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Whatis the transdiscipline of Informing Science?
What is Informing Science: here is an hour long video introduction by Prof. T. Grandon Gill, presented at
InSITE 2011 in Novi Saad, Serbia, and two books that are available online for free viewing and
downloading of their PDFs:

* Informing Science Volume One: Concepts and Systems, and

sInforming Science Volume Two: Design and Research Issues

Lastly, in 2009 I wrote the paper A Philosophy of Informing Science.

Whatis the journal Informing Science?

The journal Informing Science: the international journal of an emerging transdiscipline especially
welcomes papers that bring together and cross the research heritage and epistemologies on finding better
ways to inform from diverse fields including technology, psychology, brain science, information
science, and other diverse disciplines and the application of these ways to finding better ways to inform
to client disciplines such as health care, government, and education. The journal welcomes conceptual,
theoretical and empirical contributions. The ideal paper builds on existing research not only in the
author's own discipline but also from the transdiscipline of Informing Science.

All submissions and reviewing is done online using the Informing Science Institute Paper Review
System. Manuscripts are submitted online and reviewed electronically using our article submission
management system. For this reason, all authors and co-authors need to obtain an ISI colleague account,
available at http://Join.InformingScience.org .

We provide our published authors with both a quality print publication and the widespread readership
that comes from publishing all articles online within a few weeks of acceptance. This approach ensures
that published works are read and cited by the widest possible audience.

Mission

Informing Science: the International Journal of an Emerging Transdiscipline is the principal channel for
sharing knowledge about and encouraging interest in informing across a diverse body of researchers
drawn from many disciplines and nations.

The academically peer refereed journal Informing Science endeavors to provide an understanding of the
complexities in informing clientele. Fields from information systems, library science, journalism in all
its forms to education all contribute to this science. These fields, which developed independently and
have been researched in separate disciplines, are evolving to form a new transdiscipline, Informing
Science.

Informing Science publishes articles that provide insights into the nature, function and design of systems
that inform clients. Authors may use epistemologies from engineering, computer science, education,
psychology, business, anthropology, and such. The ideal paper will serve to inform fellow researchers,
perhaps from other fields, of contributions to this area.
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THE TRANSLATIONAL LEARNING ECOSYSTEM

Gaetano R. Lotrecchiano®
George Washington University, Washington, DC, USA
Marie Norman
University of Pittsburgh, Pittsburgh, PA, USA

ABSTRACT

/Aim/Purpose In this paper we propose an ecosystem for translational learning that combines core\
learning principles with a multilevel construct that embraces the tenets of translational research, namely,
teaming, translating, and implementing. The goal of the paper is to argue that knowledge of learning
sciences is essential at individual, team, and organizational levels in the translational science enterprise.

Background The two decades that we can now call the translational era of health and medicine have not
been without challenges. Many inroads have been made in navigating how scientific teaming, translating
knowledge across the health spectrum, and implementing change to our health systems, policies, and
interventions can serve our changing global environment. These changes to the traditional health science
enterprise require new ways of understanding knowledge, forging relationships, and managing this new
tradition of science. Competency requirements that have become important to the enterprise are
dependent on a deep understanding about how people learn as individuals, in teams, and within
organizations and systems.

Methodology An individual, team, and organizational conceptual framework for learning in translational
ecosystems is developed drawing on the learning science literature, a synthesis of 9 key learning
principles and integrated with core competencies for translational science.

Contribution / Findings The translational learning ecosystem is a means by which to understand how
translational science competencies can be reinforced by core learning principles as teaming, translating,
and implementation intersect as part of the translational

science enterprise.

Recommendations for Practitioners This paper connects learning science to tailored principles in a
simplified way so that those working translational science with less knowledge of theories of learning and
pedagogy may be able to access it in a clear and concise way.

Recommendations for Researchers This paper provides a framework for researchers who engage in
the education of translational scientists as well as those who are charged with training new scientists in an
emerging field critical to health and medicine.

Impact on Society This paper allows for greater inclusion of learning science as a critical aspect of the
sciences that seek to help move discovery and research to policy and social impact.

