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A person-centred approach to researcher development for Business 

Management Doctorates 

 

Abstract 

This chapter explores the experiences of business management postgraduate research students 
(PGRs) within the evolving landscape of doctoral education, despite the increasing number of 
postgraduate students, business management PGRs are rarely addressed in academic literature. This 
study examines whether the stereotypical portrayal of doctoral journeys as solitary and challenging 
reflects PGRs' lived experiences. Using interventions and evaluations, including semi-structured 
interviews and the Post Graduate Research Experience Survey (PRES), the research highlights the 
importance of a person-centred approach in fostering effective researcher development. Our findings 
suggest steps to promote a person-centred approach, countering the notion of a solitary doctorate 
and fostering a supportive academic community. This chapter critiques the transactional nature of 
supervisor-supervisee relationships and advocates for aligning personal dispositions to enhance 
doctoral experiences. Person-centred supervision can reduce the isolation of doctoral work and build 
a supportive community. Recognising institutional roles, the research maps student satisfaction and 
positive outcomes, emphasising inclusivity and tailored support, especially for underrepresented 
groups. This chapter also explores how disciplinary paradigms shape researcher personas and whether 
business management education’s competitive nature enhances resilience. Ultimately, it discusses 
embedding person-centred approaches to nurture diverse, resilient researchers, countering 
traditional academic norms and promoting a transformative educational experience. 
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<a> Introduction 

Business management postgraduate research students (PGRs) rarely figure explicitly in the literature 

of doctoral education notwithstanding the evolving landscape of business management doctoral 

education (Vahamaki et al. 2021).  Over the past twenty years, there has been a remarkable and 

continuous increase in the volume of students pursuing doctoral degrees or other postgraduate 
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qualifications (OECD, 2012; OECD, 2014; Walker et al., 2016). The world of postgraduate research 

programs in business and management, what might colloquially be characterised as preparing 

graduates for the rough and tumble of the real world, is a distinctive academic sphere that combines 

intense competition, rigorous scholarship, and dynamic collaboration. This environment reportedly 

crafts students into adept researchers and professionals, preparing them for the complexities of the 

business world (Drucker, 1993; Neard and Cerny, 1999). Yet, in validating these tropes about 

toughness and survival, are we accurately reflecting the context and culture of the PGR’s lived 

environment? In this chapter, we review a set of planned interventions into the PGR experience within 

the business and management programs over a 6-year period, 2017-23. Our study tracks the 

experiences of business management PGRs at Liverpool John Moores University, drawing upon PGR 

interviews, reportable Post Graduate Research Experience Survey (PRES) data and local outcomes. In 

this chapter, we reflect on the intended (and unintended) consequences of our study to propose a set 

of steps that foster a person-centred approach to business management research.  (Prieto, et al. 2023) 

 

The successful transition from being an undergraduate or postgraduate taught student to a seasoned 

doctoral researcher is often called a ‘journey’ and we use terms such as ‘milestones’ to describe its 

coordinates (Sibomana, 2021). In becoming an effective postgraduate researcher, the doctoral 

journey taken by a business management researcher is portrayed as a solitary one, where individuals 

make short-term sacrifices for the sake of long-term gain. While building effective researcher habits 

undoubtedly plays a crucial role in strong doctoral outcomes, they have well-documented risks (Foster 

et al, 2023). Strong doctoral outcomes are accrued from opportunities for PGRs to build and test 

transferable skills in meaningful ways. However, ‘meaningful’ experiences that combine and cohere 

to achieve a successful outcome are highly individuated, that is, they are nuanced by the PGR’s 

disposition and outlook. Whilst a recent survey showed that ‘person-centred supervision is the norm 

in the UK’ (UKCGE, 2021) there are few structured opportunities for either supervisors or supervisees 

to align their personas in what is often a transactional or contractual relationship. In taking a person-

centred approach to researcher development, we propose that it is possible to not only counter the 

ingrained notion of a doctorate as a solitary form of academic accomplishment but is also a way of 

fostering a diverse and supportive academic community (Greener, 2021). We, therefore, argue that a 

person-centred approach to researcher development in business management doctorates is 

imperative. However, we know it is also vital to cultivate a shared experience of doctoral research to 

promote a sense of well-being and researcher resilience. Here is the dilemma that we seek to resolve: 

on one hand, we want to prioritise sociability so that aspiring PGRs from various backgrounds are 
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embedded in the best that a research environment has to offer, and, on the other hand, we want to 

be attuned to the needs of the individual. 

