead, inequality appears to operate through employment structure and working patterns.
This aligns with Equity Theory (Adams, 1965), which suggests that fairness perceptions are shaped by organisational systems rather than individual identity alone. It also supports broader research highlighting that gender inequality increasingly operates through indirect and structural mechanisms rather than overt discrimination (Chung, 2024; Abendroth and Chung, 2022).

[bookmark: _Toc228970955]7.5 Age, Job Satisfaction and Work Experience
The ANOVA results showed that age significantly affects job satisfaction with work schedules (F(4,115) = 3.68, p = 0.008), with the highest satisfaction reported among the 35–44 age group.
This suggests that job satisfaction is influenced by life-stage adaptation and changing expectations regarding work–life balance. Older workers may have more stable routines or greater acceptance of scheduling constraints, whereas younger employees may experience stronger misalignment between expectations and workplace realities.
However, tenure was not significantly associated with perceptions of fairness (F(5,114) = 1.24, p = 0.29), indicating that length of service does not improve perceptions of organisational justice. This reinforces the idea that structural employment conditions outweigh experience in shaping fairness perceptions (Rubery and Fagan, 2020; Chung, 2024).
[bookmark: _Toc228970956]7.6 Integration of Theoretical Frameworks
When considered together, the findings demonstrate consistent patterns across the three theoretical frameworks:
Human Capital Theory (Becker, 1993): Working hours and visibility influence perceived career progression, but structural constraints limit equal opportunity for part-time workers. 
Equity Theory (Adams, 1965): Discrepancies between effort (including invisible labour) and reward create perceptions of unfairness and reduced motivation. 
Work–Life Balance Theory (Hildenbrand et al., 2023): Flexibility enables workforce participation but produces trade-offs that restrict advancement opportunities. 
Together, these frameworks suggest that part-time employment in warehousing is not merely a reduced-hours arrangement, but a structurally embedded position associated with lower organisational visibility, reduced recognition, and constrained mobility.
[bookmark: _Toc228970957]7.7 Summary of Key Interpretive Insights
The findings demonstrate that:
· Employment structure is more influential than gender in shaping career outcomes (χ² = 2.17, p = 0.34) 
· Invisible labour is extensive but systematically undervalued 
· Flexibility produces both opportunity and constraint (62% report negative impact on promotion eligibility) 
· Recognition systems favour full-time working patterns (χ² = 12.45, p = 0.001) 
· Inequality operates structurally rather than solely through direct discrimination 
These results collectively indicate that organisational systems, rather than individual capability, are central in shaping the career trajectories of part-time women in warehousing.

[bookmark: _Toc228970958]7.8 Implications and Recommendations

The findings of this study demonstrate that inequalities in the UK warehousing sector are primarily driven by structural employment conditions rather than individual capability or gender alone. Part-time status reduced working hours, and lack of visibility in formal evaluation systems significantly shape experiences of recognition and career progression. The recommendations therefore focus on addressing these specific structural mechanisms rather than offering generalised HR improvements.
· Formal recognition of invisible labour
The study identified a substantial gap between informal acknowledgment (68%) and formal recognition (31%) of contributions such as mentoring, emotional support, and workload coverage. This indicates that existing performance systems fail to capture a significant proportion of value-adding work. To address this, organisations should integrate structured recognition of invisible labour into appraisal systems. This includes explicitly defining non-task-based contributions (e.g., mentoring, team support, informal coordination) within performance frameworks. This recommendation directly responds to Equity Theory, which highlights that perceived imbalance between effort and reward reduces motivation and organisational commitment (Adams, 1965). Importantly, this is not simply about “rewarding extra effort,” but about correcting systematic under-recognition of labour that already sustains operational performance.
· Equal access to training and development
The findings show that insufficient working hours and limited access to training were both reported by 43.8% of participants as key barriers to career progression. Pearson correlation results (r = 0.42, p = 0.002) further indicate that longer working hours are associated with higher perceived access to advancement opportunities, reinforcing structural inequality. To address this, organisations should implement guaranteed training access for part-time employees, independent of shift length or contractual hours. Training should be scheduled flexibly and embedded within paid working time to ensure participation is not dependent on availability outside contracted hours.
From a Human Capital Theory perspective, restricting access to training directly limits skill accumulation and therefore reinforces long-term inequality in promotion pathways (Becker, 1993). Equalising access is therefore essential not only for fairness but for organisational productivity.
