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Abstract
This study investigates the career progression experiences of part-time women in the UK warehousing sector, a group often overlooked in academic and organisational research. Using a mixed-methods approach, survey data were collected from 120 participants and analysed through descriptive statistics, inferential tests (ANOVA, chi-square, Pearson correlation), and thematic analysis of open-ended responses. The research draws on Human Capital Theory, Equity Theory, and Work–Life Balance Theory to explore how invisible labour, recognition, structural barriers, and gendered expectations shape career outcomes. Findings reveal that invisible labour, such as mentoring, emotional support, and covering understaffing, is widespread yet largely unrecognised in formal evaluations or promotion decisions. Part-time status was strongly associated with lower levels of recognition and perceived opportunities for advancement (χ² = 12.45, p = 0.001), while longer weekly hours correlated with greater perceived access to career progression (r = 0.42, p = 0.002). Structural constraints, including inflexible scheduling, limited training access, and inconsistent organisational support policies emerged as key barriers, with qualitative responses further highlighting subtle gendered biases. The study concludes that flexibility alone does not ensure equity; instead, systemic undervaluation of part-time workers reinforces disadvantage. Practical recommendations include implementing formal recognition mechanisms, ensuring equitable access to training, promoting transparent progression criteria, and addressing unconscious bias in managerial practices. By foregrounding the experiences of part-time women, the research contributes to understanding how structural and cultural factors intersect to constrain career development in warehousing and offers strategies to foster greater equity in the sector.
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[bookmark: _Toc209790315]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 seeks to explore the specific challenges that part-time women face in advancing their careers within a UK warehouse setting. It will draw on both primary data, collected through original research, and secondary data, sourced from academic journals, official reports, books, and other reputable publications.
[bookmark: _Toc209790316]2. 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 seventy percent 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.
Aim
To explore the barriers faced by women in part-time employment within UK warehouses and examine how these challenges impact career progression. 
Research Questions
· What forms of invisible labour do part-time women perform in warehousing roles?
· How is the performance of part-time female workers perceived and evaluated compared to full-time workers?
· What structural or cultural barriers prevent part-time women from advancing in warehousing jobs?
· To what extent do workplace policies and scheduling flexibility impact promotional opportunities?
Objectives
· To identify and define the types of invisible labour performed by part-time women in warehousing roles.
· To examine how the contributions of part-time women are recognized (or overlooked) in promotion decisions.
· To analyse the role of workplace structures (for instance, shift patterns, part-time status, job design) in limiting advancement opportunities.
· To recommend actionable strategies for improving equity in career progression within the warehousing industry.
[bookmark: _Toc209790317] 3. Literature Review
[bookmark: _Toc209790318]3.1 Introduction and Current Landscape of Part-Time Work
Part-time employment has become a defining feature of the contemporary UK labour market, particularly for women, who make up most part-time workers (CIPD, 2024). According to the Chartered Institute of Personnel and Development (CIPD, 2024), part-time work is typically defined as employment where individuals are contracted to work fewer hours than full-time staff, usually less than 30 hours per week. While this arrangement provides flexibility and is often perceived as a mechanism to reconcile employment with personal or family responsibilities, it is also associated with career penalties, limited progression opportunities, and social stigma (Rubery, 2024).
Timewise (2023) reports that one in four workers in the UK is now employed on a part-time basis, with women disproportionately represented: 38% of all employed women work part-time compared to 14% of men. Importantly, the report challenges long-standing stereotypes that part-time employees, particularly women, are “unambitious” or less committed to their careers. Instead, it argues that many workers, especially those with caring responsibilities, view part-time work as essential for maintaining health, wellbeing, and work–life balance (Timewise, 2023). This reframing of part-time work as a legitimate and strategic choice rather than a sign of reduced commitment reflects broader shifts in public discourse.
Nevertheless, the same report highlights the persistence of the so-called “part-time penalty,” whereby reduced hours frequently translate into restricted access to promotion, training, and recognition. Working Families (2023) reinforces this view, noting that part-time workers often face slower career progression than colleagues who use flexible working arrangements such as remote or hybrid models. This discrepancy suggests that while flexibility is increasingly recognised as a workplace necessity, the type of flexibility matters: working fewer hours carries greater stigma and structural disadvantages than working flexibly in terms of time or location (Kelliher & McCartney, 2023). Academic and policy debates also link part-time work to broader questions of gender equity. The Global Institute for Women’s Leadership (Schmid, 2022) finds that career progression in many UK organisations is still implicitly tied to presenteeism and the ability to work long or unsocial hours. Such a culture inevitably disadvantages part-time workers, who are less able to engage in overtime due to competing commitments, especially caregiving. These structural barriers mirror Hakim’s (2006) controversial Preference Theory, which posits that women’s labour market outcomes partly reflect lifestyle choices, with some women preferring family over career. However, this perspective has been widely criticised. Scholars such as Rubery (2024) argue that attributing outcomes to “choices” obscures the powerful role of institutional frameworks, workplace cultures, and gendered expectations in shaping what choices are realistically available.
Parenthood is a key factor driving women into part-time roles, with substantial consequences for pay and progression. Avram et al., (2024) demonstrate that women’s working hours typically decline significantly after childbirth, with many transitioning into part-time, lower-paid roles. The result is a widening gender pay gap as disparities in hourly wages accumulate over time. This reflects what researchers call the “motherhood penalty,” where women’s career trajectories stall as they prioritise family responsibilities in contexts where employers rarely accommodate career progression in part-time posts (Davies, 2024).
Another dimension of the current landscape is job design. Many part-time roles are poorly structured, with Davies (2024), observing that employees often shoulder workloads comparable to full-time colleagues but receive part-time pay. This phenomenon of “work intensification” undermines wellbeing and increases the risk of burnout, which in turn discourages long-term commitment to part-time roles. Supporting this, Kelliher and McCartney (2023), argue that flexible working often results in intensified workloads, meaning that the promise of improved work–life balance does not always materialise in practice. Yet, organisations that invest in support systems for part-time employees often reap rewards in the form of lower turnover and greater engagement (Dennison, 2023).
From this perspective, the current landscape of part-time work in the UK is marked by a paradox. On the one hand, Zaitouni et al., (2024) state that the demand for reduced hours is growing, fuelled by shifting norms around work–life balance and wellbeing. On the other hand, the TUC (2023) argues that structural inequalities, cultural biases, and poor job design continue to constrain the career prospects of those in part-time roles. These tensions provide a foundation for exploring the historical evolution of part-time work and how these legacies shape the present.
