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Purpose: The purpose of this paper is to highlight the urgent need for specialists in marine
research and conservation, particularly due to the unprecedented pressures from human
activities on marine biodiversity. The paper aims to address the complex challenges facing
ocean ecosystems by emphasizing the importance of interdisciplinary approaches and diverse
expertise for effective conservation and sustainable management of marine resources.
Design/methodology/approach: This paper presents the results of a systematic review of
literature focused on the experiences of young marine scientists. The review aims to identify
the reasons behind their departure from the profession, providing insights into the barriers
present within the field. The scope of the paper includes a broad evaluation of various
interdisciplinary approaches necessary for addressing marine conservation challenges.
Findings: The systematic review reveals that diverse problems and solutions in marine sciences
require a workforce representing a variety of backgrounds, disciplines, and cultural
perspectives. The findings indicate that specific issues need urgent resolution to prevent the
loss of expertise and to remove barriers that hinder the development of the field.

Research limitations/implications: This study is limited by the availability of published
literature focused on young marine scientists' experiences. Future research could involve
empirical studies that include surveys and interviews to provide a more comprehensive
understanding of the challenges faced by early-career marine researchers.

Practical implications: Understanding the reasons for young marine scientists leaving the field
can inform policy changes, institutional practices, and mentorship programs aimed at retaining
talent and promoting diversity within marine sciences.

Social implications: By addressing barriers within marine research and conservation,
the findings can contribute to more effective conservation strategies, which have broader
implications for biodiversity preservation, public awareness, and environmental policies.
Originality/value: This paper provides valuable insights into the challenges faced by young
marine scientists, a relatively underexplored topic. The findings contribute to the broader
discussion on improving retention, inclusivity, and diversity in marine sciences, which is
essential for addressing complex marine ecosystem challenges.
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1. Introduction

Like other aspects of nature, the marine environment is undergoing profound changes
(Higgason, Brown, 2009). Given the importance of equitable and long-term access to ocean
resources from an economic perspective, protecting marine ecosystems is becoming
an environmental and political issue of great complexity (Barbier et al., 2018; Bax et al., 2021).
At the same time, the well-being and human rights of marine scientists are disproportionately
challenged by severe geographic, racial, and gender inequalities (Osterblum et al., 2020;
Giakoumi et al., 2021; Srinivasan, 2018; Thompson et al., 2011). According to UN Ocean
Decade (UNOD), achieving marine sustainability requires a proactive commitment to
developing the human capital that is key to the future. In this context, recognizing the
importance of Early Career Researchers (ECRs) in marine science becomes essential,
as they are expected to take on the role of next-generation scientific leaders in marine
conservation and research, making them key in navigating the complexities associated with
UNOD (Schadeberg et al., 2022). This paper aims to identify the main factors influencing the
decisions of ECRs to leave the profession.

In context of environmental and social sustainability, we need to remember that young
adults, who are starting their professional careers, play a key role in the labor market thanks to
their skills, creativity, and enthusiasm for work. However, the global recession that began in
2008 has posed a significant challenge to the youth labor market, making it difficult to
effectively use the potential of these people in competitive economies (europa.eu; Wei-Jun, Yi,
2020). In November 2022, comparative analyses of average unemployment rates across age
groups revealed that in both the United States (US) and the EU, youth unemployment
(aged 15-30) was as high as 19% (europa.eu). In 2021, the average share of young people who
were neither in employment nor in education or training (NEET) in the EU was 13.1%.
(Statistics on young people neither in employment nor in education or training (Statistics
Explained: europa.eu; Youth unemployment: europa.eu). Yet, Schneider and Harknett (2023)
prove that since early 2021, 51% of service sector young employees (ages 18 to 24) left their
positions at least once between Spring 2020 and Spring 2022. This rate is considerably higher
than the 25% of older service sector workers (aged 25 and above) who reported similar
employment transitions during the same period. These findings are consistent with other recent
studies comparing employment patterns between younger and older workers. This situation
builds a question of motives for leaving job by young workers during despite high
unemployment rates, especially in fields connected to sustainability.

This study examines the urgent need for young specialists in marine research and
conservation, emphasizing the interdisciplinary approaches essential for addressing challenges
posed by human impacts on marine biodiversity. It aims to identify reasons contributing to the
departure of early-career researchers (ECRs) from marine sciences and arrange them according
to Herzberg's Two-Factor Theory of Motivation.
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2. Theoretical framework

In his theory Herzberg suggested that job satisfaction stems from motivational factors,
when at the same time job dissatisfaction arises from hygiene factors like job insecurity and

organizational policies (Herzberg., Mausner, Snyderman, 1959).

Table 1.
Herzberg’s Hygiene-Motivation factors
Hygiene: Job Dissatisfaction Motivation: Job Satisfaction
Company Policy and Administration Achievement
Supervison Recognition
Interpersonal Relations Work itself
Working Conditions Responsibility
Safety Advancement
Status Growth
Security

Source: (Herzberg, Mausner, Snyderman, 1959).

Numerous studies have proven, that motivators such as recognition and career advancement
significantly enhance job satisfaction, while hygiene factors like salary and working conditions
primarily prevent dissatisfaction (Jaffar et al., 2024; Vijayakumar, Saxena, 2015).

