PhD Studentships
Coventry University Business School

Start date: January 2010
At Coventry University Business School we are committed to the strategic development of our research activity, continually seeking to enhance our research expertise and expand its impact.  Our PhD students are an important part of our activities. Exciting opportunities are now available to work in this dynamic environment through a number of funded PhD projects in the following areas:
· Organisational fit and home-workers 
· Corporate governance and acquisitions in the banking industry 
· Meeting globalisation challenges in traditional manufacturing regions

· The impact of plant closures and redundancies – case studies of MG Rover and LDV 
· From Beijing 2008 to London 2012: The Measurement of the Olympic Games Legacy 
Further details of each project can be provided on request.

Each studentship will last for a three year period at the end of which it is expected that the PhD will have been completed. Each studentship provides a full scholarship (£14534 per year for 3 years including the full fees at home/ EU rate). Overseas students are welcome to apply but will need to fund the balance of fees payable by overseas students. As part of the studentship successful applicants will be expected to undertake some teaching duties and support activities and to contribute to research activities within the Faculty.

Expertise and Experience required

Applicants will be expected to have a good Masters degree (average marks of 60% +) in a relevant subject from a recognised academic institution. An IELTS score of 7 or above is required for those who do not have English as a first language.

As part of the application process candidates must submit a written piece of not more than 1000 words outlining what they see as the key issues in relation to the particular topic that they interested in studying (referencing literature where appropriate). 
Closing Date: 30th October 2009
Interview date: Interviews are planned to take place during week commencing 9th November 2009
How to apply

Please submit an application form, a written piece of not more than 1000 words outlining what you see as the key issues in relation to the particular topic that you are interested in studying (referencing literature where appropriate), a detailed CV, 2 references and a  covering letter addressed to Professor Denise Skinner, by email to research-apps.pg@coventry.ac.uk
For an application form please visit the link :

http://www.coventry.ac.uk/researchnet/studentships
. 

PhD topic:  Fit and the Homeworker

Contribution

Organisational fit is an extension of interactional psychology into business and work domains. Its roots lie in the analysis of people’s behaviour and the age-old discussion of whether the internal (the person) or external (the situation) are the best predictors of people’s behaviour. In the 1970s a consensus developed when it was established that an interaction between these two sets of factors was the best predictor of behaviour (Krahé, 1992). In general psychology the interaction is described as person–environment (PE) fit and in organisational settings this is usually referred to as person–organisation (PO) fit, often abbreviated to organisational fit.

From its roots in the late 1980s and early 1990s, PO fit has come a long way. It is now well-established that PO fit is positively associated with levels of job satisfaction, organisational commitment, organisational citizenship behaviour and tenure. It is also negatively associated with intent to leave and actual staff turnover. These findings have been robust and repeated in many studies (Kristof-Brown, Zimmerman & Johnson, 2005). However, in all of these studies, the researchers have not accounted for the physical location of employees (bar one – see below). 

The physical location of employees would appear to be an important omission from the literature because of the known impact of physical separation and detachment of people. The mainstream psychology literature has shown that physical proximity is positively related to liking and attraction. For example, Festinger, Schachter and Back (1950) studied patterns of friendship in a university campus housing complex. They found that people were most friendly with people who lived close to them. They concluded that proximity increases the number of opportunities for interaction, but why should it increase the number of friendships? Studies that have looked at exposure find that overwhelmingly, greater exposure is associated with more positive outcomes. An illustrative study was conducted by Saegert, Swap and Zajonc (1973) who found that increased exposure is related to attraction. ‘Most of the research on familiarity has supported the positive outcome of repeated exposure’ (Gross, 1992, p. 500).

In the organisational domain, the rise of teleworking, homeworking and location-independent working is happening everywhere (Wilks & Billsberry, 2007). These forms of working feature varying degrees of physical separation from the ‘head office’. An application of the general psychology findings mentioned above would suggest that teleworkers, homeworkers and location-independent workers would have less proximity and exposure to other workers and this would result in negative outcomes (in comparison to workers in the ‘head office’) such as increased suspicion, less commitment, and not feeling part of the in-group. 