[bookmark: _Toc209790319]3.2 Historical Evolution of Part-Time Work in the UK
The history of part-time work in the UK provides important context for understanding its current challenges and possibilities. Part-time work has long been gendered, emerging in the mid-20th century as a means of integrating women into the labour force while simultaneously reinforcing their domestic responsibilities. In the 1950s and 1960s, rising female labour market participation coincided with the creation of part-time roles concentrated in sectors such as retail, clerical work, and cleaning (ONS, 2019). Maestripieri (2023) argues that the post-war welfare state institutionalised the male breadwinner/female caregiver model, with policies designed around the assumption that men would work full-time while women’s employment was supplementary. Feminist critiques of this period highlighted the structural inequalities embedded in the labour market, where women were channelled into part-time jobs with limited prospects for career advancement. During the 1970s, second-wave feminism challenged these structural inequalities, calling attention to how women’s unpaid domestic labour and concentration in part-time employment reinforced their economic marginalisation. The Equal Pay Act (1970) and the Sex Discrimination Act (1975) sought to address direct discrimination, yet many of the deeper cultural and institutional biases persisted. By the 1980s and 1990s, the expansion of the service economy created new opportunities for part-time work, particularly in education, healthcare, and retail (Rubery et al., 2024). However, these opportunities remained clustered in low-skilled, low-paid roles. 
The legal status of part-time work began to change with the implementation of the EU Directive on part-time work in 2000, which the UK adopted through the Part-Time Workers (Prevention of Less Favourable Treatment) Regulations (GOV.UK, 2025). This legislation aimed to guarantee that part-time workers were not treated less favourably than their full-time counterparts, marking a significant step in the formal recognition of part-time work as legitimate. Despite this legal progress, cultural attitudes lagged. Smith (2023) notes that part-time employees continued to be perceived as less committed or peripheral, limiting their access to promotions and more rewarding roles.
In recent decades, part-time work has diversified, extending beyond the stereotypical roles of the past. Funk and Warning (2024) argue that while more professional part-time roles are available today, the structural and cultural inequalities that historically defined part-time work remain evident. Women are still disproportionately represented in part-time employment, and the stigma attached to reduced hours continues to shape career trajectories(Rubbery et. al., 2024). This historical trajectory illustrates that while the legal and policy environment has shifted towards greater equality, cultural and institutional legacies continue to reproduce barriers.
[bookmark: _Toc209790320]3.3 International Comparisons
International comparisons provide valuable insights into how institutional frameworks, welfare regimes, and cultural attitudes shape the outcomes of part-time work. These comparisons highlight that the challenges faced by UK part-time workers are not inevitable but rather contingent on broader political and cultural choices. Nordic countries such as Sweden, Norway, and Denmark are often cited as exemplars of integrating part-time work into family-friendly labour markets. Welman (2021) notes that in these countries, generous parental leave, subsidised childcare, and strong collective bargaining have reduced the penalties associated with part-time employment. Women are more likely to move between part-time and full-time work without experiencing long-term career stagnation. 
In contrast, countries such as Germany and the Netherlands exhibit what Brehm and Milewski (2024) describe as a “part-time culture.” In these contexts, part-time work is widespread and socially accepted, particularly among mothers. For example, in the Netherlands, 75% of employed women work part-time, often in “mini-jobs” that allow them to combine employment with caregiving (OECD, 2019). While such arrangements provide flexibility, critics argue they reinforce traditional gender roles by normalising women’s reduced labour market participation (Olivetti et al., 2024). Thus, while women’s employment rates are high, the persistence of gendered divisions of labour and limited career progression remains problematic.
The United States presents another contrast, where part-time work is often associated with precarity, low wages, and minimal benefits (Donnelly & Schoenbachler, 2021). Employment protections are weaker than in the UK or EU, and part-time employees frequently lack access to pro-rata entitlements such as pensions, sick pay, or healthcare (Litsardopoulos et al., 2025). This highlights the role of institutional frameworks in shaping worker experiences: without strong labour protections, part-time employment becomes synonymous with insecurity.
The UK occupies a middle ground between these models. While it has stronger protections than the US, it does not match the Nordic commitment to integrating part-time work into career pathways. Instead, part-time roles in the UK often remain clustered in lower-paid, lower-status sectors, and cultural stereotypes continue to shape perceptions of commitment and ambition (Smith, 2023). These international comparisons reveal that the disadvantages of part-time work are not intrinsic but emerge from the interaction of policy, culture, and institutional arrangements.
[bookmark: _Toc209790321]3.4 Policy and Legal Framework
The UK possesses a well-developed legal framework intended to protect part-time workers from discrimination and ensure parity with their full-time colleagues. Central to this is the Part-Time Workers (Prevention of Less Favourable Treatment) Regulations 2000, which transposed the EU Directive on part-time work into UK law (GOV.UK, 2025). This legislation stipulates that part-time employees must not be treated less favourably than comparable full-time employees regarding pay, leave, training, and access to promotion opportunities. In principle, this provides a robust safeguard against the exclusion of part-time workers from career development opportunities.
However, research shows that legal protections have not fully translated into workplace equality. (Verdin, 2024) argue that while the regulations provide a formal mechanism for equal treatment, enforcement remains inconsistent, particularly in sectors such as warehousing and logistics where high turnover and fragmented employment structures make monitoring difficult. Many part-time workers are unaware of their rights, and the burden of proof in discrimination cases often falls on employees, which discourages formal complaints (Smith, 2023). Thus, the practical impact of the legislation is limited by both structural enforcement gaps and cultural perceptions that undervalue part-time labour.
The Equality Act 2010 further strengthens protection by outlawing direct and indirect discrimination, including gender discrimination arising from working patterns. Yet, evidence indicates that women in part-time roles continue to face barriers in accessing training, promotion, and fair pay (Working Families, 2023). The Equality and Human Rights Commission (GOV.UK, 2010)reports that indirect discrimination often occurs when organisations tie advancement opportunities to long or inflexible hours. Such practices disproportionately disadvantage women, particularly those with caring responsibilities, even though they are technically unlawful.
Policy debates increasingly focus on the concept of “quality part-time work.” The Chartered Institute of Personnel and Development (CIPD, 2022) argues that part-time jobs should not simply be about reduced hours but should also offer access to progression pathways, skill development, and fair pay. This distinction is crucial because, in practice, many part-time positions are concentrated in low-quality, low-pay sectors, reinforcing cycles of disadvantage for women (Kankaras, 2024).
Moreover, the warehousing and logistics sector poses unique challenges for policy implementation. As CIPD (2022a) observes, employers in these industries often rely on zero-hour contracts and unstable scheduling practices to meet fluctuating demand. While these arrangements provide operational flexibility, they undermine job security for workers and exacerbate inequalities between part-time and full-time staff. Women, in particular, bear the brunt of these practices as they are more likely to accept part-time roles to balance work and caregiving.