If these factors are unmet, employees may leave companies to seek the environment that
better matches their needs. (Byrne, 2006). Poor working conditions can lead to increased
absenteeism and higher turnover rates, as employees leave jobs lacking in motivation and
satisfaction. (Oliveira et al., 2023)

Yet, it is important to remember that job satisfaction and dissatisfaction are not opposites,
because the opposite of satisfaction is lack of satisfaction, while the opposite of dissatisfaction
1s lack of dissatisfaction. This is why getting rid of dissatisfaction and its reasons will not create
satisfaction. (Herzberg, Hamlin, 1961).

The connection between leaving a job and Herzberg's Two-Factor Theory is significant,
as it highlights how job satisfaction influences employees' intent to quit. Herzberg's theory
distinguishes between hygiene factors, which prevent dissatisfaction, and motivators,
which enhance satisfaction. Understanding this relationship can help organizations improve
retention rates. (Mitsakis, Galanski, 2022) have found intheir study that the lack of Herzberg's
hygiene factors, such as working conditions and supervisor feedback, contributes to increased
employee turnover. Conversely, strong motivational factors like recognition and achievement
enhance job satisfaction, reducing the likelihood of leaving a job (Mitsakis, Galanski, 2022).

Similar findings have been shown by (Nyame-Mireku, 2012), who have proven that higher
satisfaction correlates with lower turnover intentions among hospital pharmacists (Nyame-
Mireku, 2012).
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3. Research Method and Results

Three research procedures were selected to achieve the research objective:

1) document review, triangulation of sources (Eurostat, EMIS database, global indices,
others),

2) literature review: literature review using Boolean logic and the Denyer, Transfield,
Smart (2003) procedure (modified, see Table 1); analysis of original research papers,
case studies and points of view using the search engine on the Scopus platform,

3) factors highlighted in document and literature review were matched with Herzberg
Theory.

The literature review process involved four search rounds to gather relevant sources related
to young marine scientists and early career researchers (ECRs) within marine and ocean
sciences. The search criteria were systematically defined to maximize coverage and relevance
of the literature. The phrases used in each search round were as follows:

n.n "

e Round I: "marine"; "ecr".

n.n "

e Round 2: "ocean"; "ecr".

n.n

e Round 3: "marine"; "early career researcher".

e Round 4: "ocean"; "early career researcher".

The initial search yielded a total of 154 literature sources in Round 1 (Table 2), 149 in
Round 2, 95 in Round 3, and 51 in Round 4. After eliminating duplicate entries, 134 unique
sources remained. Subsequent verification of abstracts reduced the number of relevant studies
to 92. Further in-depth text analysis led to the final inclusion of 52 literature sources for
comprehensive review.

The systematic approach adopted ensures that the most pertinent studies were included
while minimizing redundancy and enhancing the accuracy of the review. This methodological
rigor provides a robust foundation for analyzing the experiences and challenges faced by young

marine scientists.

Table 2.
Search criteria
e Search round no.
Search criteria 1 ) 3 4
No. of literature sources 154 149 95 51
After removing duplicates 134
After abstract verification 92
After text analysis 52

Phrases in search round: TITLE-ABS-KEY: 1. ( "marine"; "ect" ); 2. ( "ocean"; "ecr" ); 3. ( "marine"; "early career
researcher” ); 4. ( "ocean"; "early career researcher" ).

Source: own work.
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The in-depth analysis of 52 pieces of literature gave author the possibility to name
13 factors of ECRs retention, that have occurred during literature review:

Factor #1: Being Unpaid - Internships Many ECR employees begin their careers in unpaid
internships, which create financial burdens and limit diversity in recruitment. People from
disadvantaged backgrounds are disproportionately affected (Satterthwaite et al., 2022; Cavaleri
etal., 2024). ECRs not only volunteer for some projects where accommodation and living costs
are covered, but also participate in pay-to-volunteer projects. (De Vos et al., 2023). Between
2000 and 2021, the number of entry-level jobs that were described as unpaid, voluntary,
requiring entry fees, with stipends or paying below minimum wage in marine sciences ranged
between 33% and 55% (Osiecka et al., 2021; Whitaker, 2003; Jensen et al., 2021).
Such practices can lead to underestimating the work and undervaluing the project (Kreuser,
Bishop, Meyer-Gutbrod, 2023).

Factor #2: Workload and Stress - The demanding nature of marine research, combined
with competition for funding, publication pressures and interdisciplinary work, contribute to
significant stress and burnout (Andrews, et al., 2020).

Factor #3: Workplace Environment - Discrimination, abuse, and exclusivity in the
workplace negatively impact job satisfaction. Women and non-binary individuals report higher
levels of dissatisfaction (Osiecka et al., 2022). Christian et al. (2020) list factors that influence
workplace culture that also affect job satisfaction and research quality. These factors may
include job insecurity, workplace culture, mentoring, and questionable research practices
(Christian, 2020).