· Transparent and standardised promotion criteria
The study found that only 50% of respondents reported clear promotion criteria, while the remainder were either uncertain or disagreed. This lack of clarity contributes to perceived unfairness and weakens trust in organisational systems. To address this, organisations should implement standardised and transparent promotion frameworks that clearly outline:
· required competencies for progression 
· evaluation criteria 
· timelines for advancement opportunities 
This directly responds to both Equity Theory and the qualitative findings showing ambiguity around career pathways. Transparency reduces reliance on informal visibility, which currently disadvantages part-time workers who are less present in organisational decision-making spaces.
· Review of scheduling and flexibility policies
The findings demonstrate a structural “hours bias,” where increased working hours are associated with greater perceived access to progression opportunities. This reinforces a presenteeism-based culture, despite formal flexible working policies.
To address this, organisations should decouple career progression from physical presence by:
· standardising promotion eligibility across full-time and part-time roles 
· ensuring performance evaluation is outcome-based rather than hours-based 
· monitoring promotion rates by contract type to identify inequality patterns 
This recommendation directly addresses the Work–Life Balance framework, which shows that flexibility only reduces inequality when it does not negatively affect career outcomes (Hildenbrand et al., 2023).
· Active monitoring of gendered and part-time bias
Although 75% of respondents reported no direct gender discrimination, qualitative findings revealed indirect gendered mechanisms such as exclusion from training and assumptions about commitment. This suggests that inequality operates through employment structure rather than explicit gender bias. Organisations should therefore implement bias monitoring systems that specifically examine:
· allocation of training opportunities 
· inclusion in high-visibility tasks 
· promotion outcomes by gender and contract type 
This aligns with contemporary literature on indirect structural discrimination, where inequality is reproduced through organisational design rather than explicit intent (Abendroth and Chung, 2022).
· Managerial Accountability for Equitable Practice
Finally, the findings indicate that inconsistencies in recognition and policy implementation are likely to be driven by managerial discretion. To address this, organisations should introduce accountability mechanisms such as:
· performance indicators linked to equitable treatment of part-time staff 
· training for managers on invisible labour recognition 
· regular audits of promotion and reward outcomes 
This ensures that inequality reduction is not purely policy-based but actively embedded into managerial practice, addressing the implementation gap identified in the findings. These recommendations are directly derived from empirical findings and structured around the three theoretical frameworks underpinning the study. They specifically address:
· the recognition gap in invisible labour (Equity Theory) 
· unequal access to training and progression (Human Capital Theory) 
· the trade-off between flexibility and career advancement (Work–Life Balance Theory)

[bookmark: _Toc228970959]7.9 Ethical consideration 
The research will adhere to ethical guidelines regarding informed consent, confidentiality, and voluntary participation. All participants will be fully informed about the research's purpose, their rights to withdraw at any time, and the confidentiality of their responses. Data will be stored securely and anonymised to protect participants’ privacy. Ethical approval will be sought from the relevant institutional board before commencing the research. Consequently, Leavy (2019) asserts that ethics serves as a connection between the philosophical and practical elements of research and is a fundamental component of every research endeavour. When doing social research, particularly with human subjects, it is important to address ethical concerns. According to UK Research and Innovation (2021)these concerns include the prevention of damage, the avoidance of exploitation (especially towards vulnerable groups), the assurance of voluntary participation, the maintenance of anonymity, and the disclosure of the study's nature and purpose. Moreover, Kara (2018) contends that qualitative researchers are ethically obligated to depict participants correctly and compassionately. The study focuses on the ethical aspects of part-time employment and its effects on women's career progression, work-life equilibrium, and financial security. To build a comprehensive ethical approach, the research will place practical importance, inclusion of marginalised groups, fair management of contradicting data, and results sharing with important stakeholders. An institutional review board will analyse and evaluate the research to ensure that ethical standards are met. According to Akello et al..(2020) continuous monitoring improves the quality of research conduct and compliance; therefore, this research will be continuously monitored by a supervisor allocated from the University of Wales Trinity Saint David to address any ethical problems that may arise. Furthermore, the research will incorporate the following safeguards to ensure the study's integrity and the participants' safety throughout its execution. Please see Appendix C
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This study has several methodological and contextual limitations that should be considered when interpreting the findings. While the mixed-methods design enabled both statistical analysis and qualitative insight, the overall approach remains exploratory in nature. As such, the findings are indicative of patterns rather than statistically generalisable conclusions (Saunders et al., 2019). A key limitation relates to sampling strategy and representativeness. The study is restricted to the UK warehousing sector and therefore reflects sector-specific employment conditions, particularly those shaped by shift-based logistics and operational constraints. In addition, the use of non-probability snowball sampling limits external validity, as participants are recruited through social networks rather than random selection (Etikan et al., 2016). The final sample of 120 respondents included a high proportion of women (75%) and part-time employees (62%), with a strong concentration in the 25–44 age group (91%). This uneven distribution reduces representativeness and may bias statistical interpretation, particularly in relation to group comparisons. This is especially relevant for the interpretation of ANOVA results. ANOVA assumes homogeneity of variance and relatively balanced group sizes (Field, 2018). However, the overrepresentation of the 35–44 age group may reduce the robustness of variance comparisons and increase the likelihood that results reflect dominant subgroups rather than broader population trends. Therefore, while statistically significant differences were observed, these should be interpreted cautiously as indicative rather than definitive.