 

The added rationale for this study began with the need to enhance the awareness of barriers as well 

as enablers for a person-centred doctoral education within business and management programmes 

(Malin, et al. 2020). In addition, we sought to identify the provision offered within Higher Educational 

Institutions to facilitate better support offered to doctoral students, where there has been a significant 

increase in support (OECD, 2022). Acknowledging the role institutions and their constituent 

departments have in a doctoral student’s research journey, our study maps the dimensions of student 

satisfaction and positive outcomes against the available measurable scales through institutional pre-

interview data and post-interventional measures. Subsequently, by recognising and addressing 

challenges that can influence the student experience, such as institutional culture bias (Lincoln, and 

Stanley, 2021; Foster et al. 2023) and by providing institutional support that transcends cultural 

differences, and offering tailored support for underrepresented groups, we can foster innovation and 

widen the intellectual scope. Moreover, inclusivity through the person-centred view challenges the 

traditional, often exclusive, academic norms, injecting fresh perspectives into research paradigms. 

Ignoring this approach perpetuates inequality, stifles potential, and limits the transformative power 

of education (Brammer and Clark, 2020). Therefore, we pose two questions in what follows. Firstly, 

what assumptions shape disciplinary paradigms and the development of researcher personas? 

Secondly, does the perceived competitive nature of business management education give doctoral 

students a competitive edge when it comes to resilience and a relentless pursuit of success?  

 

<a> Research Methods  

The qualitative study drew upon semi-structured interviews with six Postgraduate Research Students 

across the business and management programmes in a UK Business School, to ascertain their 

experiences regarding how institutional barriers and enablers influenced their doctoral experiences. 

The six PGRS were selected from a wider cohort group of fifty-eight PGR’S from the faculty. The study 

additionally employed document analysis, encompassing a comprehensive examination of HESA 

(Higher Education Statistics Agency) data, Postgraduate Research Experience Survey (PRES) data, 

institutional records, and analyses conducted by the UKCGE (United Kingdom Council for Graduate 

Education). The decision to use document analysis was valuable as it allowed the authors to extract 

relevant information regarding the ethnic minority groups and the specific characteristics necessary 

for this research. We chose a qualitative approach to investigate the experience of doctoral students 

as it allows the experiences of the participants to be expressed while minimising the obligation of the 
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expectations or values of the researchers (Merriam, 2002). We aimed for an open approach to inquiry, 

allowing for a description of the complex, lived experiences of participants within business and 

management programmes.  

 

Participants were selected using a purposive sampling approach to ensure that we captured the views 

of PGRs in sub-disciplinary areas.  As such, the synthesis of opinions presented here, and the individual 

voices preserved in direct quotations, represent a set of reflections and opinions from PGRs.  Using 

this sampling technique, six participants were selected according to the following inclusion criteria: 

participants must be current doctoral researchers, students both on the PhD and professional 

doctorate programme were included, they must have home student status and they must be 

registered on a research degree within the Liverpool Business School at Liverpool John Moore's 

University. To ensure the underrepresented groups were included in the sample, the data of each PGR 

within Liverpool John Moores University was provided by the admissions manager and then 

subsequently included in the interview schedule. The rationale for inclusion was determined to 

maximise the number of participants who self-identified from the institutional data as a non-global 

majority. Due to the exploratory nature of the study, this approach was judged appropriate to 

generate rich data by allowing participants to share their experiences in more depth (Bell and Bryman, 

2007). The interviews, averaging an hour in duration, were conducted online using Teams.  Interview 

questions explored motivation for doctoral study, experiences of doctoral study, perceptions of the 

PGR environment, inclusivity in doctoral education and experiences of underrepresented groups in 

doctoral education. 