Factor #4: Career Advancement Challenges - Limited career opportunities and lack of
integration into research workflows discourage ECRs. The transient nature of postdoctoral
positions and perceived career stagnation contribute to dissatisfaction. On the other hand,
the faction assumes that the adversities faced by ECRs can shape a workforce that is both more
resilient and innovative, because those who persevere may be more committed to fixing the
systemic challenges common to the discipline (Constable, 2014; Brasier, 2020; Conroy 2020).

Factor #5: Limited Funding and Job Insecurity - Securing sustainable funding is
a pervasive struggle for ECRs. The competitive nature of grant systems requires significant
time and effort, often drawing away from real research activities. This environment fosters job
insecurity, as positions are often dependent on short-term grants. The study found that almost
half of the researchers surveyed left academia within ten years of their first publication,
with both men and women showing similar rates of attrition (Coddington, 2024).

Factor #6: Lack of Institutional Support and Mentorship - Inadequate institutional
support for personal and professional development, and limited mentoring. An imbalance
between personal and professional commitments can increase stress and hinder career
development, for example by affecting research progress and personal well-being (Andrews
et al., 2020).
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Factor #7: Competitive and Restrictive Funding Systems - The overwhelming focus on
obtaining grants often distracts researchers from conducting meaningful research.
This disconnect can lead to frustration and decreased motivation. The highly competitive nature
of grant funding systems requires ECRs to invest significant time in proposal writing, often at
the expense of conducting research. This environment can distract from original research
questions to more funded topics, leading to frustration and a sense of disconnect from personal
research interests. Instead, ECRs should work with Indigenous knowledge keepers, economists
and sociologists on a platform that promotes equality, diversity and inclusion, from student
recruitment to research chairs (Duke et al., 2023; Meyer-Gutbrod, Pierson, Behl, 2023).

Factor #8: Mental Health Challenges - The aforementioned challenges, such as
inadequate institutional support and frequent relocations, can contribute to isolation and mental
health problems. (Gushulak et al., 2023). The pressures of academia significantly impact mental
health. ECRs often struggle with stressors such as funding uncertainty, publication pressure,
and job instability. These factors contribute to elevated levels of anxiety and depression among
researchers. Notably, postdoctoral researchers face unique challenges, including limited
institutional support and frequent relocations, which can exacerbate feelings of isolation and
stress (Cale et al., 2023).

Factor #9: Work-Life Balance and Personal Well-being - Achieving a healthy work-life
balance is particularly challenging in marine sciences, where fieldwork demands can be
extensive. Long periods away from home and irregular work hours disrupt personal life, leading
to burnout. The transient nature of academic positions further complicates personal
commitments, making long-term planning difficult (Cale et al., 2023).

Factor #10: Gender Inequities and Harassment - Female ECRs often face additional
challenges, including unfair recruitment practices and harassment by those in management
positions. Other reports cite not only harassment but also discrimination and/or abuse in the
workplace. These issues contribute to job dissatisfaction and can lead talented researchers to
seek careers outside academia (Conroy, 2020; Johannesen et al., 2023; Maia et al., 2024; Isma,
2023; Kaikkonen et al., 2024).

Factor #11: Social and Economic Barriers - Economic strain, unpaid work,
and workplace discrimination are prevalent issues. Unpaid work often does not lead to career
advancement and is associated with workplace abuse. These factors contribute to high
dissatisfaction and burnout rates, particularly among women and non-binary individuals
(Osiecka et al., 2022; Schadeberg et al., 2022). Limited support for balancing personal and
professional commitments and ineffective supervisory support further exacerbate these issues.
The steep learning curve in interdisciplinary research adds to the pressure (Andrews et al., 2020;
Akram, Young, 2020).

Factor #12: Attraction to Industry Roles - Some ECRs pursue industry roles for enhanced
remuneration, stability, and opportunities for practical skill application. Positions in industry

may provide more tangible applications of research and development, which can be more
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appealing compared to the theoretical emphasis often found in academia (Ro, 2023).
Early-career female researchers may depart from academia due to structural and cultural
dynamics, underscoring the necessity for adaptive decision-making in academic career
trajectories (Nielsen, 2017).

Factor #13: Impact of COVID-19 - The pandemic has exacerbated pre-existing challenges
faced by marine ECRs, including social isolation, job insecurity, and increased work demands.
It has disrupted critical activities such as networking, acquiring practical experience,
and publishing, which are essential for career progression. (Schadeberg et al., 2022; Pardo,
2020; Osiecka et al., 2022).

Table 3.
Research results
Factor # Factor Description Herzberg Hygiene-Moti Category Effect
1 Being Unpaid Company Policy, Security, Status Higher dissatisfaction
2 Workload and Stress Working Conditions, Safety Higher dissatisfaction
. Interpersonal Relations, Supervision,

3 Workplace Environment Safety Higher dissatisfaction

4 Career Advancement Challenges | Achievement, recognition Lower satisfaction
Limited Funding and Job . .

S Insecurity Security, Company Policy Higher dissatisfaction
Lack of Institutional Support and .. .

6 Mentorship Supervision, Interpersonal Relations Higher dissatisfaction

- Competitive & Restrictive Company Polic
Funding Systems pany y Higher dissatisfaction

8 Mental Health Challenges Safety Higher dissatisfaction
Work-Life Balance and Personal . ..

? Well-being Working Conditions Higher dissatisfaction
Gender Inequities and .