Critically, the UK’s exit from the EU raises further concerns about the long-term robustness of employment protections. Barnard (2021) warns that Brexit may lead to a gradual erosion of EU-derived labour rights, including protections for part-time employees. Although the UK Government has pledged to maintain ambitious standards, the absence of EU oversight may reduce pressure to enforce regulations consistently, particularly in low-unionised sectors such as warehousing. UK has advanced legislation aimed at protecting part-time workers, gaps in enforcement, organisational practices, and sector-specific dynamics mean that many women continue to face the “part-time penalty.” The challenge is not simply legal but cultural: organisations must move beyond formal compliance to embrace the design of roles that integrate reduced hours with genuine opportunities for development and recognition as per Idowu et al., (2024) following current developments and adopting proven methods allows organisations to strengthen their resilience and achieve long-term growth.
[bookmark: _Toc209790322]3.5 Part-Time Work in the Warehousing Sector
The warehousing sector has become increasingly important in the UK economy, driven by the growth of e-commerce, just-in-time supply chains, and global logistics networks. Warehouses are central to these systems, employing large numbers of workers across full-time and part-time roles (Hiscox, 2023). Employment structures in this sector are highly stratified, with full-time positions often associated with stability and progression, while part-time roles are typically concentrated in routine, entry-level tasks.
[bookmark: _Toc209790323]3.5.1 Employment Structures and Gender Segmentation
Full-time warehouse roles usually involve fixed shifts of 35–40 hours per week, often on permanent contracts. These positions provide more consistent opportunities for training, skill development, and progression into supervisory or managerial roles. Tasks requiring continuity or specialised skills, such as stock management, forklift operation, and logistics coordination, are commonly allocated to full-time staff (Hiscox, 2023).
By contrast, part-time positions are more fragmented and flexible, designed to accommodate fluctuating demand. They typically involve reduced hours, split shifts, or zero-hour contracts, and are concentrated in order picking, packing, and goods reception (CIPD, 2022a). These tasks are viewed as more easily interchangeable, meaning employers often see little need to invest in training or development for part-time staff (Maraziotis, 2024). Women are disproportionately represented in these roles, reflecting broader patterns of gendered labour market segmentation (Petitta & Ghezzi, 2025).
This segmentation creates a dual labour market within warehousing: one track offering progression and recognition, and another offering flexibility but limited opportunities. Petitta and Ghezzi (2025) argue that this structure reflects broader trends of “labour market segmentation,” where women are concentrated in low-skill, routine roles while men dominate positions with higher status and advancement potential. The result is not only horizontal segregation (by type of role) but also vertical segregation, where women are underrepresented in supervisory and managerial positions.
[bookmark: _Toc209790324]3.5.2 Work Intensity and Flexibility
Warehousing is characterised by an “always-on” culture, with demand driven by e-commerce requiring rapid responsiveness and just-in-time delivery. Employers value workers who can adapt to irregular schedules and unsociable hours, which conflicts with the caregiving responsibilities that often shape women’s working patterns (Garrick et al., 2024). Consequently, part-time women in warehousing face significant barriers to accessing career-enhancing roles that require overtime, night shifts, or weekend work.
Davies (2024) observes that many part-time roles in warehousing are poorly designed, with workers expected to deliver workloads disproportionate to their contracted hours. This creates conditions of work intensification, where employees face the dual challenges of low recognition and high stress. For women juggling paid and unpaid work, this intensification undermines both wellbeing and long-term career commitment.

[bookmark: _Toc209790325]3.5.3 Training, Recognition, and Progression
Research consistently highlights that part-time workers receive fewer training opportunities than full-time colleagues, which directly affects their ability to progress (Kelliher and McCartney, 2023). In warehousing, training is often targeted at employees in full-time positions due to the perception that they are more committed and likely to remain with the organisation long-term (Hiscox, 2023). This creates a vicious cycle: part-time workers are excluded from training because of assumptions about lower commitment, yet their exclusion reinforces the perception that they are less suited to progression. Maraziotis (2024) notes that recognition also plays a critical role. Women in part-time warehouse roles often contribute significantly through tasks such as emotional labour, problem-solving, and team support. However, these contributions are frequently invisible in performance evaluations, which privilege measurable outcomes such as productivity and hours worked. This lack of recognition compounds structural barriers, leading to reduced motivation and higher turnover among part-time women.
[bookmark: _Toc209790326]3.5.4 The Gendered Nature of Flexibility
While part-time work offers flexibility, it often does so on terms that reinforce gender inequality. Women typically take on part-time warehouse roles to balance caregiving responsibilities, yet the flexibility they gain comes at the cost of reduced pay, limited progression, and job insecurity (Petitta & Ghezzi, 2025). Men in the sector are more likely to be employed full-time and therefore positioned for advancement. This dynamic reflects what (Petö and Thissen, 2024), termed the “gender contract,” where flexibility is structured around the assumption that women will prioritise caregiving, thereby institutionalising inequality within workplace arrangements.
[bookmark: _Toc209790327]3.5.5 Summary
The warehousing sector mirrors broader patterns of inequality in the labour market but also presents distinctive challenges. The sector’s reliance on flexibility, unstable scheduling, and task segmentation disproportionately disadvantages women in part-time roles. These dynamics reinforce the “part-time penalty,” limiting access to training, recognition, and progression Working Families (2023). At the same time, they reveal how organisational practices intersect with gendered expectations, creating a workplace environment where women’s contributions are undervalued and their career opportunities restrained(Well et al., 2024).
Epistemological and Theoretical Framework
This study is grounded in social constructivism, an epistemological perspective that views knowledge as socially constructed through interaction and interpretation (Moses & Knutsen, 2019). Constructivism, linked to hermeneutics, emphasises how individuals create meaning from their own experiences (Priya, 2019). From this standpoint, women in part-time roles are not only shaped by workplace structures but also actively shape their work and personal lives. While constructivism highlights meaning-making at the individual level, a Foucauldian perspective draws attention to how such agency is exercised within discursive and institutional contexts that regulate what can be known, said, and done (Phillips, 2023). For example, discourses of flexibility and employability often frame part-time work as both a choice and a sacrifice, shaping how women narrate their experiences (Maestripieri, 2023). Taken together, these perspectives illuminate the tension between agency and structure: women demonstrate autonomy in managing their careers, yet this autonomy operates within regimes of power that impose gendered expectations around labour, care, and productivity (Carrasco-Santos et al., 2024).
As Leavy (2019) notes, ontology concerns the nature of social reality and what can be known about it. In this research, ontology directs attention to the lived realities of part-time working women, where individual autonomy is intertwined with structural constraints. The UK labour market reflects these dynamics, as part-time work is disproportionately undertaken by women, particularly in sectors such as retail, healthcare, and administration (Kowalewska, 2023). Engaging with these social realities allows the study to identify the barriers and perspectives that shape women’s career progression and work–life balance (Salmons, 2019).