 

<a> Data Analysis  

All interviews were transcribed verbatim. This chapter draws on data that identifies specific 

sentiments amongst the participating PGRs. We wanted to be able to analyse how PGRs understood 

their experiences of doctoral research and whether they felt or appreciated the deliberate steps taken 

to foster a person-centred approach (including their perceptions of inclusivity). In compliance with 

ethical requirements, the participants have been given pseudonyms and other identifying information 

removed.  When analysing the data, the researchers utilised Braun and Clarke’s (2006) six phases of 

thematic analysis. This form of analysis was used to recognise, categorise and interpret significant 

themes and capture important concepts (King and Brooks, 2018). This involved revisiting the data to 

search for meaning and patterns, generating initial codes to categorise similar data, refining the codes, 

and identifying and refining emerging themes. Qualitative data analysis software NVivo 12, was used 
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to support the thematic analysis of the data and particularly, the organising and coding of the data 

(Stock and Boyer, 2009). 

 

<b> Measuring Interventions. 

Several key themes were identified through the thematic analysis, these were: 1) motivations for 

doctoral study 2) experiences of the doctoral journey 3) the faculty research environment 4) inclusivity 

within doctoral education, 5) actions and measures to promote inclusivity in doctoral education 6) 

equal opportunity to pursue doctoral study 7) barriers and challenges to inclusivity 8) inclusive 

environment for diverse doctoral students and 9) institutional connectivity. Table one provides an 

overview of the key themes.  

 Theme Description  

Motivations for 
doctoral study 

Participants reported different reasons for being motivated to study for a 
doctorate. These included personal development reasons and the desire to 
have an impact. The motivation to study at LJMU specifically was also 
highlighted, with the alignment of values being described as one key reason 
for this. 

Experiences of the 
Doctoral Journey 

This theme is concerned with the different experiences, both positive and 
negative, that students reported of the doctoral journey. Participants 
described a range of positive aspects regarding their doctoral experience 
which tended to focus on LJMU’s values and the students’ alignment with 
them, the high levels of support, the community and relationships that are 
fostered (particularly through in-person events and more specifically, through 
writing retreats) personal development and the opportunity to attend skills 
workshops. Participants also raised some aspects of the doctoral experience 
that they felt had been less positive and that could be improved. One key area 
that was reported focused on students not coming together in person and the 
doctoral experience was described as being lonely. They felt that the 
social/community aspect could be improved through more in-person events 
including workshops and in-person inductions. Another factor related to 
issues around communication and specifically, that students need more 
guidance on processes and what is available to them, and a negative 
experience around teaching as a PhD student was raised. 

The faculty 
research 
environment 

Participants discussed the research environment and responses concerning 
this were varied. There seemed to be an awareness of the research 
environment, for example, that certain workshops are available, and several 
respondents described attending specific courses. However, it was also 
reported that there needed to be more done to ensure that students actually 
utilise these and it was reported that PhD students would benefit from more 
in-person or taught elements, similar to the DBA programme. Also, it was 
reported that there is not enough communication about what is available. 

Inclusivity within 
doctoral education 

Participants often linked inclusivity to equity and diversity and this was 
discussed broadly. Highlighting and embracing individuality was also a key 
topic raised. Inclusivity was linked to the specific task of sourcing a supervisor 
and how a seeming lack of generalised and consistent guidance on this did 
not feel inclusive. 
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Actions and 
measures to 
promote inclusivity 
in doctoral 
education 

This theme refers to the need for representation and the importance of 
considering individuals’ external environments. Communication was also 
highlighted in different ways. It was reported that LJMU needs to clearly 
articulate to individuals from underrepresented groups that LJMU is an 
inclusive institution. Furthermore, there needs to be more communication 
with the entire institutional population regarding underrepresented groups, 
for example, standard communications regarding diverse holidays. A specific 
required action was reported: a speed-reading course, for non-native English 
speakers. 