10 Harassment Safety, Interpersonal Relations, Status Higher dissatisfaction

11 Social and Economic Barriers Status, Security, Working Conditions | Higher dissatisfaction

12 Attraction to Industry Roles Achievement, recognition Lower satisfaction

13 Impact of COVID-19 Safety, Interpersonal Relations Higher dissatisfaction

Source: own work.

The table 3 categorizes literature-review-based factors affecting employee retention using
Herzberg’s framework. The majority of 11 out of 13 factors are linked to higher dissatisfaction,
all corresponding to deficiencies in hygiene factors. Only two factors (Career Advancement
Challenges and Attraction to Industry Roles) are related to lower satisfaction, reflecting a lack
of motivators (achievement, recognition). This suggests that young professionals leave more
often due to dissatisfaction caused by safety concern, poor working conditions, policy issues,
lack of support, than simply due to unmet aspirations. Safety (6 factors), Company Policy
(4 factors), and Interpersonal Relations (4 factors) dominate, showing young staff are highly

sensitive to psychological and physical safety and bureaucratic or relational failures.
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4. Discussion

The role of young professionals in the modern economy cannot be overestimated, as their
contribution to innovation, entrepreneurship, and overall economic growth (e.g. job creation
and economic resilience) is significant. Their education equips them with the necessary skills
to manage and develop in a knowledge-based economy, making them key to future economic
development (Kurtanidze, 2022). Education strengthens the ability to critically evaluate
economic phenomena, supporting sustainable business practices (Bratasanu, 2020; Firsova
et al., 2021). Young professionals are the driving force of economic growth of cities by
attracting investments and innovations (Manuel, 2004).

There are many factors that can influence the decision of young researchers (ECRs) to leave
their jobs, such as financial, relational, and organizational factors. A negative workplace
climate, including poor relationships with superiors and colleagues, has a significant impact on
decisions to leave (Bartczak, Szymankowska, 2019; Queiri, Dwaikat, 2016). In particular,
the COVID-19 pandemic has drawn attention to work culture and work ethics, with many young
workers beginning to prioritize these aspects over material benefits (Kuzior et al., 2022).
Other factors, such as insufficient training, lack of career planning, and lack of opportunities
for professional empowerment, lead to a sense of stagnation (Queiri, Dwaikat, 2016).
Many young workers indicate that insufficient remuneration is the main reason for leaving their
positions. They also emphasize that remuneration affects job satisfaction and employee
retention (Bartczak, Szymankowska, 2019; Szymankowska, Bartczak, 2020). High turnover
among young scientists may also be caused by factors such as burnout, lack of work-life
balance, mental health problems, job dissatisfaction and the attractiveness of remote work
(Yavuz et al., 2023). Understanding these causes is crucial to retain talented young employees
in the competitive labor market (Bartczak, Szymankowska, 2019; Szymankowska, Bartczak,
2020).

Rational work organization, including workload management and a supportive
environment, is crucial. This can reduce work-related stress and promote work-life balance
(Petrova, 2023). Implementing practices such as team mindfulness, promoting physical health
and self-esteem through well-being programs can increase emotional resilience, enable young
professionals to better cope with stress, and reduce the feeling of isolation among young
employees (Nash, 2023; Petrova, 2023). The organizational culture of the company should
value relaxation and teach employees that personal time is essential to maintaining emotional
capacities, especially in demanding positions (Wigdortz, 2022). To prevent burnout among
young scientists, companies should focus on personal aspects such as psychological support,
physical well-being, self-esteem, and stress management, as well as on optimizing work

organization to achieve a balanced approach (Petrova et al., 2024).
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5. Summary

This study investigates the departure of early-career researchers (ECRs) from marine
science, a pressing issue given the pivotal role these individuals play in advancing marine
conservation and fulfilling the goals of the UN Ocean Decade (UNOD). Drawing on Herzberg’s
Two-Factor Theory of Motivation, the research identifies and categorizes the factors
contributing to this trend, aiming to better understand and address the systemic barriers that
threaten the retention of young talent in marine academia.

The analysis reveals a complex interplay of interrelated challenges driving ECRs away from
marine science. These include limited and unstable funding opportunities, job insecurity,
and the long-term impact of the 2008 global recession and the COVID-19 pandemic.
Additionally, the burden of heavy workloads, inadequate compensation, and the inability to
maintain a healthy work-life balance were found to be key contributors. Mental health concerns,
lack of career advancement opportunities, and experiences of workplace discrimination—often
shaped by gender, race, and geography—further exacerbate the issue.

This research also places the marine ECR crisis within a broader socio-economic context,
noting that youth unemployment remains high globally despite the recognized potential of
young workers to drive innovation in sustainability-related sectors. The study underscores the
urgent need for targeted support mechanisms and systemic reforms that ensure equitable, stable,
and inclusive career pathways for young marine scientists. Only by addressing these economic,
structural, and social barriers can we create a sustainable and resilient research environment

that fully harnesses the potential of the next generation of marine professionals.