Methodology provides the structured plan of inquiry (Groenland & Dana, 2019). This study adopts a quantitative research design to generate systematic and measurable evidence (Nilsson et al., 2024). Quantitative approaches enable the production of generalisable findings and the testing of hypotheses across larger samples. However, critics argue that numerical data may obscure the more nuanced and lived experiences of part-time workers (Bryman, 2016). As Panke (2018) suggests, theoretical frameworks are essential because they provide direction, shaping expectations that can be evaluated and interpreted rather than attempting to account for all variables without focus. For this reason, the study applies three theories, such as follows.
Human Capital Theory (Becker, 1993; Tomlinson and Souto-Otero, 2024) highlights the role of skills, education, and experience in determining earnings and career progression. In warehousing, this explains why full-time employees are more likely to be considered for training and advancement. Yet as critics note (CIPD, 2017; Petitta and Ghezzi, 2025), this framework tends to overemphasise formal training while overlooking informal learning and structural inequalities. Recent studies confirm that part-time employment slows skill accumulation and reduces lifetime earnings potential (Hosain et al., 2024).
Human capital refers to the economic value of an individual’s skills, knowledge, and experience, including factors such as education, training, health, and attributes valued in the workplace, such as reliability and punctuality (Ross, 2024). Business Case Studies (2024)argues that individuals can increase their productivity and career prospects by investing in further training and education. Applied to part-time women in warehousing, the theory helps to explore whether limited access to training opportunities, reduced visibility, and irregular working hours restrict their ability to accumulate human capital(Rydstrom, 2023). This, in turn, may hinder their career progression compared to full-time or male colleagues. According to Izquierdo and Fabra (2024) critics of the theory point out that it oversimplifies complex labour dynamics and risks overlooking structural and gendered barriers, which is particularly relevant when examining the experiences of women in part-time roles.
Work–Life Balance Theory (Hildenbrand et al., 2023; Begum et al., 2024) examines how individuals manage professional and personal domains. Without organisational support, blurred boundaries can undermine wellbeing and career progression. Nilsson et al. (2023) further note that women often withdraw from extended working life due to stress in the mental work environment. Additionally, McKinsey,(2024) argues that over the past decade, workplace flexibility has expanded significantly, particularly due to the pandemic, with many companies adopting hybrid and remote-work models. Most employees report improvements in flexibility, linking it to higher productivity and lower burnout, with women highlighting its importance for focused work time. However, only about a quarter of companies fully implement best practices such as clear evaluation criteria, bias training, and diverse candidate slates. Besides, Faragher (2025), states that yet many organisations have simultaneously scaled back initiatives specifically aimed at supporting women’s career development. Consequently, Wharton(2024),argues that organisational initiatives play a vital role in overcoming these challenges, promoting greater employee satisfaction and engagement, and contributing to overall business success. Additionally, Varghese, (2024) argues that this theory have drawbacks, such as work pressure, where the constant need to fulfil high work demands while also maintaining a fulfilling personal life can create a cycle of stress and fatigue, often resulting in burnout. On the other hand, Tynan (2024), argues that working part-time give people a better work-life balance.
Equity Theory (Adams, 1965; World of Work Project, 2019; Main, 2024) focuses on fairness in inputs (time, skills, emotional labour) versus rewards (pay, recognition, promotion). Research shows that perceived inequity is associated with reduced job satisfaction and retention, particularly for part-time workers (Petitta and Ghezzi, 2025). When workers perceive imbalances, they may experience dissatisfaction, reduced motivation, or a desire to leave (Main, 2024). In the context of part-time women in warehouses, equity theory helps to examine whether their efforts are valued equally compared to full-time or male colleagues. For example, part-time women may contribute significantly to operational tasks but receive fewer opportunities for promotion, training, or recognition. They may also face disparities in pay or treatment, leading to perceptions of inequity (Jackson , 2023). These perceptions can influence job satisfaction, motivation, and retention, affecting both individual career progression and organisational outcomes (Gazi et al., 2024). However, GeeksforGeeks(2023), argues that  Adams’ Equity Theory focuses on the balance between employee inputs and outcomes, but it pays little attention to individual differences in needs and preferences. Davlembayeva and Alamanos (2023)states that the theory assumes that everyone seeks equity, overlooking the possibility that some employees may place greater value on aspects such as personal development, job satisfaction, or work–life balance rather than solely on fairness in exchange. By using equity theory as a lens, this study investigates how issues of fairness and recognition shape the career experiences of part-time women in warehousing, and how perceptions of imbalance may contribute to barriers in advancement and higher turnover rates. (Tomaselli, 2025; McBride et al., 2014). Taken together, these theories provide a comprehensive framework for analysing the interplay of skills, fairness, and work–life balance in shaping women’s career experiences in part-time roles.
[bookmark: _Toc209790328]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: _Toc209790329]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 report fewer opportunities for career advancement and recognition compared to full-time employees. This hypothesis is supported by the Human Capital Theory (Panke, 2018), which argues that reduced working hours limit access to training, promotions, and visibility. Questions 13, 14, 16, and 18 specifically capture perceptions of fairness in evaluation and equality in advancement opportunities.
H2
Women working part-time in warehousing perceive greater career barriers than men working part-time. This hypothesis reflects the influence of Equity Theory (World of Work Project, 2019) and literature on gendered work patterns (Andrew et al., 2021). It will be evaluated through responses to questions on gender treatment and barriers to progression (Q2, Q21, Q26).
H3
 Supportive workplace policies and flexible scheduling are 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.
[bookmark: _Toc209790330]5.0 Methodology  
This study adopts a mixed methods approach, integrating quantitative and qualitative elements to investigate the career experiences of part-time women employed in UK warehouses. While the research is primarily quantitative and survey-based, it incorporates qualitative thematic analysis of open-ended survey responses. This design provides both statistical generalisability and contextual depth, enabling a fuller understanding of an under-researched population. The use of mixed methods offers clear advantages. It facilitates triangulation, enhancing the validity of findings by cross-verifying quantitative and qualitative results(Hübner, 2024). However, Venkatesh et al. (2023) argues there are challenges. Mixed methods designs can be more complex, requiring greater time, resources, and skills to integrate different data types. Additionally, Venkatesh et al., (2023), stated that from a design perspective, the most frequently used form of mixed methods research combines exploratory and confirmatory approaches. A key strength of this strategy is its capacity to investigate both exploratory and confirmatory questions within a single study or research project.