Equal opportunity 
to pursue doctoral 
study 

When discussing equal access and opportunities to pursue doctoral 
education, respondents raised the importance of capturing students early on 
and the importance of recognising inequities that might exist at these earlier 
levels of education. Different routes into doctoral education, including 
recognition of professional experiences, were also raised as an important 
factor involved in pursuing equality of access and opportunity at the doctoral 
level. 

Barriers and 
challenges to 
inclusivity 

Several key barriers or challenges were raised by respondents. One of these 
focused on the problem of creating homogenous groups, rather than treating 
people from underrepresented groups as individuals. Participants also raised 
issues relating to contractual matters and also financial constraints. Others 
discussed conflicts between doctoral study and family responsibilities and the 
concern that the former may not be inclusive of the latter. When discussing 
how to effectively address barriers, a number of different areas were raised. 
Participants again discussed the importance of treating people from 
underrepresented groups as individuals in order to identify their specific 
vulnerabilities and needs. Other factors were also discussed relating to the 
role of supervisors in providing support and having representation. 
Participants were less responsive about LJMU’s response to addressing 
inclusivity issues, but the reciprocal mentoring programme was highlighted 
as a positive initiative. It was also reported that LJMU could utilise the alumni 
more to address inclusivity issues. 

An inclusive 
environment for 
diverse doctoral 
students 

This theme describes staff-student and student-student relationships on 
which perceptions were mixed. Some participants felt them to be 
hierarchical, others observed an absence of this. Induction was highlighted as 
being important for creating an inclusive, welcoming environment and it was 
reported that this should be in person and should also be more 
comprehensive, to make students feel part of an existing community. 

Institutional 
connectivity and 
belonging  

Participants reported varying levels of connectivity to LJMU, this seemed to 
vary depending on the individual's experience and whether they had a 
background with LJMU, for instance, outside of being a student or studying 
for previous degrees. One participant noted feeling connected as a student 
whilst not feeling connected as a staff member and another reported that 
learning about the institution's history made them feel more connected. 

 Table 1 - Themes 

 

<c> Pre-intervention data 

In the context of the study, the link between measuring interventions and pre/post-intervention data 

was important (Miller and Lee, 2013). Measuring interventions allowed the researchers to assess the 
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efficacy of implemented strategies. The pre-intervention data provided a baseline against which the 

effectiveness of these interventions could be evaluated. This linkage was pivotal in gauging the impact 

of interventions on the desired outcomes. Furthermore, within the framework of inclusivity, a detailed 

exploration of this theme is imperative. Clarity regarding how inclusivity intersects with other study 

components ensured a comprehensive understanding of its influence on intervention outcomes 

(Mustian, 2011). Thus, elucidating these connections enhances the study's coherence and validity. As 

a result, we are piloting this approach, and plan to build on the methods and nature of the analysis 

across business management to take a longitudinal view of our interventions. We here indicate those 

areas that we would like to monitor and explore in more depth in the future. To assess the effect of 

our interventions on inclusivity and researcher mindset, we first established the outcomes, identified 

the measurables, and compared results between pre-and post-intervention groups (Table 2). The pre-

intervention period (2016/17) was only used to establish a baseline for the identified outcomes.  

 

Outcome measure  Collection  Intervention 

The proportion of UK-
domiciled minority ethnic 
students who have 
enrolled on a business and 
management doctorate as 
per the pre-intervention 
academic year.  
 

Higher Education Statistics 
Authority (HESA).  

Positive action scholarships were 
introduced in 2020. 
Graduate Training Assistant posts 
introduced in 2022. 

Confidence to complete 
the doctorate in line with 
the university registration 
period 

Not directly available 
through any standardised 
administrative 
dataset. PRES scales 
inform perceptions of a 
sense of belonging.  
Interviews 
 

Articulation of an integrated Doctoral 
Skills Programme shared by DBA and 
PhD candidates. 
Online progression tool to articulate 
and embed milestones. 

Sense of belonging for 
PGRs  

Not directly available 
through any standardised 
administrative 
dataset. PRES scales 
inform perceptions of a 
sense of belonging.  
Interviews 
 

Monthly writing groups off campus. 
Writing retreats. 
 Summer School in Portugal. 
Team building events (e.g. picnics and 
bowling). 
 

