


Abstract
	This study investigates the impact of part-time work on women's career progression, work-life balance, and financial stability in the UK. Motivated by the researcher's personal experiences as a part-time working woman, the research aims to understand the barriers part-time employment creates for women's career advancement and how employers can address these issues. The study highlights the significant role of part-time jobs in the labour market, particularly for women, and seeks to contribute to the broader discussion on gender equality. Utilising a mixed methods approach, the research will explore organisational policies, cultural and economic barriers, and the specific challenges faced by part-time working women. By examining these factors, the study aims to provide actionable insights and recommendations for organisations to support equitable career development opportunities for part-time employees.
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[bookmark: _Toc170943362]1.0 Introduction
	Nowadays, part-time jobs play a significant role in the labour market, particularly for women. Examining the implications of part-time employment on career advancement, work-life balance, and financial stability is essential. These subject interests the researcher because, as a part-time working woman, she has personally observed how part-time work impacts women's work-life. Furthermore, evidence supports her view that part-time work hinders career progression, and she aims to understand what causes this issue and how it can be approached by the employer and other entities interested.
This study aims to highlight the challenges how part-time jobs limit career progression and contribute to the broader discussion on gender equality. According to Kelliher et al. (2023), the number of women working part-time has increased significantly. Francis-Devine and Hutton (2024) report that from October to December 2023, 16.06 million women aged 16 and over were employed in the UK. This figure is 75,000 higher compared to 2023 same period and 1.8 million more than ten years earlier. Thus, this research aims to help organisations, NGOs, and other businesses  understand these barriers which are important for designing roles and policies that better support part-time women employees and promote equitable career development opportunities.
The findings will be obtained by using primary data, which is sourced directly from the participants and secondary data sources which include websites, published journals, books, e-books, research project, etc.
[bookmark: _Toc170943363]2.0 Research Problem
	The research problem addresses the barriers and challenges faced by women in part-time work regarding career advancement and gender equity. Specifically, it examines how part-time work impacts career progression and earnings for women, particularly in the context of career advancement associated with parenthood and barriers within organisations. According to Francis-Devine and Hutton (2024)  an analysis of Andrew et al.(2021) says that the studies have shown that while men's earnings remain stable after becoming parents, women's earnings significantly decline and level off at a lower rate. Additionally, Schmid, (2022) states that the influence of childcare arrangements on career decisions further exacerbates the trade-off between career advancement and the flexibility required for managing childcare responsibilities. Besides, Haigh (2024), notes that women are 75% more likely to leave their employer due to a lack of support from line managers, the culture of the organisation, the day-to-day work itself, lack of career progression, and overwork.
Research Questions
1. How does part-time work affect women's career progression in UK?
2. [bookmark: _Hlk170895196]What specific challenges do part-time women face in their career development in UK?
3. How do part-time work arrangements influence women's perceptions of their career potential in UK?
4. What is the difference between  women’s and men’s working part-time jobs in UK?
Objectives:
· Identify the impact of part-time work on career advancement opportunities in UK.
· Evaluate critically  strategies to mitigate career limitations for part-time working women in UK.
· Explore organisational policies and practices related to part-time working in UK.
· Discuss how to retain and support part-time women  towards career advancement in UK. 
Keywords: identify, evaluate, explore, discuss.
(Biggam, 2011)
[bookmark: _Toc170943364]3.0 Literature Review 
	This study will utilise various literature sources, including references to pertinent books, journals, reports, and government publications. Firstly, the study would like to describe the different types of flexible working  patterns. According to CIPD(2024),  there are various forms of flexible working exist. 
· Part-time employment refers to a work arrangement where workers are contracted to work less hours than what is considered full-time. 
· Compressed hours refer to the redistribution of work into fewer and longer time periods within a week, such as working for nine days in a two-week period. 
· Flexi-time refers to a work arrangement that allows workers the freedom to choose their own start and finish times within certain boundaries. 
· Hybrid working refers to a work arrangement where workers divide their time between remote work, which may be done from home or elsewhere, and working in the employer's physical location. 
· Remote working refers to a situation when workers carry out their job duties away from their employer's physical workplace for the whole of their working week. 
· Job sharing is a work arrangement where two or more people divide the responsibilities of a single job.(Dobson, 2023)
In context of this research these are the type of jobs that will be discussed. 
 According to Timewise (2023), previous research primarily centred on full-time employees, often overlooking part-time workers. However, their recent study aims to motivate employers to thoughtfully design roles and provide adequate support for part-time employees within organisations. 
Kelliher et al. (2023a) argue that organisations should strive to cultivate a culture that promotes discussions about reducing working hours, as this reflects a lower demand for work. On the other hand, research by Working Families (2023) shows that part-time workers report less career progression compared to those with location or schedule flexibility, indicating that women face a 'part-time penalty.'
Analysis by the Global Institute of Women’s Leadership Schmid (2022) found a correlation between career advancement and working additional hours, revealing a culture that expects and rewards overtime, which in turn causes women part-time workers to become stalled in their career progression. On the other hand, Davies (2024) argues that employers must develop truly meaningful part-time positions for individuals seeking flexible working arrangements. Many parents and caregivers accept part-time roles only to discover they are burdened with a full-time workload but receive only a fraction of the pay. This situation can be especially overwhelming for those who are already feeling vulnerable, affecting their long-term commitment to the workforce. Both women and men require the flexibility to balance their personal and professional lives effectively. However, Andrew et al.(2021), argues that gender gaps in employment and working hours widen significantly immediately after parenthood. Disparities in hourly wages emerge more gradually following childbirth, as women often transition to more family-friendly but lower-paying jobs, and the 'part-time penalty' further hampers their wage growth. 
Additionally, Timewise (2023) indicates that although many individuals desire the option to work reduced hours, viewing it as essential for managing their life, mental, and physical health.
According to Deloitte (2024)there are significant cultural and economic barriers accessing such arrangements and maintaining career development opportunities. Additionally,  evidence from (Smith, 2023; TUC, 2022; Timewise, 2023) to support the viewpoint that part-time work is often seen as hindering career progression.