References

1. Akra, S., Youn, Z. (2020). Early Career Researchers’ Experiences of Post-Maternity and
Parental Leave Provision in UK Politics and International Studies Departments: A Heads
of Department and Early Career Researcher Survey. Political Studies Review, No. 19,
pp. 58-74, doi: 10.1177/1478929920910363

2. Andrews, E., Harper, S., Cashion, T., Palacios-Abrantes, J., Blythe, J., Daly, J., Eger, S.,
Hoover, C., Talloni-Alvarez, N., The, L., Bennett, N., Epstein, G., Knott, C., Newell, S.,
Whitney, C. (2020). Supporting early career researchers: insights from interdisciplinary
marine scientists. ICES Journal of Marine Science, Vol. 77, Iss. 2, pp. 476-485.
doi:10.1093/icesjms/fsz247

3. Barbier, M., Reitz, A., Pabortsava, K., Wolfl, A.C., Hahn, T., Whoriskey, F. (2018). Ethical

recommendations for ocean observation. Advances in Geosciences, No. 45, pp. 343-361.


https://doi.org/10.1177/1478929920910363
https://doi.org/10.1093/icesjms/fsz247
https://doi.org/10.1093/icesjms/fsz247

202 K. Osiecka-Brzeska

10.

11.

12.

13.

14.

15.

. Bartczak, M., Szymankowska, A. (2019). Reasons for the resignation of young people

from employment. Turystyvka i Rozwdj Regionalny, No. 12, pp. 5-14. doi:
10.22630/TIRR.2019.12.13

. Bax, N., Novaglio, C., Maxwell, K.H., Meyers, K., McCann, J., Jennings, S., Frusher, S.,

Fulton, E.A, Nursey-Bray, M., Fischer, M., Anderson, K., Layton, C., Emad, G.R.,
Alexander, K.A., Rousseau, Y., Lunn, Z., Carter, C.G. (2021). Ocean resource use: building
the coastal blue economy. Reviews in Fish Biology and Fisheries, Vol. 32, No. 1, pp. 1-19.
Brasier, M., McCormack, S., Bax, N., Caccavo, J., Cavan, E., Ericson, J., Figuerola, B.,
Hancock, A., Halfter, S., Hellessey, N., Hofer, J., Puskic, P., De Oliveira, C., Subramaniam,
R., Wallis, J., Weldrick, C. (2020). Overcoming the Obstacles Faced by Early Career
Researchers in Marine Science: Lessons From the Marine Ecosystem Assessment for the
Southern Ocean. Frontiers in Marine Science, Vol. 7, doi: 10.3389/fmars.2020.00692
Brataganu, S.L. (2020). Solving the Social Problems of the Community Through the
Contribution of Social Entrepreneurship. Ovidius University Annals, Economic Sciences
Series, Ovidius University of Constantza, Faculty of Economic Sciences, No. 1, pp. 277-
282.

Byrne, M. (2006). The implications of Herzberg’s “motivation-hygiene” theory for
management in the Irish health sector. The Health Care Manager, Vol. 25, No. 1, pp. 4-11.
doi: 10.1097/00126450-200601000-00002

Cale, A.C., Gushulak, Bodmer, P., Carvalho, C.R., Gladstone-Gallagher, R.V., Lee Y.P.,
Lowman, H.E, Oguguah, N.M., Meinikmann, K., Rii, Y.M. (2023). The Silent Mental
Health and Well-Being Crisis of Early Career Researchers in Aquatic Sciences. Limnology
and Oceanography Bulletin, Vol. 32, No. 1, pp. 16-17. doi: 10.1002/1ob.10539

Cavaleri, G.L., Moreira, G.G., Mckinley, E., Christie, P., Narchi, N.E., Colonese, A.C.,
Beitl, C.M., Puniwai, N., De Oliveira, C.C., Da Silveira, 1., Harry, D., Early Capistran,
M.M. (2024). Wezwanie do zmiany kulturowej w oceanografii. Coastal Management,
Vol. 52, No. 4-5, pp. 175-187. doi: 10.1080/08920753.2024.2370214

Christian, K., Johnstone, C., Larkins, J., Wright, W., Doran, M. (2020). A survey of early-
career researchers in Australia. eLife, No. 10. doi: 10.7554/eLife.60613

Coddington, M. (2024). Technology Networks - Almost 50% of Scientists Are Leaving
Academia Within 10 Years — Here’s Why | Technology Networks Almost 50% of Scientists
Are Leaving Academia Within 10 Years — Here’s Why. Retrieved: December 15th 2024.
Conroy, G. (2020). Here’s why so many young researchers want to quit — in five graphs,
Passion is not enough, www.nature.com/nature-index/news/heres-why-so-many-young-
researchers-want-to-quit-in-five-graphs, 7 August 2020. Retrieved: December 15th, 2024.
Conroy, G. (2020). Here’s why so many young researchers want to quit — in five graphs.
Passion is not enough. 7 August 2020, www.nature.com.