 Table 2 – Post interventions measures 

 

The efficacy of the conventional academic pipeline to doctoral research has been called into question 

by a clutch of recent reports identifying structural barriers to access and participation, particularly for 

students from racially minoritized groups (Alexander and Arday 2015; Arday 2017; ICS 2022). LJMU 
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has an institutional commitment to attracting and supporting diverse student communities at 

undergraduate and postgraduate levels, acknowledging persistent inequalities in terms of ethnicity in 

our doctoral population.  As we might expect, business management doctorates attract PGRs in 

varying modes of study (full, part-time, and distance learning), and tend to have high levels of 

international participation: on the face of it, the student body is ethnically diverse. However, the global 

percentage of UK-domiciled students declaring black, Asian or minority ethnic ethnicity was below the 

sector average (only 10% 2015/16).  The proportion of Non-UK Domiciled PGRs (33%) has remained 

consistent with the sector equivalent PGR population (34%), and ahead of Post-92 HEIs.  

 

<c> Outcome measure 1 derived from the analysis: Business management PGR 
demographics 

 

Figure 1: Current PGR population by ethnicity  

 

Figure 1 shows the percentage of PGRs within business management from racially minoritised 

backgrounds. We show our data granulated by ethnic grouping for the purposes of this study. 

However, there was a strong sentiment amongst the PGRs we interviewed that both ‘ethnic minority’ 

and ‘ethnic minority by country of origin’ were a crude tool for understanding their wants and needs. 

Interviewees wanted us to know that they were tired or offended by homogenizing groups and asked 

that we treat people from underrepresented groups as individuals. One PGR told us, “…people talk 

about BAME right and believe that it is a homogeneous group. It is not…You have to stop creating 

these so-called homogeneous groups…the Black experience is not the same as the Asian experience” 

[PGR A]. Another PGR also reported that they felt ‘boxed’ by race and religion: “I feel like when I walk 

in, I want people to see me as [PGR E] ...not as oh [PGR E] the ethnic female that would like to get 

involved in a diversity project. I said don't you dare bring me anywhere near a flaming diversity 

project,” [PGR E]. The same interviewee was sceptical about the conversation in HEIs: “…I don't need 

somebody from my ethnic background to help me understand who I am. I'm very capable of knowing 
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who I am and that has been patronising. I'll be frank with you,” [PGR E]. However, other interviewees 

advocated for communities of practice for ethnic minority groups, observing: “I don't think there is 

enough where the PGR themselves come together…to join the dots up…I already know that if we 

genuinely go out and start to encourage more individuals from disadvantaged and excluded 

backgrounds into this space, they're going to need that,” [PGR A]. 

 

Asked about their understanding of inclusivity in doctoral education, participants talked extensively 

about respectful relations. One interviewee reminded us, “There's something called the platinum rule 

where you treat people as they want to be treated…and for you to move to that space you have to 

engage with the individual. You've got to understand what the individual wants…you’ve got to learn 

that person,” [PGR A]. When discussing equal access and opportunities to pursue doctoral education, 

respondents thought that more action was needed prior to doctoral entry: “…when we talk about 

potential it’s not just about academic…there are so many people that actually are not really brilliant 

academically, but they actually really they have so much potential…so much resources, so much value 

to add to the community...So, I think if we can, if they can be like a measure to be able to get these 

kind of people in…If there could be like, you know, a way to like just include them without them having 

all these requirements…that's going to be really useful,” [PGR B].  

 

<c> Outcome Measure 2 derived from the analysis: Confidence to Complete Programme of 
Research 

 

Figure 2: Confidence to complete the programme within the institution’s expected timescale 2017-

23 

 

Figure 2 shows an upward trajectory amongst respondents expecting to complete their programme 

in time, which means completed within the 4 years registered on the doctoral programme (from 84% 

in 2017 to 90.99% in 2023), this despite the associated disruptions of Covid and the subsequent 
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lockdowns. The measurement of “completions in time” continues to challenge the UK HEI sector when 

a significant proportion of students do not complete on time or do not complete at all (‘attrition’).  