Future Research The translational ecosystem described can serve to expand how teaching and learning
\impact scientific advances. In addition, it serves as a means in which to understand the impact of learning /
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on micro, meso, and macro levels.

Keywords ecosystem, pedagogy, team science, implementation, translation, learning science

INTRODUCTION

Translational science grew out of the realization that important bench research was not efficiently
making its way into clinical practice and thus not improving the health of individuals and populations as
itcould and should (Austin, 2018; Zerhouni, 2003). Scholars have commented on the fact that improving
the translation process has proven far more complicated than initially conceived because, as Braithwaite
et al. (2018) point out, “The health system is probabilistic and stochastic, not deterministic and causal”
and depends at all stages on human systems distinguished by uncertainty, illogic, and unpredictability (p.
3). Translational research, thus, is a tricky enterprise, requiring the best and most nuanced science,
conducted by interdisciplinary teams skilled at navigating complexity, engaging diverse perspectives,
and thinking outside the box. Conducting and supporting such nuanced, boundary-defying research and
application for downstream impact requires that those dedicated to clinical and translational science
work where scientific exploration is accompanied by lifelong learning. This is where the learning
sciences can significantly advance the success of discovery, application, and dissemination (Norman &
Lotrecchiano, 2021).

Translational science requires a deep knowledge of how people, whether individually or in teams and
organizations, learn and potentially change as they learn, unlearn, and relearn the traditional research
enterprise (B. F. Jones et al., 2008; Wuchty et al., 2007). Decades of research on the mechanisms and
conditions that promote deep, flexible, and effective learning have not made their way to the forefront of
the translational science movement. Instead, discussions about learning are often circumscribed,
delegated primarily to the context of classroom teaching and training with little regard for the flexible
and agile skills necessary to operate within the “the new youngest science, with boundless promise to
transform science and medicine” (Austin, 2018, p. 456). We believe, however, that an understanding of
the learning sciences has the potential not only to improve the training of the next generation of
researchers and practitioners but also to significantly enhance the collaborative skills of individuals in
teams and the organizational systems in which they work. After all, because interdisciplinary researchers
must constantly teach and learn from one another, teaching and learning infuse everything translational
researchers do, from bench to bedside to storefront. An understanding of learning research and its core
principles should thus be central, not peripheral, to the work of translational researchers and
practitioners (Seyhan, 2019).

The term ‘learning sciences’ refers to an interdisciplinary field of scholarship that explores the mech
anisms by which learning occurs and identifies practices that facilitate learning (P. Brown et al., 2014;
Sawyer, 2014; Sommerhoff et al., 2018). The learning sciences draw on a diverse set of including
cognitive and developmental psychology, neuroscience, computer science, sociology, and anthropology
(Ambrose et al., 2010). In addition to challenging long-standing myths about teaching and learning (A.
Brown & Kaminske, 2018; Nancekivell et al., 2020; Norman & Riener & Willingham, 2010), the
learning sciences distill research on learning into principles and strategies to enhance teaching. Not
incidentally, the learning sciences have evolved over much the same timeframe as translational science,
tackling the same problem (bringing research into practice)in a different sphere, and grappling with
many of the same issues, e.g., promoting innovation within large and often hide-bound systems and
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creating inclusive and welcoming environments that foster intellectual risk-taking and interdisciplinary
exchange. In a previous article (Norman 2021), we identify a set of key learning principles we believe
are directly applicable in the roles of translational research. These principles synthesize halfa century of
research on how learning works (Ambrose et al., 2010). They are not specific to any discipline or student
level and, thus, apply across learning contexts and modalities. Moreover, they are sufficiently broad
enough to encompass new discoveries and formulations. For simplicity, these principles can be
organized three categories: acquisition and integration of knowledge, social and emotional components
of learning, and elements of skill-building. While we explore the principles themselves elsewhere
(Norman & Lotrecchiano, 2021), our goal in this paper is to bring attention to the central role of learning
across the translational enterprise and, thus, the critical role the learning sciences can work, not just in
traditional classroom and training settings but also on research teams and across organizations. We
outline the role of learning on the individual, team, and organizational levels within the translational
learning ecosystem, demonstrate the relevance of learning principles as they apply to these three levels,
and argue that learning science is foundational to the success of the translational science movement and
is, in fact, the ultimate translational science.