Constable, S. (2014). Where Do We Stand and Where Can We Go? Marine CSEM, doi:
10.3997/2214-4609.20140548


https://ideas.repec.org/a/ovi/oviste/vxxy2020i1p277-282.html
https://ideas.repec.org/a/ovi/oviste/vxxy2020i1p277-282.html
https://ideas.repec.org/s/ovi/oviste.html
https://ideas.repec.org/s/ovi/oviste.html
https://aslopubs.onlinelibrary.wiley.com/authored-by/Gushulak/Cale+A.+C.
https://aslopubs.onlinelibrary.wiley.com/authored-by/Bodmer/Pascal
https://aslopubs.onlinelibrary.wiley.com/authored-by/Carvalho/Carolinne+R.
https://aslopubs.onlinelibrary.wiley.com/authored-by/Gladstone%E2%80%90Gallagher/Rebecca+V.
https://aslopubs.onlinelibrary.wiley.com/authored-by/Lee/Ying+Ping
https://aslopubs.onlinelibrary.wiley.com/authored-by/Lowman/Heili+E.
https://aslopubs.onlinelibrary.wiley.com/authored-by/Lowman/Heili+E.
https://aslopubs.onlinelibrary.wiley.com/authored-by/Oguguah/Ngozi+M.
https://aslopubs.onlinelibrary.wiley.com/authored-by/Meinikmann/Karin
https://aslopubs.onlinelibrary.wiley.com/authored-by/Rii/Yoshimi+M.
https://doi.org/10.1002/lob.10539
https://doi.org/10.1080/08920753.2024.2370214
https://doi.org/10.7554/eLife.60613
https://www.technologynetworks.com/cancer-research/articles/almost-50-of-scientists-are-leaving-academia-within-10-years-heres-why-392021?utm_source=chatgpt.com
https://www.technologynetworks.com/cancer-research/articles/almost-50-of-scientists-are-leaving-academia-within-10-years-heres-why-392021?utm_source=chatgpt.com
https://www.technologynetworks.com/cancer-research/articles/almost-50-of-scientists-are-leaving-academia-within-10-years-heres-why-392021?utm_source=chatgpt.com
http://www.nature.com/nature-index/news/heres-why-so-many-young-researchers-want-to-quit-in-five-graphs
http://www.nature.com/nature-index/news/heres-why-so-many-young-researchers-want-to-quit-in-five-graphs
https://www.nature.com/nature-index/news/heres-why-so-many-young-researchers-want-to-quit-in-five-graphs?utm_source=chatgpt.com

Loss of young marine specialists... 203

16.

17.

18.

19.

20.

21.

22

23.

24.

25.

26.

De Vos, A., Cambronero-Solano, S., Mangubhai, S., Nefdt, L., Woodall, L. C., Stefanoudis,
P.V. (2023). Towards equity and justice in ocean sciences. Npj Ocean Sustainability,
Vol. 2, No. 1.

Duke, P.J., Richaud, B., Arruda, R., Langer, J., Schuler, K., Gooya, P., Ahmed, M.M.M,
Miller, M.R., Braybrook, C.A., Kam, K., Piunno, R., Sezginer, Y., Nickoloff, G., Franco,
A.C. (2023). Canada's marine carbon sink: an early career perspective on the state of
research and existing knowledge gaps. FACETS, No. 8, pp. 1-21. doi: 10.1139/facets-2022-
0214

Firsova, 1., Lukashenko, S., Azarova, P. (2021). The Socio-economic Importance of
Education in a Knowledge-Based Economy. In: Frontier Information Technology and
Systems Research in Cooperative Economics (pp. 231-238). doi: 10.1007/978-3-030-
57831-2 24

Giakoumi, S., Pita, C., Coll, M., Fraschetti, S., Gissi, E., Katara, 1., Lloret-Lloret, E., Rossi,
F., Portman, M., Steizenmdiiller, V., Micheli, F. (2021). Persistent gender bias in marine
science and conservation calls for action to achieve equity. Biological Conservation,
No. 257, pp. 109-134.

Higgason, K.D., Brown, M. (2009). Local solutions to manage the effects of global climate
change on a marine ecosystem: a process guide for marine resource managers. /CES Journal
of Marine Science, No. 66, pp. 1640-1646.

Isma, L.M., Bernard, M.L., Layton, J., Santana, R., Wilkins, K.W., Nembhard, D. (2023).
Black women in ocean science: Barriers to advancement and strategies to move forward.
Oceanography, Vol. 36, No. 4, pp. 56-59, doi: 10.5670/oceanog.2024.129

. Jaffar, H.S., Munir, A., Waqgas, M. (2024). Assessing the Impact of Herzberg’s Two-Factor

Motivation Theory on Job Satisfaction: A Study of Employees in the Punjab Healthcare
Commission. Sustainable Business and Society in Emerging Economies, Vol. 6, No. 3,
pp. 469-480. doi: 10.26710/sbsee.v613.3148

Jensen, A.J., Bombaci, S.P., Gigliotti, L.C., Harris, S.N., Marneweck, C.J., Muthersbaugh,
M.S., Newman, B.A., Rodriguez, S.L., Saldo, E.A., Shute, K.E. et al. (2021). Attracting
diverse students to field experiences requires adequate pay, flexibility, and inclusion.
BioScience, Vol. 71, No. 7, pp. 757-770. doi: 10.1093/biosci/biab039