 

To measure interventions here we need to look back beyond the study’s terminal dates to 

contextualise the issue. In the period following the Roberts Review in 2002, HEI approaches to doctoral 

education have concentrated on establishing support structures, most notably in the provision of 

organised researcher development programmes. However, the concomitant quality assurance 

directives (Joint Skills Statement 2001, QAA Codes 2004, and the Concordat to support early career 

researchers in 2008) have set Universities on the legislation of practice course, leading to sentiments 

about the increased bureaucracy and over-structuration of the doctorate (EUA 2021: Smith McGloin 

and Wynne 2022). Our intervention has been to structure the doctorate within our online progression 

platform in order to dispense with paper-based approvals (with multiple counter-signees) and ‘lift and 

shift’ exercises in MPhil to PhD transfers. We are attempting to normalise progression as an everyday 

part of the doctorate: our online progression tool enables supervisors and PGRs to share project 

dashboards and to have a common picture of project deadlines, meetings and reviews. 

 

        

Figure 3: Satisfaction with research skills 2017-23                    Figure 4: Satisfaction with Professional Development 2017-23 

 

We have looked at Research Skills and Professional Development as associated indicators of 

confidence to complete. Figures 3 and 4 show a jagged satisfaction with research skills and 

professional development, with the dip in 2021 almost certainly attributable to Covid. It is now widely 

accepted that psychological or well-being factors affect confidence to complete on time; currently, 

these are not captured in PRES. Interviewees, unsurprisingly, were concerned about their own, or peer 

members’, feelings of loneliness, exacerbated by hybridity and home working and the impact this had 

on confidence to complete. In our interviews, we learned that induction and transition arrangements 

are critical to inspiring and maintaining confidence to complete on time – or at all. Many of the PGRs 

interviewed had experienced online inductions, which are usually very process-driven. One reported, 

“The beginning was a bit rocky for me,” [PGR E]. Another acknowledged, “It's the emotional 
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engagement element of it, isn't it? …It's about knowing you’re part of something bigger than yourself 

or other people are having those struggles…” [PGR D]. 

 

<c> Outcome Measure 3 derived from the analysis: A sense of belonging 

The sense of belonging measure utilises data derived from the biannual Postgraduate Research 

Experience Survey (PRES) between 2017 and 2023. In PRES, researchers respond to statements using 

a five-point scale from ‘definitely agree’ to ‘definitely disagree’ or select ‘not applicable’. For this 

study, the scores for each question have been calculated by combining the ‘definitely agree’ and 

‘mostly agree’ and dividing them by the number responding to the question minus the ‘not applicable’. 

This provides a percentage agreement figure for each question. 

 

We used these data and free text comments to quantify sentiment and used our interviewee 

responses to draw out the lived experience. 

 

Figure 5: Overall satisfaction with PGR experience 2017-2023 

 

Figure 5 shows an upward trajectory of overall satisfaction with the doctoral experience. This question 

is disaggregated in PRES, and we surmise here that this question broadly captures PGR's feelings that 

the programme has met expectations. In order to meet expectations, we have first to understand 

motivations for doctoral study (“what got you here”). An awareness of motivational affordances is 

critical to our planning and has driven the interventions in the period since 2017.  

 

Whilst the prime directive of doctoral education remains to advance knowledge through ‘original 

research’, the aim of business management doctoral education is, perhaps, better characterised as 

advancing knowledge through ‘independent research’. A number of our business management 

doctoral candidates undertake research to work in an enhanced way with the non-academic sector. 

This is borne out by our participating interviewees who all describe being driven by an interest or 

belief in the importance of their project, and the feeling that they could “do more” to advance 
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knowledge. PGR A wanted to prove that their ideas were of value having encountered scepticism in 

the business world. PGR B was looking for others with a “genuine interest in research” and working 

within an environment of curiosity and exploration. PGR D wanted to reignite their passion for the 

subject and kick start their confidence, concluding simply that the process “gave me life”. For PGR E 

discussion focused on the sense of personal transformation “I feel I'm evolving as a person as well… 

reflecting more and being more authentic…I think it's actually, it's been a lot bigger than…I thought it 

would be…I'm enjoying doing it,” [PGR E]. 