THE TRANSLATIONALLEARNING LANDSCAPE

Learners in the clinical translational setting are already sophisticated, highly trained individuals and are
fully vetted in their own disciplines. These learners have a multitude of professional goals that are often
complex and dependent on more than simply learning new tasks. Instructors come from a range of
backgrounds from medicine to social work, from statistics to the humanities, and from clinical practice
to philosophy. They themselves are typically trained in one area though they are often asked to
supplement their own training with cross-disciplinary perspectives where they sometimes struggle. And
unlike traditional education, these instructors possess a variety of roles from tenured faculty at
universities, to clinical posts, to staff positions and community stakeholders, each their own brand of
expertise. Duration and time variations range from full degree programs to short professional
workshops, face-to-face, hybrid, and online sessions. These often target learning praxis where theory
and practice interface in clinical application, laboratory training and mentoring, technical and social
skill training, disciplinary and cross-disciplinary studies, individual and teamtaught modules. These
different modalities all constitute a complex array of environments where clinical and translational
workforce are involved.

For individuals, the translational learning landscape requires a commitment to human intrapersonal and
interpersonal competency-building with a predisposition to lifelong learning (Senge, 2006). The tudes,
behaviors, and cognitions are intentional alterations that allow one to be receptive to tion and change
(Garvin et al., 2008). At times, individuals will be required to commit to learning about new ways of
leading and managing, communicating, problem solving, and most importantly serving as a conduit for
building trust into the translational science system (Uhl-Bien et al., 2007).

For teams, whether research teams or administrative units, they represent a microcosm of a learning
organization and the working unit by which organizations learn and adapt (Lotrecchiano, 2011).
Because the best and most nuanced translational science requires teams skilled at navigating complexity,
engaging diverse perspectives, and thinking outside the box (Zerhouni, 2003), our goal should be
fostering learning teams that are the direct product of learning organizations and thus are nurtured and
supported by environments that see knowledge as the true mediator in translational science. In other
words, groups perform both taskwork and teamwork to ensure that attitudes, behaviors, and cognition
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are calibrated to ensure designed outcomes and goals are achieved (Garvin et al., 2008).

For organizations, the question of how to foster institutions that prioritize learning, adaptation, and
agility has been addressed in the literature on complexity leadership and continues to be a concern in the
team science literature (G. Jones, 2000). It promotes a departure from the leader-centric notion of
influence typical of the manufacturing economy with its emphasis on leader characteristics and
relationship with workers to the adoption and management of emergent and ments and systems that
typify the knowledge and information economy that dominates the 21st century (Fiore, 2012; Fischer,
2000). Complex and distributed leadership models reorient organizations and teams around knowledge,
learning, and flexibility (Fiore, 2012; Lotrecchiano et al., 2020; 2020). Individuals, groups, and
organizations serve as unique components of entire systems and thus leadership is more so the influence
over processes rather than people and things (McHale et al., 2019).

First, we acknowledge that, as described, clinical translational efforts are intrinsically dependent on
learning on the individual, team, and organizational levels. Thus, we need to consider different types of
learning—applied, academic, scholarly, and social— as equal partners in the same ecosystem. Instead of
applying complex techniques to this ‘new vision’ for learning in the clinical translational landscape, we
find it more appropriate to speak from the position of competence needed to accomplish these goals. As
such, we draw the basic competencies found in translational, team, and implementation sciences as
guiding foundational tenets as we describe how core learning principles are used within it (Achtenhagen
etal., 2003; Northouse, 2007; Uhl-Bien et al., 2007). These, coupled with definitions and examples, are
needed so that those less versed in learning science can embrace what is known from it while they
equally apply their expertise to the scientific tasks at hand (Seyhan, 2019).