3.1 Methodology and Theoretical Framework
	Social constructivism is a significant epistemology in qualitative research that is strongly associated with the wider philosophical perspective of hermeneutics. Priya (2019) states that hermeneutics places a strong focus on human subjectivity, acknowledging that humans possess intentionality and creativity. This viewpoint is applicable to the examination of women who work part-time, since it recognises that these women have an active role in shaping their work and personal situations. According to Moses and Knutsen (2019), constructivists aim to comprehend and grasp the significance of a social activity as seen by the individual carrying it out. Therefore, by examining how individuals navigate part-time work, they may get insight into their personal coping mechanisms and their role in larger social and economic structures. This analysis sheds light on their autonomy and the many societal influences that impact women employment. Furthermore, according to Leavy (2019),  suggests that ontology provides a philosophical viewpoint on the fundamental nature of social reality, exploring what can be known about this reality and the approaches used to get such knowledge. Hence, ontology will direct the investigation of social realities encountered by part-time women in the UK. According to Salmons(2019, p12) asserts that by comprehending the essence of these social realities, this research seeks to reveal the underlying obstacles and perspectives that impact women's career advancement and work-life equilibrium. Consequently, along with Groenland and Dana (2019), methodology is a systematic plan of action that includes strategic recommendations to help researchers carry out scientific inquiries. Therefore, this research will use a mixed methods strategy as explained in Section 4.0.
In line with Salmons (2019) theories play a crucial role in organising the empirical investigation of this research by determining the specific components and institutions to investigate and understanding their interactions. So, Panke (2018) asserts that theories are a crucial component by allowing the development of theoretical expectations that may be evaluated by empirical methods. This approach is more effective than systematically researching all potential elements and organisations to get answers to the research inquiries. The study focuses on examining aspects that impact women's part-time employment and career progression, using applicable theories.
Therefore, Cresswell(2021) asserts that the theoretical framework provides the foundation for comprehending fundamental ideas and directing the examination of context and reality. This study will  use several theoretical perspectives as follows:
· Work-Life Balance Theory
According to Hildenbrand (2023), individuals who maintain a work-life balance are generally happier and perform better at work. On the other hand, Begum et al. (2024)argues that the absence of work-life balance support systems results in a blurred and rigid separation between work and home. This causes activities, energies, and emotions to overflow between these domains, leading to conflicts. Furthermore, Nilsson (2024) notes that it is primarily women who cite their mental work environment as a reason for their inability to continue working in an extended working life. This theory will help examine how part-time work arrangements affect the balance between professional and personal responsibilities and how this impacts career advancement.
· Social Theory
According to Rebughini and Colombo (2022) this theory explores societal and organisational expectations of gender roles and how they influence the career. Therefore, this theory will help the study explore societal and organisational expectation of gender roles and the impact of part-time jobs on career progression. Additionally, Cole (2019)  states social theory can identify broad sources of concepts about social phenomena that are relevant to various other social science and humanities disciplines, including anthropology, political science, economics, history, cultural and media studies, and gender studies. Hence,  Crossman (2020) states that the feminist theory represents a significant field within sociology that moves away from the male perspective and centres its assumptions, analysis, and focus on women's viewpoints and experiences. By doing this, feminist theory brings attention to social problems, trends, and issues that might be disregarded or misunderstood by the traditionally dominant male-centric approach in social theory. For this reason, feminist theory will guide the study of how gendered expectations and stereotypes impact women's experiences and opportunities in part-time roles. 
· Equity Theory 
Furthermore, another theory that will guide this research is equity theory which according to World of Work Project (2019), Adams' Equity Theory of Motivation suggests that the relationship between an individual's contributions (inputs) and the rewards they receive is pivotal for their perception of fairness and motivation. To delve deeper into this, it is important to understand what exactly constitutes inputs and rewards. In the context of this research, inputs encompass a variety of factors, Main (2024) states these include the time spent on work, levels of education achieved, previous professional experience, effort exerted, loyalty to the organisation, resilience in overcoming challenges, flexibility in adapting to change, determination to achieve goals, enthusiasm for tasks undertaken, tolerance towards work pressures, support received from colleagues, trust in organisational leadership, and willingness to collaborate effectively. These inputs collectively represent both physical tasks and various forms of emotional labour within the workplace environment. Main (2024) argue that this theory investigates perceptions of fairness and equity in the workplace, particularly for maintaining a motivated and satisfied workforce. This theory will be used to understand perceptions of fairness among part-time workers and how these perceptions influence their career satisfaction and progression.
Thus, this research will employ a deductive analysis, utilising a top-down approach. According to Moses et al.(2019) deduction will begin with the general premise that part-time work hinders women's career advancement. It will proceed through established rules of reasoning to explain specific events and phenomena. Theories related to work-life balance, gender roles, and career development will guide the empirical study, providing a structured framework for examining the impact of part-time employment on women's career progression in the UK. 
Hence, this research employ both explanatory and interpretative questions. The explanatory research questions will investigate “What specific challenges do part-time women face in their career development in the UK?” and “What is the difference between women’s and men’s experiences working part-time jobs in the UK?” 
According to Panke (2018), explanatory questions explore the effect one phenomenon has on another, in this case, the specific challenges that part-time jobs present for women. Additionally, the research will utilise interpretative questions to identify the elements that contribute to the emergence of specific phenomena. These questions include “How does part-time work affect women's career progression in the UK?” and “How do part-time work arrangements influence women's perceptions of their career potential in the UK?”