 

 

Figure 6: Satisfaction with research culture 2017-23 

 

Figure 6 shows that, despite lower scores, satisfaction with the research culture has shifted modestly 

and in an upward direction. Benchmarked against the sector (which tends to score lower on this scale) 

LJMU has consistently outperformed the sector. ‘Research Culture’ is a difficult scale to interpret as it 

is difficult to determine whether satisfaction is dependent upon local experience or the University as 

a whole.  Asked to consider the most positive aspects of their doctoral experience, our interviewees 

reported on the strong community of practice ethos. ‘Communities of practice are groups of people 

who share a concern or passion for something they do and learn how to do it better as they interact 

regularly’ (Wenger-Trayner, 2015, p.1). “I'm working in an environment where I feel that there is a 

genuine wrap around,” [PGR A]; “I'm surrounded with a community of people that are willing to 

help…just the way people talk about things just makes me really understand how people actually do 

have a genuine interest in doing research,” [PGR B]; and “I met some really, really great people,” [PGR 

E].  

 

Our interviews support the conclusion that productive communities of practice are partially 

engineered by the institution – or at least kick-started with organised activities or training – and 

partially conceived and enabled by PGRs themselves. Our interviewees, for example, were very 

positive about social media as a means of belonging. “The WhatsApp group channels and stuff where 
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people can actually say or, you know, bring out any issues they have…So having that kind of team 

spirit…[it] gives you that sense of, you know, unity…the sense of support,” [PGR C]. This is borne out in 

recent research that examines accounts of online community engagement from a range of 

perspectives - doctoral students, supervisors, content curators, and research support practitioners 

(Sheldon and Sheppard, 2021).  

 

Amongst the business management PGRs the provision of writing retreats – or scheduled time off 

campus devoted to writing – was universally welcomed. “[Writing retreats] have been instrumental in 

bringing people together…to set a goal…everybody gets an opportunity to then talk about what they 

did, and everybody listens,” [PGR E]. “The retreats are unbelievable and very kind and very generous,” 

[PGR D]. The retreats are also a place to reflect on learning needs. “I've learned a lot about myself… 

my way of learning, my reflection practises. I've also learned the art of slowing down…when we went 

to Porto where you have these writing retreats and there's almost like a gentle influence…a mandatory 

break because I will go on…I've really understood the importance of…switching off and then coming 

back again,” [PGR E]. 

 

The participants reported varying levels of belonging, with PGRs divided over where the responsibility 

lies. The crux of the matter lies in determining who should take the lead in fostering belonging, and 

whether that is the institution that may bear the primary responsibility and can create inclusive 

environments, offer support services, and promote a sense of community or the individual where, 

some PGRs highlight that belonging is a collective effort and each PGR researcher should actively 

engage, participate in events, and contribute to a supportive atmosphere. The findings reported 

varying levels of belonging within the PGR community, where some PGRS highlighted a strong sense 

of connection, while others experienced a more tenuous bond. As pointed out by PGR A, “You're 

connected as much as you want to be connected,”  “…one of the things that interested me was the 

200th anniversary, the bicentenary and I'm like oh, it’s this old? I kind of went online to search for how 

it started and all those things. So, this kind of gives me this sense of oh it's mine… with that, I'm really 

connected with the institution, and I think maybe with time also it's going to translate with me looking 

at what are the research they've done, what are the research I'm going to do, how it's going to relate, 

how everything's going to be knitted together, you know,”  [PGR B]. “It's just something I feel now on 

the PhD, I belong. If I'm to be honest, as a lecturer, I never felt like I belonged…As a student, I absolutely 

love it. I feel like I belong and made to feel as though I belong,” [PGR D]  

<a> Implications of the research for inclusive learning and teaching in business schools: 
Cultivating an inclusive research mindset  
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In summary to the proposed two research questions: what assumptions shape disciplinary paradigms 

and the researcher personas within them? Does the perceived competitive nature of business 

management education predispose students to cultivate resilience and a relentless pursuit of success?  