Second, to accomplish what we have stated in the last points, there is a need to simplify the otherwise
complex tablature of educational theory and practice in the clinical translational setting. Teaching is a
reflective practice requiring continual self-awareness, reflexivity with one’s environment, and an acute
recognition of how one’s positionality to issues and problems affects their conscious scious bias
(Volberda, 1996). We have chosen to be specific and to highlight teaching and learning principles based
on their applicability to Clinical and Translational Science (CTS) using enduring principles that can be
applied to the micro, meso, and macro levels, backed up by self-reflection questions for instructors and
learners to utilize in their own contexts as they seek to apply the principles. These questions will allow
those who generally do not embrace an evidence-based learning approach to adopt practices quickly and
easily in their work that will contribute to better decision making about instructional content and the
development of more inherently sound learning environments.

Third, we provide insight into how understanding the multilevel nature of clinical and translational
learning environments provides insights into the unique character of a translational learning tem.
Learning principles are applicable to individual, team, and organizational functions. adaptation are key
when working across the sciences and across the multiple layers of an enterprise. Our approach
addresses this multilevel environment, thus addressing how learning is central to all aspects of the
translational science enterprise.

A learning ecosystem for translational research (Figure 1) recognizes the need for individuals, teams,
and organizations to embrace the core processes of translation, teaming, and implementation, all of
which require learning and change as part of their contribution to enhancing and affecting health and
health systems (Schwandt & Gorman, 2004) and are higher order learning activities. These represent the

Informing Science: The International Journal of an Emerging Transdiscipline (Volume - 28, Issue - 3, sep - Dec 2025) Page No. 4



Online ISSN: 1521-4672 Print ISSN: 1547-9684

functional and transformational elements that make translational science unique and support the goals

of this “newest youngest science” charged with developing “new pathways” (Austin, 2018; Zerhouni,
2003). By the intersection of these contributing core disciplines, five grounding domains of competence
are key to successful engagement within the translational learning ecosystem that go beyond mere
cognition but also include social and humanistic lifelong learning principles. These are facilitating team
affect (or bonding), team communications, the management of research teams, collaborative problem
solving, and leadership (Lotrecchiano etal., 2020).

Each of these domains has both individual, team, and organizational components and represents the
catalysts for teaching and learning, namely, prior knowledge, the organization of knowledge,
motivation, mastery, practice and feedback, cognitive load, climate, and metacognition (Figure 1).
Critical to achieving the goals of this multilevel learning system requires a deep knowledge of these
learning principles that, once understood, will assist in ensuring that the goals of the translational science
community can be met using sound learning science. To extrapolate these principles, we provide an
overview of these core principles, applications on the individual, team, and organizational levels,
reflective questions about how one might apply each principle, and implications for the overall
ecosystem.

Developmental
Stage

Teaming Implementing

Cogpnitive Load

Prier Knowledge

Metacognation

Organization of . Climate
Knowledge Translating

Figure 1. The Translational Learning EcoSystem

THE TRANSLATIONALLEARNING ECOSYSTEM

We utilize the term ecosystem in a way that has been adopted not only in learning but also across several
fields to describe the complex arrangement of efforts within translational science. “A learning
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ecosystem is a system of people, content, technology, culture, and strategy, existing both within and
outside of an organization, all of which has an impact on both the formal and informal learning that goes
on in that organization” (Eudy, 2018). Much emphasis has been placed on the psychological and
cognitive properties of learning in individuals (Center for Leading Innovation & Collaboration, 2021);
indeed, most conceptualize learning as an individual level vocation. However, proaches to learning have
emerged that are more highly steeped in group and social learning, emphasizing that learning requires
social grounding and interactions within groups (Moore & Khan, 2020). Others have even promoted that
life-long learning has sensemaking properties that require one to constantly problem solve through the
culmination of (a) cues or information from one’s environment that act as triggers or that signify that
meaning is required; (b) a framework or knowledge structure (Klein et al., 2020; Lotrecchiano et al.,
2016; McAllister, 1995; Schon, 1987; Weick, 1995) that includes a set of elements, rules, or values that
have served as a guide to understanding; and (c) a relationship, or script, that links the new information to
the framework, all of which would suggest that learning in an interactive engagement with one’s
surroundings and the entire environment in which they interact on emotional, behavioral, cognitive, and
humanistic levels (Schwandt, 2005). Unlike oversimplified constructions of learning, here, making
‘sense’ of the world and applying one’s interpretation are matters of grounded identity, retrospection,
awareness of one’s environment, through social, ongoing, focused cues that are driven more by
plausibility than accuracy (Jain et 2010). Table 1 serves as a means of organizing core learning principles
as they apply to different levels of the translational environment, along with universal reflective
questions for instructors and learners, as well as the implications of the principles to impact the overall
ecosystem.
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DISCUSSION