Johannesen, E., Barz, F., Dankel, D., Kraak, S. (2023). Gender and early career status:
variables of participation at an international marine science conference. /CES Journal of
Marine Science, Vol. 80, Iss. 4, pp. 1016-1027. doi: 10.1093/icesjms/fsad028

Kaikkonen, L., Shellock, R.J., Selim, S.A. (2024). Fostering diversity, equity, and inclusion
in interdisciplinary marine science. Authorea, March 15th  2024. doi:
10.22541/au.171052473.32741331/v1

Kreuser, A.M., Bishop, A.L., Meyer-Gutbrod, E.L. (2023). Unpaid Internships Are
a Barrier to Diverse and Equitable Recruitment in Marine Science. Oceanography, Vol. 36,
No. 2/3, pp. 222-226. doi: 10.5670/oceanog.2023.201


https://doi.org/10.1139/facets-2022-0214
https://doi.org/10.1139/facets-2022-0214
https://doi.org/10.5670/oceanog.2024.129
https://doi.org/10.22541/au.171052473.32741331/v1
https://doi.org/10.5670/oceanog.2023.201

204 K. Osiecka-Brzeska

27.

28.

29.

30.

31.

32.

33.

34.

35.

36.

37.

38.

39.

Kurtanidze, M. (2022). The Impact of Education on the Formation of Business Mentality
among Young People. FEkonomika, Vol. 105, Nos. 4-5, pp. 229-238. doi:
10.36962/ecs105/4-5/2022-217

Kuzior, A., Kettler, K., Rab, L. (2022). Great Resignation - Ethical, Cultural, Relational,
and Personal Dimensions of Generation Y and Z Employees’ Engagement. Sustainability,
Vol. 14, No. 11, p. 6764. doi: 10.3390/sul4116764

Maia, M.C., Lamego, G., Elliff, C.I., Elliff, C.I., Favero, J.M., Leonel, J., Marcolin, C.R.
(2024). Harassment and bullying aboard: Impacts of gender inequality on ocean
professionals. Marine Policy, Vol. 160, p. 105946.

Manuel, J., Belbute, M., de Sousa, M.R. (2004). Literacia Econdmica entre alunos
Universitarios. Economics Working Papers 6/2004. University of Evora, Department of
Economics.

Meyer-Gutbrod, E.L., Pierson, J.J., Behl, M. (2023). Community perspectives on justice,
equity, diversity, and inclusion in ocean sciences: A town hall discussion. Oceanography,
Vol. 36, No. 1, pp. 67-73. doi: 10.5670/oceanog.2023.106.

Mitsakis, M., Galanski, M. (2022). An Empirical Examination of Herzberg’s Theory in the
21st Century Workplace. Organizational Psychology Re-Examined. Psychology, Vol. 13,
No. 2, pp. 264-272. doi: 10.4236/psych.2022.132015

Nielsen, M. (2017). Reasons for Leaving the Academy: a Case Study on the ‘Opt Out’
Phenomenon among Younger Female Researchers. Gender, Work and Organization,
No. 24, pp. 134-155. doi: 10.1111/GWAO.12151

Nyame-Mireku, M.N. (2012). Determinants of job satisfaction among hospital pharmacists
and their intent to leave using herzberg’s two-factor theory.

Oliveira, D.S., Balbino, C.M., Ribeiro, C.T., Ramos, R., Sepp, V.J., Loureiro, L.H. (2023).
Frederick Herzberg and the Theory of the Two Factors in the contribution to the prevention
of absenteeism at work. Cuadernos de Educacion y Desarrollo, Vol. 15, No. 12, pp. 17557-
17569. doi:10.55905/cuadv15n12-131

Osiecka, A., Wrobel, A., Hendricks, W.I., Osiecka-Brzeska, K. (2022). Being ERC in
marine science: Results of a survey among early-career marine scientists and
conservationists. Frontiers in Marine Science, Vol. 9. doi: 10.3389/fmars.2022.835692
Osiecka, A.N., Quer, S., Wrobel, A., Osiecka-Brzeska, K. (2021). Unpaid work in marine
science: A snapshot of the early-career job market. Frontiers in Marine Science Vol. 8,
p. 690163. doi: 10.3389/fmars.2021.690163

Osterblum, H., Wabnitz, C.C., Tladi, D., Allison, E., Arnaud-Haond, S., Bebbington, J.
et al. (2020). Towards ocean equity. working paper of the high level panel for a sustainable
ocean economy. Washington, DC: World Resources Institute. Available at:
https://hdl.handle.net/20.500.12348/4486.

Pardo, J., Ramon, D., Stefanelli-Silva, G., Elegbede, 1., Lima, L., Principe, S. (2020).

Advancing Through the Pandemic From the Perspective of Marine Graduate Researchers:


https://doi.org/10.5670/oceanog.2023.106
https://doi.org/10.1111/GWAO.12151
https://doi.org/10.3389/fmars.2021.690163
https://hdl.handle.net/20.500.12348/4486

Loss of young marine specialists... 205

40.