[bookmark: _Toc170943365]3.2 Gap in literature
The gap literature is evidence-based Begum et al. (2024) argue that the impact of organisational culture on the advancement of women in part-time positions has not been extensively investigated. In addition, there is not enough of research about the part-time employment patterns of women in the United Kingdom. Therefore, Makinen et al.(2023)asserts that further studies are suggested to explore the health of marginal part-time workers as a determinant of declining career outcomes. It is essential to comprehend the impact of management attitudes and organisational practices on career obstacles to establish effective support solutions (Schmid, 2022). Moreover, the study has shown a scarcity of published literature about the impact of part-time employment on women's career advancement in the UK. Additionally, there is a lack of current case studies in the UK on this topic.
[bookmark: _Toc170943366]3.3 Hypotheses 
To meet objectives, the researcher will test the following hypotheses:
1. Employees working part-time have fewer career advancement opportunities vs full-time co-workers.
This hypothesis assumes that part-time work limits access to career development opportunities, such as promotions and training, due to reduced visibility and engagement in the workplace. 
2. Women working part-time experience more career limitations than men working part-time.
This premise addresses gender disparities, hypothesising that women face additional challenges in career progression due to societal expectations and organisational biases.
3. Organisational policies promoting work-life balance contribute to better career outcomes for part-time employees
This assumption suggests that supportive organisational policies can mitigate the negative impact of part-time work on career advancement, leading to more equitable outcomes for part-time workers.
 (Kelliher, et al. 2023b)