In this study, the focus would be on people who spend a significant proportion of their working time at a venue away from the ‘head office’ and an examination of the impact of this on their fit and associated outcomes. The underlying proposition would be that the level of homeworking would reduce the fit of employees with knock-on effects for job satisfaction, organisational commitment and organisational exit. Interestingly, in the one fit study that has included a geographic distribution measure, Denton and Peay (1999), the researchers found no evidence for homogeneity in personalities (i.e. a form of fit) to occur in managers of different retail stores in the same chain, which suggests that some form of physical contact is necessary for fit to form. 

Therefore, the main contribution of this study is to explore how homeworking (and location-independent working) influences employees’ fit. In doing so, it will either (if shown) challenge fit researchers to include the degree of contact between people into their fit equations, or (if not shown) give confidence that this growing form of work does not influence the psychological engagement of the worker to the organisation. 

Research Propositions

Office workers will exhibit higher levels of organisational fit (probably measured as value congruence) than home workers.

Office workers will exhibit higher levels of fit-mediated job satisfaction and organisational commitment and lower levels of intent to leave and actual turnover than home workers.

Exposure and proximity will be positively associated with levels of organisational fit.

Levels of physical, electronic and audio/visual contact with other members of staff will be positively associated with levels of organisational fit. 

Methodology

In essence, this proposal will utilise methods and measures from various literatures and apply them to the research question thereby reducing the risks associated with the study. The homeworking/teleworking literature will supply the research design of how to compare ‘homeworkers’ with ‘head office’ workers (‘’ used to indicate that both of these terms are labels for complex, unclear and multi-faceted forms of work which will be defined in the study). This literature would also provide prompts for ways to measure various forms of contact (e.g. telephone, email etc). The general psychology literature would supply concepts (e.g. exposure and proximity) to focus the research and given theoretical explanations and the fit literature will provide a method to capture fit (probably looking at values congruence and using the method of Brown and Trevino (2009), which draws on the personal value framework of Schwartz (1992, 1994) and the organisational value framework of O’Reilly, Chatman and Caldwell (1991)) and associated outcomes. 

The first step is to identify an organisation or organisations to conduct the study. A range would probably be best to ensure sufficient variability in the P and O variables to prevent the study becoming an individual differences one. Eight to ten organisations across multiple departments would be sufficient. Once identified, questionnaires would go out to people that asked them for their frequency of homeworking, their ways of interacting with other people in the organisation, their values and some demographics. Simultaneously, corresponding ‘office workers’ in the same organisations would be asked for the same information. The study will have a longitudinal design, to avoid common method error and to explore causal links, and the outcome data (e.g. satisfaction, inclusiveness) will be collected at a later date (probably about a month after the initial data gathering). This would allow for a comparison of people and an exploration of the various propositions.

Outcomes

The prime outcome, of course, is a completed PhD for the student. This study is clearly outlined, uses extant tools and techniques and therefore the student can be expected to finish on time.

It is a topic that will certainly be of interest to topic journals in the field. As a result, the following outcomes can reasonably be expected:

· three conference papers (one per year) on different aspects of the study which eventually become the following:

· a journal article reviewing fit and homeworking (probably in a 2* or 3* journal)

· a journal article looking at the application of teleworking techniques to the field of organisational fit/value congruence (probably in a 2* or 3* journal)

· a journal article reporting the findings of the study (probably in a 4* journal)

An important by-product of this PhD studentship will be the enlargement of the community of people looking at different aspects of organisational fit. By enlarging the team, it will be easier to run regular reading groups, research days, seminars and to develop community outcomes such as joint papers.

Supervisory Team

Prof. Jon Billsberry, BES 

Prof. Denise Skinner, BES 

Dr. Kirsten Stevens, BES 
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