Translational research, team science, and implementation science share a core reliance on ongoing,
multi-dimensional, distributed learning. Moreover, the history of these pursuits and of education have
moved on parallel tracks, shifting increasingly towards a team orientation, geographical distribution,
technological mediation, attention to “soft” skills, and a mandate for diversity, equity, and inclusion. As
such, these enterprises have much to learn from and teach one another. It is our contention that the
principles of learning — rarely brought to the forefront of consideration in translational science
discussions — underlie essential facets of learning at the individual, team, and organizational levels and
in all aspects of translational research, team science, and implementation science. Moreover, as the
individual competency domains necessary to ensure productive, satisfying teamwork and agile
organizations become more clearly defined in the literature (Uhl-Bien et al., 2007), the mechanisms by
which we acquire these competencies and teach them to others will become more salient.

As demonstrated, there is much that learning science offers to translational research. This includes a
deep understanding of the psychology of motivation, recognition of how new knowledge builds on prior
knowledge, and strategies for shaping our work environments to foster inclusive learning. The learning
sciences explain why the way we organize knowledge influences how we are equipped to use it, whether
working alone or in teams, how feedback can be most effective, and how enlisting the cycle of
metacognition more intentionally can make us more reflective and adaptive as learners. A deep
understanding of the learning sciences and its explication of the core mechanisms of learning can
illuminate learning at all the levels — individual, team, and organization — explored here, helping us to
become more effective teachers, mentors, team members, and administrators and positioning our
students, teams, and organizations for the rapid evolution and innovation required of our fast-changing,
complex world.

STUDY HIGHLIGHTS

In this paper, we have sought to connect the learning sciences with translational science. We have tried to
tailor the principles we have extracted from voluminous scholarship in the learning sciences to fit the
contexts in which translational learning occurs, and we have attempted to simplify those paring them
down to make them accessible and useful to people outside education. We have argued that, because
learning is the ultimate translational science, learning sciences are tailor-made for the most essential
goals of translational science, and it is time we made better use of this rich and relevant literature. The
argument we make is based on the following key points.

* Learning is intrinsically linked to translation, teaming, and implementation in the clinical translational
enterprise.

* The integration of learning science is critical to the success of the clinical translational enterprise.

* The clinical translational enterprise needs to give equal attention to learning on the individual, team,
and organizations level to maximize success.

CONCLUSION

We hope this article will consolidate the understanding of and provide a shared vocabulary for those
already engaged in explicitly educational work and familiar with the learning sciences, while at the same
time using the learning sciences to shed new light on the translational landscape, where learning
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constantly unfolds yet learning research has rarely been applied. We offer this as the beginning of what
we hope will be a long and fruitful discussion about avenues to foster learning in all aspects of
translational science.
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ABSTRACT

[Aim/Purpose The study aims to examine the mediating role of job motivation and affective and\
normative commitment on the relationship between perceived organizational support (POS) and job
turnover intention. .

Background POS refers to employees’ beliefs and perceptions concerning the extent to which the
organization values their contributions, cares about their well-being, and fulfils their socio-emotional
needs. To date, research has shown that employee turnover is a complex construct resulting from the
interplay of both individual and organizational variables, such as motivation and climate. POS, job
motivation, affective and normative organizational commitment, and turnover intentions. .