[bookmark: _Toc170943367]4.0 Research methods 
Furthermore, Saunders et al. (2016) suggest that research designs frequently blend quantitative and qualitative methods(Mixed methods). This integration is necessary because a research design might include a questionnaire while also requiring respondents to answer some open-ended questions in their own words, rather than selecting from predetermined options. Additionally, follow-up interviews might be conducted to explain the findings from the questionnaire. Similarly, qualitative data can be analysed quantitatively or used to develop a subsequent questionnaire. Consequently, Leavy(2019), states that mixed method research involves collecting, analysing, and in some way integrating both quantitative and qualitative data in a single project. On the other hand, Kumar(2018) states that combining quantitative and qualitative data, will give a deeper and more comprehensive understanding of the complexities surrounding the research, in this case, part-time work, particularly its impact on women's career advancement, work-life balance, and financial stability. Therefore, for this reason the researcher will use mixed methods. On the other hand, Priya, (2020), argue that a case study is most effectively used for testing specific hypotheses rather than an entire theory. Attempting to test the full theory in a case study can result in overextension and a loss of focus. However, Leavy(2019) states that mixed method is generally appropriate when the purpose  is to describe, explain, or evaluate, and is used in applied social and behavioural science research, including that which seeks to prompt community change or social action. Furthermore, Creswell(2021) asserts that mixed methods provides the capacity to extract insights that extend beyond traditional quantitative and qualitative data analysis. for instance, this method allows for a nuanced understanding of the factors influencing barriers to career progression. 
· Participants
Consequently, Tsindos (2023) states snowball sampling, also referred to as referral sampling, is a distinctive method used to recruit participants for qualitative research. Abbas (2023) notes that this approach begins with a small group of initial participants who meet the study's eligibility criteria. These participants are then asked to refer others who also fit the requirements. As these referrals continue, the sample size expands, creating a chain-like structure. The criteria for selecting part-time working women as participants will include those who have been in part-time roles form 6 onward, the rationale is so they could have the knowledge of what part-time challenges are. In previous studies, the analysis was limited to active women aged 25-55, as Maestripieri (2023) notes they are more likely than older women to be involuntary part-time workers, often due to being full-time students. However, for this study, the age range will be broadened to 18-65 to provide a wider range of participants.