A further limitation concerns the application of inferential statistics. Although ANOVA and Chi-square tests are appropriate for identifying group differences and associations, their validity depends on underlying assumptions. ANOVA is sensitive to unequal group sizes and outliers, which can distort results if not fully controlled (Field, 2018). Similarly, Pearson correlation assumes linearity and approximate normal distribution of variables (Schober et al., 2018). Given the skewed distribution toward part-time working hours in this dataset, these assumptions may only be partially met, meaning correlation findings should be interpreted as associative rather than causal (Nettleton, 2014). The study also relies on self-reported survey data, which introduces the possibility of response bias, including social desirability bias and subjective interpretation of key constructs such as “fairness,” “recognition,” and “career progression” (Podsakoff et al., 2003). Although reliability was strengthened through standardised questionnaire design and pilot testing, self-reporting remains a recognised limitation in organisational research.
In addition, while thematic analysis provided valuable insight into invisible labour, recognition gaps, and structural barriers, it remains an interpretive method. As Braun and Clarke (2022) highlight, theme development depends on researcher judgement, meaning that alternative interpretations of the same dataset are possible. Furthermore, although qualitative themes were aligned with theoretical frameworks, not all were quantified, limiting the ability to fully integrate qualitative and quantitative findings.
Finally, the cross-sectional design restricts the ability to assess change over time. As such, the study cannot establish causality between employment status, working hours, and career progression. Instead, it captures a snapshot of workplace experiences at a single point in time, meaning observed relationships should be understood as correlations rather than developmental or causal pathways (Bryman, 2016).
Despite these limitations, the study maintains methodological strength through its mixed-methods design, allowing triangulation between statistical and qualitative findings. This improves interpretive depth and strengthens understanding of how structural employment conditions shape the experiences of part-time women in UK warehousing. The limitations identified also provide a clear foundation for future research, particularly in relation to improving sampling representativeness, strengthening statistical assumptions, and adopting longitudinal designs (Saunders et al., 2019).
[bookmark: _Toc228970961]9 Future Research
While this study has generated valuable insights into the career experiences of part-time women in the UK warehousing sector, it also highlights several important avenues for future research. The findings demonstrate that inequalities are primarily shaped by structural employment conditions, particularly part-time status, working hours, and organisational visibility mechanisms. However, because this study is sector-specific and cross-sectional, further research is required to determine the extent to which these patterns are consistent across different labour contexts and over time. A key direction for future research is cross-sector comparative analysis. Although warehousing provides a useful context due to its reliance on flexible and part-time labour, its operational characteristics such as physically demanding work, shift-based scheduling, and just-in-time logistics may intensify certain inequalities that are less pronounced in other sectors. 
· Comparative studies across retail, healthcare, and hospitality would allow researchers to distinguish between sector-specific barriers and broader structural inequalities within part-time employment (Kossek et al., 2023; Rydström et al., 2023). In addition, cross-national research would be particularly valuable in extending understanding of how institutional frameworks shape career progression. The present study highlights persistent structural disadvantages in the UK context, despite formal equality legislation. Future research could therefore examine how alternative policy environments, such as the Nordic model of integrated work–life support and protected part-time progression pathways, moderate or reduce the “part-time penalty” identified in this study (Lewis et al., 2016). Such comparative analysis would deepen theoretical understanding of how policy design interacts with organisational practice.
· Longitudinal research designs are also necessary to address a key limitation of this study, namely its cross-sectional nature. The current findings capture workplace experiences at a single point in time and therefore cannot fully explain how invisible labour, recognition patterns, or career progression evolve. A longitudinal approach would allow researchers to track how sustained engagement in part-time work influences long-term career trajectories, particularly in relation to cumulative disadvantage and stalled progression.