41.

42.

43.

44,

45.

46.

47.

48.

49.

50.

51.

52.

53.

Challenges, Solutions, and Opportunities. Frontiers in Marine Science, Vol. 7. doi:
10.3389/fmars.2020.00528

Petrova, J., Berger, E., Salvisberg, D., Koselerli, E., Haupt, S., Meco, C.B. (2024). Impact
of Burnout on Anaesthesiologists. Turkish Journal of Anaesthesiology and Reanimation,
Vol. 52, No. 2, pp. 54-59. doi: 10.4274/tjar.2024.241565

Petrova, N.G. (2023). Prevention and correction of emotional burnout syndrome in medical
workers and teachers. Terapevt, Iss. 1, pp. 37-51. doi: 10.33920/med-12-2301-05.

Queiri, A., Dwaikat, N. (2016). Factors Affecting Generation Y Employees’ Intention to
Quit in Malaysian’s Business Process Outsourcing Sector. Journal of Sustainable
Development, Vol. 9, No. 2, pp. 78-92. doi: 10.5539/JSD.VON2P78

Ro, C. (2023). Boomerang academics: why we left academia for industry, but then came
back; A move from one sector to another isn’t a one-way street. Researchers who have
pivoted between the two explain why. Nature, Vol. 27, September 2023.

Satterthwaite, E.V., Komyakova, V, Erazo, N.G., Gammage, L., Juma, G.A., Kelly, R.
etal. (2022). Five actionable pillars to engage the next generation of leaders in the co-design
of transformative ocean solutions. PLoS Biol, Vol. 20, No. 10, pp. ¢3001832. doi:
10.1371/journal.pbio.3001832.

Schadeberg, A., Ford, E., Wieczorek, A.M., Gammage, L.C., Lopez-Acosta, M., Buselic,
I., Dermastia, T.T., Fontela, M., Galobart, C., Llopis Monferrer, N., Lubo$ny, M., Piarulli,
S., Suaria, G. (2022). Productivity, pressure, and new perspectives: impacts of the
COVID-19 pandemic on marine early-career researchers. ICES Journal of Marine Science,
Vol. 79, Iss. 8, pp. 2298-2310. doi: 10.1093/icesjms/fsac167

Schneider, D., Harknett, K. (2023). Why Are Young Workers Leaving Their Jobs? Research
Brief. Harvard Kennedy School, March 2023, Job Leavers_Brief.pdf.

Selim, Y., Melike, B. (2023). Unraveling the great resignation: a comprehensive literature
review on the workforce exodus phenomenon. Journal of Business, Economics and
Finance. doi: 10.17261/pressacademia.2023.1793

Srinivasan, M. (2018). Marine Mammal Science Without Borders. Aquatic Mammals,
No. 44, p. 736.

Statistics Explained (europa.eu).

Szymankowska, A., Bartczak, M. (2020). Prevention of young employees leaving an
organization — research results. Journal of Modern Science, Vol. 44, No. I, pp. 107-124.
doi: 10.13166/JMS/125591

Thompson, L., Perez, R.C., Shevenell, A.E. (2011). Closed ranks in oceanography. Nature
Geoscience, Vol. 4, No. 4, pp. 211-212.

Tranfield, D., Denyer, D., Smart, P. (2003). A systematic review of literature on off shoring
of value chain activities. British Journal of Management, Vol. 14, No. 3, pp. 207-222.
Vijayakumar, V.S.R., Saxena, U. (2015). Herzberg Revisited: Dimensionality and
Structural Invariance of Herzberg’s Two Factor Model. Journal of the Indian Academy of


https://doi.org/10.3389/fmars.2020.00528
https://doi.org/10.3389/fmars.2020.00528
https://www.nature.com/articles/d41586-023-03000-x?utm_source=chatgpt.com
https://doi.org/10.1371/journal.pbio.3001832
https://doi.org/10.1371/journal.pbio.3001832
https://doi.org/10.1093/icesjms/fsac167

206 K. Osiecka-Brzeska

Applied Psychology, Vol. 41, No. 2, p. 291. https://www.questia.com/library/journal/1P3-
4017249561/herzberg-revisited-dimensionality-and-structural

54. Whitaker, D.M. (2003). The use of full-time volunteersand interns by natural-resource
professionals. Conservation Biology, Vol. 17, No. I, pp. 330-333. doi: 10.1046/.1523-
1739.2003.01503.x

55. Wigdortz, B. (2022). Five ways early years professionals can protect their wellbeing.
Early Years Educator, Vol. 23, No. 17. doi: 10.12968/eyed.2022.23.17.8.

56. Yeung W.-J. J., Yang, Y. (2020). Labor Market Uncertainties for Youth and Young Adults:
An International Perspective. The ANNALS of the American Academy of Political and
Social Science, Vol. 688, No. 1, pp. 7-19. doi: 10.1177/0002716220913487

57. Youth unemployment - Statistics Explained (europa.eu).


https://doi.org/10.1046/j.1523-1739.2003.01503.x
https://doi.org/10.1046/j.1523-1739.2003.01503.x
https://doi.org/10.1177/0002716220913487