Methodology An individual, team, and organizational conceptual framework for learning in translational
ecosystems is developed drawing on the learning science literature, a synthesis of 9 key learning
principles and integrated with core competencies for translational science.

Contribution / Findings Specifically, in this research, we aim at examining (i) the indirect effect of POS
on turnover intention via (ii) job motivation and (iii) normative and affective Results show that high POS
is associated with high levels of job motivation and affective and normative commitment, which in turn
are negatively linked to turnover intentions.

Recommendations for Practitioners To limit employees’ turnover intentions, organizations should be
aware of the role of POS as conducive of high job motivation and, consequently, affective and normative
commitment, which, together, can serve to decrease turnover intention. To avoid turnover intention and
keep workers and employees within an organization, it is necessary to consider that POS cannot prevent
turnover intention on its own. Job motivation and organizational commitment were found to mediate POS
influence over turnover intention; therefore, it is also necessary to increase the rate of affective and
normative commitment in order to decrease turnover intention

\Recommendations for Researchers Researchers should not lose sight of the importance of studying }
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("and delving into the concept of turnover intention given that, from an organizational point of view, 1osing\

personnel means losing competencies, which need to be replaced through assessment, selection, training,
and development, processes that are often challenging and expensive.

Impact on Society Effective attention to employee needs can promote retention through motivation and
engagement, thereby reducing the intention to leave the organization. This can help to lower effective
turnover rates and mitigate the negative effects of resignations.

Future Research Future research should further investigate the role of motivation and commitment,
other than additional variables, for POS and turnover intention. Longitudinal studies and further testing
are required to verify the causal processes stemming from our model. Future research could consider
linking employees’ selfreported measures with objective data concerning turnover rates

Keywords perceived organizational support, turnover intention, job motivation, affective commitment,
normative commitment

N J
INTRODUCTION

Organizations, whether they are for profit or not, are usually facing problems related to research,
recruitment, management, and maintenance of personnel, with particular regards for those qualified
workers and employees whose contribution is fundamental for organizational efficiency (Sartori et al.,
2014, 2022). From an organizational point of view, losing personnel means losing competencies, which
need to be replaced through assessment, selection, training, and development processes that are often
challenging and expensive (Sartori & Ceschi, 2013; Sartori et al., 2018, 2022). Thinking about the very
recent phenomenon of the Great Resignation (Sull et al., 2022), loosing personnel represents a moral,
pragmatic, and social issue. For these reasons, employee turnover, defined as the rate at which
employees leave a company and are replaced by new ones, is a variable that tions should keep under
control (De Winne et al., 2018). Accordingly, much research has been conducted to investigate the
relationship between turnover intention, i.e., employees’ plans to leave their positions, and several
organizational variables, such as job satisfaction (Mobley, 1977; Tett & Meyer, 1993), job performance
(Tomietto et al., 2015), leader-member exchange (Harris et al., 2005), emotional intelligence (Brunetto
et al., 2012), organizational commitment (Galletta et al., 2011; Saeed et al., 2014) and perceived
organizational support (Dawley etal., 2010).

To date, research has shown that employee turnover is a complex construct resulting from the interplay
of both individual and organizational variables, such as motivation and climate, that still need to be
extensively described (Dawley et al., 2010). Accordingly, scholars have discussed how perceived
organizational support (POS from here on) could play a critical role on leveraging turnover intention
(Maertz et al., 2007). POS refers to employees’ beliefs and perceptions concerning the extent to which
the organization values their contributions, cares about their well-being, and fulfils their socioemotional
needs (Costantini et al., 2018; Eisenberger et al., 1986; Tomietto etal.,2019). Previous evidence showed
that POS could affect and contribute to developing job satisfaction and performance (Chen et al., 2009;
Jha, 2009; Mobley, 1977), as well as job motivation (Gillet et al., 2013) and normative and affective
commitment (Aubé etal., 2007), which are further investigated in this study.
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Indeed, based on the relationships proposed by scientific literature and further elaborated in the literature
review, the relationship between workers’ perceived organizational support and the reduction of
turnover intention is explored, passing through the individual mechanisms underlying this relationship:
work motivation and commitment. Also motivating this investigation is the fact that there is relatively
little research in the literature that has specifically examined these individual mechanisms and their
possible mediating effect on turnover intention. Therefore, we believe that our research fills an
important gap in the existing literature by examining these relationships in more detail.