· Quantitative survey
The survey includes questions designed to assess career progression, job satisfaction, work-life balance, and perceived barriers to career advancement. Furthermore, the survey will also collect demographic data (age, education, marital status, number of children) to analyse how these factors influence the impact of part-time work on career advancement. Quantitative data will be analysed to test hypotheses related to these theories, such as whether part-time work arrangements significantly impact career progression (Work-Life Balance Theory) and whether perceptions of fairness differ between part-time and full-time employees (Equity Theory).
Thus, Saunders(2015) notes quantitative research design may use a single data collection technique(mono method quantitative study), such as a questionnaire, and corresponding  quantitative analytical procedure. On the one hand, Xiong (2022) argues that this method of research struggle to achieve a deeper understanding of the underlying meanings and explanations in participants' viewpoints. As detached observers, they typically do not form close relationships with the participants, making it very challenging to explore phenomena in their natural settings using only scientific methods. However, Queirós et al. (2017) argues that the reliability of survey data is greatly influenced by the survey's design and the accuracy of the responses of the participants. A structured survey will be distributed to a sample of women working part-time across various industries in UK.
· Qualitative interviews 
Thematic analysis will be used to identify patterns and insights that align with or challenge the theoretical perspectives(feminist theory, work-life balance, equity). In-depth interviews will be conducted with a subset of survey respondents to gain a deeper understanding of their personal experiences and challenges related to part-time work. According to Cassell (2015), this method is appealing to business, management, and organisational researchers due to its variety and flexibility. Cassell(2015), notes that the term 'interview' is widely recognised, and potential participants will have a clear understanding of what to expect when invited to participate in one. 
However, Saunders(2016) notes that the analysis of qualitative data presents several limitations. This non-standardised data is likely to be voluminous and complex. Saunders(2016)argues that the researcher will need to deal with a large amount of paper documents, still images, visual recordings, or electronic files that must be explored, analysed, synthesised, and transformed to meet the research objectives and answer the research questions. Conversely, Panke (2018) asserts that a key advantage of qualitative interviews is their ability to examine indicators in depth. This detailed examination facilitates the reconstruction of underlying processes and the explanation of complex conditions and contexts(Creswell, 2021). These interviews will explore themes such as organisational culture, managerial support, career aspirations, and the impact of childcare responsibilities on career decisions. 
· . Comparative Analysis
A comparative analysis will be conducted to examine differences between men and women working part-time, particularly regarding career progression and job satisfaction. This analysis will use existing data from national labour statistics and additional surveys targeting male part-time workers (Timewise, 2023; Deloitte, 2024; Francis-Devine and Hutton, 2024). The comparative analysis will help highlight any gender-specific barriers and differences in experiences. According to Kelliher et al. (2023) part-time working should  be implemented as a motivator factor in the  recruitment process. A review of organisational policies related to part-time work, work-life balance, and career development will be conducted to identify best practices and areas for improvement. This review will include an examination of policies from organisations known for their support of part-time workers and gender equality.
[bookmark: _Toc170943368]5.0 Expected results 
The research anticipated results provide a thorough understanding of the obstacles and difficulties faced by women in part-time employment concerning career progression and pay equality. It is expected to uncover evidence supporting the hypothesis that part-time work restricts access to promotions, training opportunities, and career advancement paths within organisations. Factors contributing to this limitation may include reduced visibility, minimal involvement in strategic projects, and organisational biases favouring full-time employees. The study may reveal notable gender disparities, emphasising that women encounter additional hurdles in career development compared to men in similar part-time roles(TUC, 2022). Contributing factors to this inequality could involve societal expectations related to caregiving responsibilities, biases in performance evaluations, and disparities in access to developmental opportunities(CIPD,2024).The research may also indicate that supportive organisational policies, such as flexible work arrangements, childcare support, and leadership development programmes tailored for part-time employees, positively influence career satisfaction and advancement. Companies with robust support systems for part-time workers may demonstrate lower turnover rates and higher levels of employee engagement. (Dennison,2023).
 The anticipated findings aim to identify which types of part-time roles have the greatest impact on women and pinpoint the challenges that hinder career progression within the workplace. The study aims to offer practical insights and recommendations for organisations to enhance support for part-time female employees and promote fair opportunities for career development. According to Davies (2024), introducing a leadership development initiative specifically tailored to support the career advancement of women could include mentorship opportunities, targeted training, and networking events aimed at cultivating the skills and confidence needed for women to excel in leadership roles. Kankaras (2024) suggests that actively investing in the professional advancement of women within organisations aims to narrow the gender gap in senior leadership positions and foster a more balanced workforce.

[bookmark: _Toc170943369]6.0 Timeline
The research will be overseen by an academic advisor who will guide the dissertation process. This advisor will offer practical advice, provide feedback on the research, and give general support. However, as Clark, et al. (2019) note, completing a dissertation requires a high degree of independence and can often feel like a solitary endeavour. The deadlines for this research are as follows, as noted by Clark et al. (2019) challenges can arise, and that is the reason for such a long time of research, to have time to solve any barriers that may arise, such as finding the right participants for the research, schedule interviews according to the participant time. Please see table 1 below for a better understanding. 