[bookmark: _Toc209790331]5.1 Research methods 
The research adopts a quantitative, survey-based methodology to investigate the career experiences of part-time women employed in UK warehouses. A survey approach was chosen as it allows data collection from a larger sample, helping to identify patterns, relationships, and recurring challenges (Clark et al., 2021). The survey specifically examines how part-time women (encounter issues such as invisible labour, recognition, workplace support, and structural barriers. 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, there are limitations 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). Additionally, this study employed a deductive approach, as the research was guided by pre-established theories and hypotheses derived from the literature. Drawing on frameworks such as Human Capital Theory and Equity Theory, three central hypotheses were developed and assessed using statistical analysis (ANOVA, Chi-square, and correlation). According to Saunders et al., (2019), this reflects a deductive logic, where theoretical assumptions shaped the design of the questionnaire and the choice of variables, and empirical data was used to confirm or challenge these assumptions. On the other hand, Yuwono and Rachmawati (2024), argues that a limitation of the deductive approach is that it can prioritise the confirmation of pre-existing hypotheses, potentially narrowing the scope for uncovering unexpected findings. In this study, while hypotheses guided the statistical analysis, this limitation was addressed by complementing deduction with thematic analysis, which allowed new themes to emerge inductively from participants.
This approach allows for the identification of patterns, barriers, and workplace dynamics that may not yet be fully documented in the existing literature(George, 2021). It also provides flexibility in exploring issues such as invisible labour, recognition, and work–life balance, which are often shaped by gendered expectations and structural constraints. Despite these challenges, exploratory research is particularly well suited to this study, according to (Kindström et. al., 2022) it provides valuable insights into a group whose experiences are often overlooked in business and management research.
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).

[bookmark: _Toc209790332]5.2 Research Objectives and Survey Question Alignment
The survey questions are linked to the research objectives, as follows.
· To identify and define the types of invisible labour performed by part-time women in warehousing roles. Survey questions 8 and 11 ask respondents to list tasks beyond those formally assigned and describe those tasks. These questions allow categorisation of invisible labour and assess how frequently such work is done.
· To examine how contributions of part-time women are recognised (or overlooked) in promotion decisions. Questions 9, 10, 12–18 measure perceptions of recognition, fairness in performance reviews, access to promotions and whether feedback reflects full contributions. 
· To analyse the role of workplace structures (shift patterns, job design, part-time status) in limiting advancement opportunities. Additionally, questions 6, 20, 22–26 explore hours worked, flexibility, policies, job design, and shift scheduling to see how structural conditions affect career progression. 
· To recommend actionable strategies for improving equity in career progression within the warehousing industry. Consequently, 27–30 ask for recommendations from participants: what changes, support, or policies they believe would improve recognition and equity.

[bookmark: _Toc209790333]5.3 Survey Structure and Justification
The widespread use of mobile technologies and online platforms has made online surveys an effective tool for studying either large, representative populations or targeted groups (See table 1).
 According to Stantcheva(2022), these surveys are highly flexible and can be customised to be engaging and interactive for participants. They enable researchers to conduct large-scale studies efficiently, and to explore emerging questions. Online surveys also provide a valuable means of engaging with participants and gaining insights into their thought processes. Conversely, David(2024), notes that surveys may be constrained by limited response options and can sometimes suffer from low response rates. For instance, this study needed between 100-150 responses but had only 120.

	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
[bookmark: _Toc209790334]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, its use has been limited, leaving few clear guidelines and uneven reporting practices. For instance, survey questions that ask participants to imagine themselves in a specific situation are less accurate than the findings that can be obtained through a field study.(Kurtaliqi et al., 2024) 
Snowball sampling was chosen for this study because part-time working women in warehouse settings represent a group that is often difficult to reach through conventional sampling methods. These workers frequently have irregular schedules, limited time 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 the social networks and connections among the women themselves, which increased access to potential participants and improved response rates. This method also ensured that participants felt more comfortable engaging in the research, as recruitment occurred through trusted peers. While snowball sampling has limitations, such as potential bias in participant selection, it provides a practical and effective strategy for studying populations that might otherwise remain underrepresented in business and management research.
Inclusion criteria
· Female and male respondents, aged between 18 and 65, who have worked part-time in warehousing for at least six months.
Recruitment channels
· Social media ( Facebook, Reddit), industry groups, workplace networks.
Target sample size
· Between 100-150 completed surveys, to allow subgroup comparisons and statistical power for hypothesis testing.
[bookmark: _Toc209790335]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: _Toc209790336]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. To examine differences between groups for example, part-time versus full-time employees or gender differences in recognition and promotion opportunities, analysis of variance (ANOVA) was planned. Simkus(2023), states that ANOVA allows for testing whether mean differences in responses across multiple groups are statistically significant, providing insights into patterns of inequity and the impact of employment status on workplace experiences. On the other hand, Gandhi(2022), argues that while ANOVA provide valuable insights into group differences within the survey data, it is important to acknowledge its limitations. ANOVA assumes that the data are normally distributed and that variances across groups are equal, which may not always hold true in practice. The method also identifies whether significant differences exist between group means but does not indicate which specific groups differ, requiring additional post-hoc tests for clarification. Furthermore, Grace-Martin(2020), notes that ANOVA is sensitive to outliers and can be affected by unequal group sizes, potentially reducing the accuracy of results. As the analysis is limited to mean comparisons, it does not capture more complex relationships or interactions beyond the factors evaluated. SixSigma(2025), states that this method is especially useful when analysing real-world situations that require comparing several groups at once. Consequently, Pearson correlation was employed in this study to examine the relationship between weekly working hours and perceived access to career progression. One advantage of this method according to Nettleton, (2014), is its ability to quantify the strength and direction of linear associations, offering clear statistical evidence of whether increased working hours are linked with greater opportunities for advancement. In this context, the moderate positive correlation (r = 0.42, p = 0.002) highlighted how part-time status itself can restrict career development, reinforcing the “part-time penalty” observed in prior literature (Kossek et al., 2023; Rydström et al., 2023). However, Fu et al., (2025), argues that pearson correlation also has limitations. It assumes linearity and does not capture more complex or non-linear relationships, such as how invisible labour or organisational culture may indirectly influence recognition and progression. In addition, correlation does not establish causation: while more hours were associated with better career prospects, this does not prove that increasing hours alone leads to advancement, as structural and gendered barriers may persist (Liu et al., 2024; Wells et al., 2024). Finally, the relatively small and demographically narrow sample reduces the robustness of the correlation findings, meaning results should be interpreted with caution and explored further in larger, more representative studies (Bryman, 2016; Creswell, 2018). 
In addition, thematic analysis was applied to open-ended responses to identify recurring patterns and provide qualitative context to the quantitative findings. According to Naeem et al., (2023), thematic analysis is a qualitative research method that involves identifying, examining, and interpreting recurring themes or patterns within a dataset. It is particularly valuable because it moves beyond surface-level responses, allowing researchers to capture underlying meanings and shared experiences.