Further research should also explore the evolving nature of invisible labour and recognition systems. This study has demonstrated a persistent gap between informal acknowledgment (68%) and formal recognition (31%), suggesting that organisational evaluation systems systematically fail to capture a significant proportion of employee contributions. Future studies could use mixed qualitative–quantitative designs to develop more precise measurement tools for invisible labour and examine how these contributions are translated into career outcomes.
Finally, emerging technological change and automation within warehousing present an important area for investigation. As digital systems, robotics, and AI-driven logistics become more prevalent, it is essential to understand whether these developments will reduce structural inequalities by standardising work processes or whether they will reinforce existing disparities by privileging digitally skilled, full-time roles.
 This is particularly relevant given the study’s finding that working hours and visibility strongly influence perceived career progression (r = 0.42, p = 0.002), suggesting that technological restructuring may further reshape access to opportunity (Alon, 2022; Petitta and Ghezzi, 2025).
Future research should move beyond descriptive accounts of inequality toward more comparative, longitudinal, and structurally sensitive analyses that better capture how organisational systems produce and reproduce disadvantage in part-time employment.

[bookmark: _Toc228970962]10 Conclusion

This study set out to examine the career progression experiences of part-time women in the UK warehousing sector, with a particular focus on invisible labour, recognition systems, and structural barriers to advancement. The findings demonstrate that inequality within this context is primarily driven by employment structure rather than individual capability or gender alone. Across both quantitative and qualitative data, part-time status and reduced working hours consistently emerged as the most significant factors influencing recognition, perceived fairness, and access to career progression. The statistical analysis reinforces this conclusion. The chi-square results (χ² = 12.45, p = 0.001) show a significant association between employment status and perceived recognition, indicating that part-time employees are systematically less likely to feel acknowledged in formal performance systems. Similarly, the Pearson correlation (r = 0.42, p = 0.002) demonstrates a moderate positive relationship between weekly working hours and perceived career advancement, suggesting that increased visibility through longer working hours is associated with improved access to progression opportunities. However, this relationship is correlational and does not imply causation, as structural and organisational factors also shape outcomes. The ANOVA findings further highlight variation in job satisfaction across age groups (F(4,115) = 3.68, p = 0.008), although interpretation is limited by the uneven distribution of respondents, particularly the overrepresentation of the 35–44 group. While this result suggests life-stage differences in satisfaction, it should be interpreted cautiously due to sample imbalance and the sensitivity of ANOVA to unequal group sizes. These methodological considerations limit the extent to which findings can be generalised beyond the sample. Thematically, the study identified a consistent pattern of invisible labour, recognition gaps, and structural barriers. Although 68% of respondents reported informal acknowledgment of additional work such as mentoring and covering shortages, only 31% experienced formal recognition through evaluation or reward systems. This disconnect highlights a structural misalignment between organisational dependence on informal labour and its formal undervaluation. When interpreted through Equity Theory, this imbalance contributes to perceptions of unfairness and reduced career motivation. Human Capital Theory further explains how restricted access to training and visibility limits the accumulation of career-enhancing skills among part-time workers.
Importantly, the findings also show that gender alone is not the primary explanatory factor within this dataset. Instead, gendered inequality operates indirectly through part-time employment structures, where women are disproportionately represented. This supports the view that contemporary workplace inequality is increasingly embedded in organisational systems rather than explicit discrimination, consistent with wider literature on structural gender inequality in flexible labour markets (Abendroth and Chung, 2022).
The study concludes that the “part-time penalty” persists within UK warehousing through three interconnected mechanisms: reduced visibility in performance systems, limited access to training and development, and structural bias towards full-time working patterns in promotion pathways. While flexibility is widely valued, it is simultaneously associated with reduced career progression opportunities, reinforcing a trade-off between work–life balance and advancement. However, the conclusions must be interpreted considering methodological limitations. The non-probability sample, uneven age distribution, reliance on self-reported data, and cross-sectional design restrict generalisability and limit causal inference. Statistical results should be understood as indicative of patterns rather than definitive population-level relationships.
Despite these limitations, the integration of quantitative and qualitative data provides a robust and coherent explanation of how structural employment conditions shape career outcomes for part-time women in warehousing. The findings make a clear contribution by demonstrating that inequality is not solely a function of gender or individual choice, but is systematically produced through organisational design, recognition systems, and differential access to opportunity. This underscores the need for structural reform in how part-time work is evaluated, rewarded, and integrated into career progression frameworks.
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