Our study suggests that cultivating an inclusive research mindset underscores the urgency of 

embracing diversity and inclusivity within the realm of research within institutions. In an era 

characterised by interdisciplinary collaboration and global connectivity, we sought, within this 

chapter, to highlight the significance of integrating varied perspectives, experiences, and voices into 

the research landscape. What was original about the findings is that our study underscores the pivotal 

role of acknowledging and dismantling preconceptions as the cornerstone of fostering an inclusive 

and person-centred research environment. Implicit predispositions, often unnoticed yet pervasive, 

have the potential to subtly influence every facet of the doctoral research journey. From the 

formulation of research themes to data collection and analysis, these views can subtly shape decisions 

and outcomes. Our comprehensive overview of outcome measures serves to underline that cultivating 

an inclusive research mindset transcends mere ethical and social considerations; it is an indispensable 

strategy for enhancing the quality and relevance of research outcomes. By actively addressing these 

challenges, doctoral researchers can foster an environment where diverse perspectives are valued, 

leading to more robust and insightful research findings. In addition, the implications emphasise the 

need for academia to create an environment that fosters inclusivity.  

 

This involves not only diversifying research teams but also promoting an atmosphere where different 

perspectives are valued and respected and collaborative efforts between researchers from various 

backgrounds may lead to richer discussions, more rigorous methodologies, and a greater potential for 

real-world applications. Furthermore, our research highlights the role of education in nurturing an 

inclusive research mindset. Integrating diversity and equity considerations into research curricula can 

empower the next generation of researchers to approach their work with greater sensitivity and 

awareness of societal implications. This educational approach helps break down traditional biases and 

encourages the exploration of research questions from multiple angles. 

 

Additionally, taking responsibility to cultivate an inclusive research mindset requires local, institutional 

interventions as described here. However, understanding and allowing for individual experience 

within the community of practice ethos-building activity is critical. Our interviewees recognised that 

individual or personal responsibility was key to their experience. “I think that you could be on calls 

every day and be connected every day if you wanted to…It's about being disciplined … I don't think the 

university could do anymore…you can lead a horse to water, but you can't make it drink,” [PGR D]. We 
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have concluded that PGRs gain the most confidence and are more likely to take ownership of their 

projects when they are actively involved in community of practice activity, and when they are 

informed about their peers, discovering connections within their environment and situation. 

Our examination of data, discussions with PGRs, and analyses of PRES have been wide-ranging, 

however, we have not had the space or scope to examine the supervisory relationship as a crucial 

determinant of PGR researcher mindsets. Supervisors have yet to fully understand the part they play 

in promoting communities of practice as a means towards self-agency, resilience, and independence. 

The work undertaken thus far has identified two further areas for planned intervention. The first is to 

explore connections between supervision and the measures taken. We plan to build on this study to 

develop a clear articulation of the role and expectations for supervisory practice. The second will be 

to look at measures to encourage joint publications and outputs for PGRs and their supervisors. 

 

In conclusion, the implications drawn from this chapter emphasise that an inclusive research mindset 

is not merely an abstract concept but a pragmatic approach to producing high-quality, impactful, and 

socially relevant research. By embracing diverse perspectives, creating inclusive environments, and 

incorporating these values into education and practice, researchers can contribute to a more 

equitable and enriched body of knowledge that not only resonates with a global audience but also 

recognises the people, culture, and environment that underpin a vibrant and sustainable research 

system. A person-centred development strategy in business management doctorates redefines 

excellence, encouraging a harmonious synergy of diverse ideas that propel both individuals and the 

field toward a more enlightened future. We want to further challenge doctoral providers to take stock 

of their provision, to reflect upon their accountability for research culture, and to overcome barriers 

to an inclusive researcher mindset. Such an approach not only dismantles systemic barriers, it fosters 

an environment where talent eclipses privilege.  
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