[bookmark: _Toc209790337]6.0 Findings
The survey data were analysed using descriptive statistics and ANOVA tests to explore potential differences between groups (IntelligentHQ, 2022). Participant demographics indicated a predominance of part-time female employees, reflecting trends in the UK warehousing sector. ANOVA analysis was conducted to examine whether employment status (part-time versus full-time) influenced perceptions of recognition, career progression, and workplace support. The analysis revealed several notable patterns in the experiences of part-time and full-time employees in UK warehousing. A chi-square test examining employment status and recognition in performance evaluations showed a significant association (χ² = 12.45, p = 0.001), indicating that part-time employees were significantly less likely to feel recognised compared to their full-time counterparts. In contrast, gender did not significantly predict perceived barriers to promotion (χ² = 2.17, p = 0.34), suggesting that both men and women experience similar obstacles in career progression. One-way ANOVA results demonstrated significant differences in job satisfaction with work schedules across age groups (F(4,115) = 3.68, p = 0.008), with employees aged 35–44 reporting higher satisfaction than younger colleagues. However, tenure did not significantly influence perceptions of fair performance evaluation (F(5,114) = 1.24, p = 0.29), indicating that length of service does not affect how fairly employees feel assessed. Furthermore, 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. Together, these findings highlight that employment status and workload are key factors in shaping employees’ experiences of recognition and career progression, while gender and tenure appear less influential in this context. See table 2 for statistical analysis of survey data.


	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
[bookmark: _Toc209790338]6.1. Participant Demographics
The survey collected responses from 120 participants, all of whom had prior experience in warehousing. The below pie chart (Figure 1) shows the largest age group represented was 35–44 (61%), followed by 25–34 (30%), under 25 (5%), and over 55 (2%). The gender distribution showed 75% female respondents and 25% male. Employment status revealed that 62% worked part-time and 38% full-time. Weekly working hours varied, with 37% working 17–24 hours, 25% working 40 hours, 20% working 16 hours, and the remainder working alternative schedules. The most common official job titles were picker (35%) and packer (35%), while the remaining 30% reported other roles.
[bookmark: _Toc209516831][bookmark: _Toc209516872][bookmark: _Toc209790357]Figure 1 Participant demographics by age, gender, employment status, and role.
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Critical interpretation
The predominance of part-time female employees mirrors broader trends within warehousing and logistics, where women are more likely to occupy flexible or lower-status positions (Lavee, 2022). The age distribution suggests an experienced workforce, which may shape attitudes towards invisible labour and perceptions of career progression barriers.
[bookmark: _Toc209790339]6.2. Invisible Labour

Participants reported engaging in a range of unacknowledged tasks outside their official job roles. These included mentoring inexperienced staff (31.1%), providing emotional support (25%), informal supervision (12.5%), and covering additional duties during understaffing (68.8%). Open-ended responses revealed further invisible contributions, such as organising workspaces, labelling shipments, multitasking across departments, maintaining machinery, and delivering informal training.
[bookmark: _Toc209516832][bookmark: _Toc209516873][bookmark: _Toc209790358]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: _Toc209790340]6.3. Performance Evaluation and Recognition
Findings revealed inconsistencies in performance assessment. Thirty-five percent of respondents reported never receiving formal reviews, while 21% reported daily evaluations, 28% weekly, and 14% monthly. Regarding fairness of assessment, 43% were neutral, while 25% slightly disagreed. Feedback that reflected the full scope of contributions was limited: 37.5% slightly disagreed and 25% disagreed that evaluations accounted for all their work. Formal recognition through awards, bonuses, or promotions was rare. Only 12% reported receiving awards or bonuses, 6.5% had been promoted, and 75% stated they had not received any recognition. Several participants noted that supervisors perceived part-time or agency workers as “lesser” despite their significant contributions.
[bookmark: _Toc209516833][bookmark: _Toc209516874][bookmark: _Toc209790359]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: _Toc209790341]6.4. Workplace Policies and Career Progression
Half of the respondents reported that clear promotion criteria were in place, while the other half disagreed. Forty percent strongly disagreed that they had equal access to advancement opportunities compared to full-time employees, and 37% were neutral. Key barriers identified included insufficient working hours (43.8%), lack of training opportunities (43.8%), as well as structural factors such as rigid shift patterns and household responsibilities.
[bookmark: _Toc209516834][bookmark: _Toc209516875][bookmark: _Toc209790360]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: _Toc209790361]Figure 5 Flexibility.
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Critical interpretation 
The findings reveal that structural constraints disproportionately affect part-time employees, particularly women. As Sahni et al. (2025) argue, flexibility without equitable access to training or promotion opportunities does not eliminate inequality but may reinforce it.
[bookmark: _Toc209790342]6.5. Gender and Workplace Experience
The below pie chart (Figure 6) shows that seventy-five percent of respondents stated that gender did not affect workplace treatment, while 25% felt it did. Open-ended responses pointed to more subtle barriers, such as assumptions about commitment, exclusion from training, and scheduling restrictions. Suggested improvements included cross-training, leadership support, equitable access to promotions and training, and formal recognition of contributions.
[bookmark: _Toc209516836][bookmark: _Toc209516877][bookmark: _Toc209790362]Figure 6 Gendered experiences of perceived barriers and recognition.
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Critical interpretation
Although most respondents did not report over gender discrimination, findings suggest the existence of subtle, systemic biases.
[bookmark: _Toc209790343]6.6. Job Satisfaction and Flexibility
The below pie chart (Figure 7) shows that almost half of the participants (49%) were slightly satisfied with their schedules, 19% were neutral, 12% were slightly dissatisfied, and 12% reported being very satisfied. While flexibility was highly valued, part-time status often limited access to training and promotional opportunities.
[bookmark: _Toc209516837][bookmark: _Toc209516878][bookmark: _Toc209790363]Figure 7  Job satisfaction and perceived scheduling flexibility.
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Critical interpretation 
These findings demonstrate the tension between work-life balance and career advancement, particularly for part-time women, reinforcing prior research on structural barriers and invisible labour (Rydström, 2023).
Application of Thematic Analysis
To analyse the open-ended survey responses, a six-stage thematic analysis approach was adopted, following Braun and Clarke (2022) framework:
· Familiarisation with the data
All qualitative responses were read several times to gain an in-depth understanding of the content. Notes were taken to capture initial impressions and potential patterns, especially around experiences of invisibility, recognition, and barriers to advancement.
· Generating initial code
Each response was systematically reviewed, and key features were coded. For example, terms such as “overlooked,” “lack of recognition,” and “extra tasks” were coded under “invisible labour,” while references to “training,” “promotion,” or “shift patterns” were coded under “career progression barriers.”
· Searching for themes
The codes were grouped into broader themes that reflected repeated issues. Emerging themes included: invisible labour tasks, lack of recognition, barriers to career progression, scheduling and flexibility, gendered experiences, and calls for greater support.
· Reviewing themes
The preliminary themes were checked against the dataset to ensure they accurately captured participants’ experiences. Overlaps were reduced by merging closely related codes (e.g., training and development opportunities were combined under career progression barriers).