In this paper we aim to report an examination of (i) the indirect effect of POS on turnover intention via (ii)
job motivation and (iii) normative and affective commitment. Precisely, we ask whether job motivation
and affective and normative commitment can mediate the effect of POS on turnover intention.
Furthermore, we ask whether, in the mediating relationship with POS and turnover intention, job
motivation predicts the level of organizational and affective commitment.

Promoting empirical knowledge on the indirect hindering effect of perceived organizational support on
turnover intention can support both organizational and the scientific aims. These pieces of knowledge
can promote the development of strategies and interventions aimed at reducing turnover in
organizations, ultimately leading to improved retention and productivity. Scientific literature has
extensively discussed the role of perceived organizational support on reducing workers’ intention
turnover, but little has been said about the individual cognitive mechanisms that mediate this
relationship. Thus, by sharing and disseminating these pieces of knowledge, researchers in the field can
build on and advance existing theories and models related to organizational support and turnover
intention.

LITERATURE REVIEW
EMPLOYEE TURNOVERAND TURNOVERINTENTION

Employee turnover is defined as a process whereby employees decide to leave their organization, i.e.,
voluntary employee turnover, or the organization decides to dismiss employees, i.e., involuntary
employee turnover (Anvari et al., 2014; Jha, 2009; Saeed et al., 2014). Our study focuses on voluntary
turnover, specifically on the employees’ intentions to interrupt their relationship with the organization,
which may be due to low levels of satisfaction (Hom & Kinicki, 2001) or the finding of a more rewarding
alternative (Albalawi et al., 2019). Our purpose is to examine the motivations behind voluntary, rather
than involuntary, employee turnover in order to identify potential avenues for organizational
intervention. Specifically, we aim to explore those individual factors that may contribute to an
employee’s intention to leave an organization and to explore how these factors can be addressed to
reduce overall turnover rates.

Much research has been conducted on turnover intention (Cohen et al., 2015), its antecedents (W. J. A.
Chang et al., 2013) and outcomes (Xiong & Wen, 2020). According to the Intermediate Linkage Model
(Mobley, 1977), employees might decide to leave their organization based on a process including
negative evaluation of the current job, the experience of job dissatisfaction, and the search for
alternatives (Cohenetal.,2015; Tommasi et al., 2020; Tommasi & Degen, 2022; Xiong & Wen, 2020).

In addition to the factors that may lead to employee turnover, literature also provides evidence of its
several consequences (Jha, 2009; Saeed et al., 2014; Snodgrass Rangel, 2018). Specifically, authors
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highlight the high costs, both economic and in terms of other resources, that organizations need to face to
replace the employees who quit (O’Connell & Kung, 2007). Organizations need to invest time, money
and energy for assessment and selection processes that will lead to the admission of new personnel (Jha,
2009; Saeed et al., 2014). Indeed, from an organizational point of view, losing personnel often means
losing competencies that need to be replaced through assessment, selection, training, and development
processes, which can be challenging and expensive (Sartori etal.,2018,2022).

The negative consequences of employee turnover do not impact only organizations. Employees are also
likely to be affected, as employees who quit may lose the benefits of their job, ending up being victims of
the possible neighbour’s grass looks greener phenomenon (Jha, 2009), according to which employees
may quit their job for another one estimated to be better but that turns out to be pretty much the same or
even worse.