	TIMELINE

	Dissertation activity
	Duration (weeks)
	Month

	Clarify Aim/Objectives
	1
	June

	Start Introduction
	2
	July/August

	Literature review
	2
	September

	Write and distribute the questionnaire
	2
	October

	Research Methods
	4
	November/December

	Data Collection
	3
	January

	Findings
	2
	February 

	Conclusion
	2
	March



Table 1 TIMELINE
The research will follow the following timeline:
•	During this initial phase, the researcher finalises the aim and objectives of the dissertation, ensuring clear direction and focus for the study.(week 1)
•	In this period, the researcher begins writing the introduction, which sets the context for the research, introduces the topic, and outlines the research questions and objectives. (2 weeks)
•	A comprehensive review of existing literature related to the topic is undertaken, summarising and synthesising key theories, findings, and gaps in current research.( 2 weeks)
•	The questionnaire is designed, written, and distributed to the target participants. This step is crucial for collecting primary data needed for the research.( 2 weeks)
•	This phase involves detailing the research methods and approaches to be employed in the study, ensuring a robust framework for data collection and analysis.(4 weeks)
•	Primary data is gathered through various methods specified in the research plan, focusing on obtaining comprehensive and relevant information.(3 weeks)
•	The collected data is analysed and interpreted to derive meaningful findings that address the research questions and objectives. (2 weeks)
•	The dissertation concludes with a summary of findings, discussion of implications, and recommendations for future research or practice. (2 weeks)
 
(Glasper and Carpenter, 2021)









[bookmark: _Toc170943370]7.0 Ethical Considerations

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 correctly and compassionately depict participants. 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 stress 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 check Table 2 underneath. 


	Informed Consent

	Explanation of study
Participants will be fully informed about the purpose, methods, and potential outcomes of the study before they agree to participate. This includes details on how data will be used and who will have access to it. 

	Voluntary Participation
participation in the study will be entirely voluntary. Participants will be informed that they can withdraw from the study at any time without any consequences.

	Consent Forms
Written consent will be obtained from all participants. The consent forms will outline the study's purpose, procedures, risks, benefits, and the voluntary nature of participation.

	Confidentiality and Anonymity

	Data protection
All data collected will be kept confidential and stored securely. Personal identifiers will be removed or anonymised to protect the identities of participants.

	Data Access
Only the research team will have access to the raw data(in this case the lecturer, examination board. Any publications or presentations of the findings will ensure that individual participants cannot be identified.

	Sensitive Information
Special care will be taken to handle sensitive information, such as personal experiences and challenges related to career progression and work-life balance, with confidentiality and respect.

	Transparency and Reporting

	Honest Reporting
The research findings will be reported honestly and accurately, ensuring that any limitations or potential biases are clearly acknowledged.

	Feedback to Participants
Participants will be given the option to receive a summary of the research findings, ensuring transparency and acknowledging their contribution to the study.


Table 2 Ethical considerations



[bookmark: _Toc170943371]8.0 Conclusion
 This research aims to bridge the gap in knowledge regarding the impact of part-time work on career advancement for women in the UK. It will employ a mixed methods approach to gain a comprehensive understanding of this complex issue. The quantitative survey will gather data on career progression, job satisfaction, work-life balance, and perceived barriers. Qualitative in-depth interviews will delve deeper into the lived experiences of part-time working women. Finally, a comparative analysis will explore potential gender-based differences by examining existing data and conducting surveys targeting male part-time workers. This mixed method approach, utilising surveys, interviews, and comparative analysis will provide a rich and nuanced understanding of the challenges faced by women in part-time roles and pave the way for actionable recommendations. The expected outcomes include identifying specific barriers that hinder career advancement and offering practical solutions for organisations to create a more supportive environment for part-time working women, ultimately promoting equitable career development opportunities.
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