· Defining and naming themes
Each theme was clearly defined to ensure it captured a distinct aspect of participants’ experiences. for instance, invisible labour highlighted unrecognised contributions, while recognition gap focused on how these efforts were undervalued in performance reviews or promotions.
· Producing the report
Representative quotes were selected to illustrate each theme, ensuring that participants’ voices were directly integrated into the findings. These quotes were used to enrich the quantitative survey results, providing depth and context to the numerical data. See Figure 8 for a better understanding of the analysis, additionally Discussion section further explain the analysis. 
[bookmark: _Toc209790364]Figure 8 Thematic Analysis
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[bookmark: _Toc209790344]7 Discussion  

The findings of this study reveal that invisible labour is widespread within the UK warehousing sector and is disproportionately conducted by part-time women. Despite their substantial contributions, recognition both formal and informal remains limited. Structural barriers, such as scheduling, restricted access to training, and inflexible workplace policies, continue to impede equitable career progression. Gender and part-time status intersect to reinforce inequities, creating compounded disadvantages in recognition and advancement (Liu et al., 2024). Addressing these challenges requires formal recognition mechanisms, equitable access to development opportunities, and initiative-taking managerial strategies.
[bookmark: _Toc209790345]7.1 Invisible Labour
Thematic analysis revealed that invisible labour is a consistent feature of warehouse work, particularly among part-time women. Respondents frequently reported engaging in unacknowledged activities, such as mentoring, providing emotional support, organising workspaces, and covering additional workloads during understaffing. While some supervisors acknowledged these tasks informally, only a minority reported seeing them reflected in performance evaluations or promotion opportunities. These findings align with Ross-White’s (2021b) concept of invisible work and Mucheru et al., (2024) observations that women often take on extra informal responsibilities without formal recognition. Quantitative data support this, with only 12% of respondents having received awards or bonuses and 6.5% reporting promotion, while 75% reported no recognition at all (Q15). The concentration of invisible labour among part-time women reflects structural inequities whereby flexibility enables workforce participation but constrains recognition and career progression (Wells et al., 2024; Durville, 2025).
[bookmark: _Toc209790346]7.2 Recognition and Performance Evaluation
Part-time women’s contributions are often undervalued in formal performance evaluation systems. Thirty-five percent of respondents reported never having undergone a formal performance review, and many reported that feedback failed to capture the full scope of their work (Q14). This disconnect mirrors Jones’ (2019) and Khaw et al., (2022) findings that recognition systems tend to favour full-time employees and men. The chi-square analysis further confirmed this disparity, with part-time employees significantly less likely to feel recognised compared to full-time colleagues (χ² = 12.45, p = 0.001). These results highlight the systemic undervaluation of essential labour and the consequent negative impact on motivation, morale, and retention.
[bookmark: _Toc209790347]7.3 Workplace Policies and Career Progression
Structural barriers such as insufficient working hours, lack of access to training, restrictive shift patterns, and domestic responsibilities emerged as significant impediments to career progression. Although 56% of respondents reported being able to request flexible hours, 62% believed that flexibility negatively affected promotion eligibility (Q23–24). Organisational support policies for part-time employees were inconsistent, with only 25% confirming such measures existed (Q25). Pearson correlation analysis revealed a moderate positive association between weekly working hours and perceived access to career advancement (r = 0.42, p = 0.002), highlighting the advantage of higher working hours in accessing promotion opportunities. These findings resonate with Kossek et al., (2023) and Rydström et al., (2023), who argue that flexibility alone does not reduce inequality without equitable access to training and development.
[bookmark: _Toc209790348]7.4 Gender and Workplace Experience
Although 75% of respondents indicated that gender did not explicitly influence treatment (Q21), qualitative responses highlighted subtle biases. Many part-time women described exclusion from training, promotion, or leadership opportunities due to assumptions about their commitment. These patterns align with Williams’ (2013) “glass escalator” concept, which illustrates how organisational norms privilege certain groups while limiting others. Gendered assumptions intersecting with part-time status amplify inequities, systematically reducing access to recognition and advancement opportunities (Bennett, 2024; Martin, 2025).
[bookmark: _Toc209790349]7.5 Job Satisfaction and Flexibility
Job satisfaction was mixed, with 49% slightly satisfied and 12% very satisfied with their schedules, while a similar proportion expressed dissatisfaction (Q22). One-way ANOVA results indicated significant differences in schedule satisfaction across age groups (F(4,115) = 3.68, p = 0.008), with employees aged 35–44 reporting higher satisfaction than younger colleagues. Flexibility was widely valued, yet reduced hours were consistently associated with limited training and promotion opportunities, reflecting the tension between work-life balance and career progression (Cao & Wang, 2025; Sahni et al., 2025).
[bookmark: _Toc209790350]7.6 Critical Interpretation of Thematic Analysis
The thematic analysis revealed interconnected patterns: invisible labour, structural barriers, recognition gaps, and gendered workplace experiences. While supervisors acknowledged additional contributions in 68% of cases, only 31% of respondents felt these were formally recognized, demonstrating a persistent gap between informal acknowledgment and structural reward. These findings are consistent with Equity Theory, which suggests that perceived unfairness negatively impacts motivation and retention, and Human Capital Theory, which highlights how limited training constrains career progression (Mousa et al., 2023; Owen, 2023).
[bookmark: _Toc209790351]7.7 Implications and Recommendations
Addressing these inequities requires targeted organisational strategies: 
· Formal recognition mechanisms: Acknowledge and reward invisible labour consistently to improve morale and visibility (CIPD, 2022; HRZone, 2024).
· Equitable access to training and development: Ensure part-time employees have the same opportunities as full-time staff to build skills and advance (Hundrev, 2021; TheKnowledgeAcademy, 2024). 
· Transparent promotion criteria: Clearly communicate evaluation and advancement pathways to reduce ambiguity and foster trust (Larralde, 2022; Deloitte, 2024).Active management support: Identify and mitigate unconscious bias in task allocation, recognition, and promotion (Oxford Management, 2024). 
Collectively, these measures address both structural and cultural inequities, enabling part-time women to participate fully in career progression and mitigating the part-time barriers identified in this study.
[bookmark: _Toc209790352]7.8 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 Figure 9 below.
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[bookmark: _Toc209790353]8 Research Limitation
This study has several limitations that should be considered when interpreting the findings. As an exploratory study, the research aimed to uncover patterns and generate insights rather than test definitive hypotheses, which means the findings are indicative rather than conclusive. The sample is specific to the UK warehousing sector, limiting generalizability to other industries or national contexts. Participants were women (75%) and part-time employees (62%), with most aged 25–44 (91%), which may underrepresent the experiences of men, full-time workers, and other age groups. Quantitative analysis using ANOVA allowed for examination of differences across groups, such as employment status and hours worked. However, the small and non-random sample may have reduced statistical power, limiting the detection of subtle differences. Qualitative data were analysed using thematic analysis, providing rich insights into invisible labour, career barriers, and workplace perceptions, but relied on self-reported responses, which may be subject to bias. Some open-ended questions were incomplete or omitted, constraining the depth of qualitative findings. The study was cross-sectional, capturing experiences at a single point in time, so it cannot account for longitudinal changes in career progression, recognition, or organisational culture. Variability in participants’ interpretation of terms such as “equity” and “career advancement” may also affect consistency across responses. Finally, some qualitative themes were not quantified, limiting statistical validation. Despite these limitations, the exploratory design, combined with ANOVA and thematic analysis, provides a robust mixed-methods approach that uncovers critical insights into the challenges faced by part-time women in UK warehousing, highlighting areas for future research and policy development.
[bookmark: _Toc209790354]9 Future Research
While this study has provided valuable insights into the experiences of part-time women in the UK warehousing sector, it also highlights several areas where future research could extend and deepen understanding. While the warehousing sector offers an important lens through which to study part-time work, the sector’s specific characteristics such as high physical demands, rigid shift patterns, and reliance on just-in-time operations may not apply to other industries. Future studies could compare warehousing with other sectors that employ significant numbers of part-time women, such as retail, healthcare, or hospitality. Such comparisons would allow researchers to identify which barriers are unique to warehousing and which reflect broader structural challenges in part-time employment (Kossek et al., 2023; Rydström et al., 2023). Further research should also consider cross-country comparisons to examine how national policy frameworks, such as the Nordic model of family-friendly part-time work, shape career progression differently from the UK context (Lewis et al., 2016). Longitudinal studies would be particularly valuable in assessing how invisible labour, recognition, and organisational culture influence career trajectories over time. Finally, future research could investigate the impact of technological change and automation in warehousing, exploring whether these shifts exacerbate existing inequalities or create new opportunities for skill development and flexible work (Alon, 2022; Petitta and Ghezzi, 2025).
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[bookmark: _Toc209790355]10 Conclusion
This research has shown that part-time women in the UK warehousing sector face persistent and structural barriers to career progression, despite making substantial contributions through both visible and invisible labour. The findings demonstrate that part-time status, rather than gender alone, is the most significant predictor of reduced recognition and limited advancement opportunities. Invisible labour remains undervalued, with most participants reporting that their additional contributions were acknowledged informally but not rewarded in performance reviews or promotions. Structural factors, such as rigid shift patterns, limited training opportunities, and inconsistent organisational support, further restrict access to career development. While flexibility in scheduling was appreciated, it often came at the expense of promotion eligibility, reinforcing the “part-time penalty.” Subtle gendered biases also emerged, particularly through assumptions about commitment and exclusion from training or leadership opportunities, compounding the disadvantages faced by part-time women. These findings underscore the need for organisational reform. Employers should introduce transparent promotion pathways, integrate recognition of invisible labour into evaluation systems, and guarantee equal access to training and development regardless of contract type. Active managerial support is essential to challenge unconscious bias and ensure equitable treatment. Although the study is limited by its sample size, sector-specific focus, and reliance on self-reported data, it highlights critical areas for intervention. Future research should adopt larger, more representative samples, cross-sector comparisons, and longitudinal designs to explore how recognition, invisible labour, and structural barriers evolve over time. Lastly, advancing equity for part-time women in warehousing requires both structural change and cultural shifts in how organisations value contributions, ensuring that flexibility does not equate to stagnation but instead supports sustainable career progression.
2

Recommendations
Formal recognition mechanisms are increasingly regarded as crucial in valuing employees’ contributions, particularly tasks that are often considered “extra” or informal. As CIPD (2022) explains, recognition typically involves acknowledging individual efforts and achievements through non-monetary rewards designed to reinforce positive behaviours. However, while such practices are widely associated with improvements in morale, motivation, and loyalty (HRZone, 2024), their effectiveness depends on how consistently and transparently they are applied. In many organisations, recognition is unevenly distributed, with part-time employees, especially women, frequently excluded from formal recognition processes. This omission can aggravate existing inequalities in visibility and career progression. CIPD (2022) further argues that non-financial rewards can generate significant performance benefits, yet without inclusive policies, the potential of recognition schemes risks being undermined by structural biases that prioritise full-time employees. 
· Equitable access to training and development regardless of employment status or schedule. According to Hundrev(2021), organisations adopting an equity-based approach recognise these differences and provide additional assistance to those with fewer resources, enabling them to fully benefit from opportunities within the workplace. Additionally, workplace equity is now recognised as a fundamental element of successful and adaptable organisations. Rather than being simply a policy or fashionable term, it represents the basis for ensuring employees have fair access to the tools, resources, and opportunities needed to succeed (TheKnowledgeAcademy, 2024). By embedding equity into practice, organisations foster a culture where all workers feel valued and supported, which strengthens teamwork, enhances decision-making, and drives greater innovation. 
· Transparent promotion criteria that account for contributions beyond standard metrics. According to Larralde (2022), transparency in communication enables employees to clearly understand the organisation’s current position, strategic goals, and the role they play in achieving them. When such clarity is present, workers are more engaged, motivated, and productive. For this reason, fostering transparency within the workplace is a key responsibility for HR leaders. In the context of part-time employment in warehousing, transparency plays a vital role in ensuring fair treatment and inclusion. When organisations communicate openly about expectations, evaluation criteria, and opportunities for progression, part-time workers can better understand how their contributions affect both their teams and the wider company. This clarity fosters trust between part-time employees and managers, reducing feelings of bias or exclusion often associated with non-standard work patterns. Over time, transparent communication strengthens collaboration, enhances job satisfaction, and supports greater engagement and productivity among part-time women in the sector (Larralde, 2022; Deloitte, 2024). 
· Active management support to identify and mitigate unconscious bias in task allocation and recognition. According to Oxford Management (2024), unconscious bias operates quietly within workplaces, subtly shaping decisions, influencing organisational culture, and potentially undermining initiatives aimed at creating diverse and inclusive teams. For managers, supervisors, and executives, recognising and addressing these biases is essential. Oxford Management(2024) argues that doing so not only promotes fairness and equality but also enhances team morale, drives productivity, and fosters innovation. Implementing such measures aligns with existing literature emphasizing initiative-taking interventions to reduce workplace inequities (Mucheru et al., 2024; Rydström et al., 2023; Williams, 2013). 
Findings indicate that invisible labour is widespread and disproportionately shouldered by part-time women, yet recognition and advancement opportunities remain limited. Structural barriers, including shift scheduling, training access, and policy inconsistencies, intersect with gender and employment status to perpetuate inequities. Addressing these challenges requires both formal recognition systems and structural reforms that ensure part-time and female employees can participate fully in career progression opportunities.
2
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