PERCEIVED ORGANIZATIONALSUPPORT

In the light of the negative consequences of employee turnover, much research has been conducted to
deepen knowledge on its drivers (Dawley et al., 2010; Griffeth et al., 2000; Hom et al., 1992; Tomietto et
al., 2015). Among these, particular attention has been paid on POS as a critical precursor of turnover
intention (Dawley et al., 2010; Fitria & Linda, 2019; Maertz et al., 2007). According to the
Organizational Support Theory (OST; Eisenberger et al., 1986), employees develop POS in response to
socio-emotional needs and the organization’s willingness to reward the increased efforts made on its
behalf (Eisenberger et al., 1986; Rhoades & Eisenberger, 2002; Shore & Shore, 1995). Subsequently,
based on a principle of social exchange with the organization, employees form opinions on their
perceived values based on how they feel treated. That is, when the organization voluntarily guarantees
certain resources, not because forced by circumstances, employees will perceive this as a recognition
for, and approval of, their work (Kottke & Sharafinski, 1988).

To date, research has shown that POS is driven by a number of psychological perceptions, such as
organizational justice (Ambrose & Schminke, 2003; Nazir et al., 2019), influence over policymaking
(Eisenberger et al., 1986), participation in decision-making (Allen et al., 2003) and perceptions of
organization-based self-esteem (Costantini et al., 2019). In addition, studies have shown that high POS
leads to increased job satisfaction (Eisenberger et al., 1997; Maan et al., 2020), improvements in job
performance (Shanock & Eisenberger, 2006), organizational commitment (Hochwarter et al., 2003;
Ridwan et al., 2020) and decreased turnover rates (Rhoades & Eisenberger, 2002). Overall, the primary
outcome of experienced continuous support from the organization is to incentivize employees and,

consequently, reduce turnover intention by encouraging employees to put more effort into their duties
(Abou-Moghli, 2015).

The objective of this research is to investigate the indirect relationship between employees’ percep tions
of organizational support and turnover intention. Relationship also shown to have direct effects in a
study by Li et al.(2022). Adopting the well-established and mature job demands-resources model (JD-
R), they conducted a cross-sectional study by which they found that perceived organizational support
had a negative impact on the turnover intention of frontline healthcare staff. Besides, we expect such
relationship to be mediated by job motivation and affective and normative commitment, as we will now
outline.
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JOBMOTIVATION

Job motivation refers to an energizing force within the individual that encourages employees towards
specific actions (Battistelli et al., 2013; Pinder, 1998). This force determines the direction, intensity, and
persistence of employees’ positive attitudes in the field of their working experience (Battistelli et al.,
2013; Gagné & Deci, 2005). Therefore, motivated employees are likely to be driven towards a greater
working efficiency in carrying out their duties. According to Maslow’s Hierarchy of Needs (Maslow,
1954), motivation responds to a set of needs (e.g., rest, well-being, belonging and acceptance). When
these needs are fulfilled, there will be an increase in motivation. While the intensity with which needs
manifest themselves varies across individuals (Deci & Ryan, 2008; Gagné & Deci, 2005), this theory has
had high relevance within various working contexts because it suggests that the ways in which
organizations are able to respond to individual intrinsic and internalized needs can determine one’s
motivation (Gagné & Deci, 2005).

Many authors have studied the association between POS and motivation in various working sectors. For
example, Gillet and colleagues (2013), using the self-determination theory (Deci & Ryan, 2008) as a
guiding theoretical framework, analyzed the possible relationship between POS and job motivation in
235 French police officers. Results highlighted a positive relationship between the two constructs.
Another study was carried out by Darolia and colleagues (2010). It explored the extent to which POS, job
motivation, and organizational commitment predict individual differences in job performance. Results
underlined a strong positive association between POS and job motivation.

As for the relationship between job motivation and turnover intention, the study by Galletta and
colleagues (2011) carried out on 442 nurses found a positive link between them. In addition, a cross-
sectional study on 256 health workers by Bonenberger and colleagues (2014) found that job motivation
was significantly associated with turnover intention.

Overall, these findings suggest that job motivation may mediate the relationship between POS and
employee turnover. Consequently, we assume that:

Hypothesis 1: POS positively relates to job motivation.
Hypothesis 2: Job motivation mediates the association between POS and turnover intention.

NORMATIVE COMMITMENTAND AFFECTIVE COMMITMENT

According to the Social Exchange Theory (SET; Blau, 1964) and the Norm of Reciprocity (Gouldner,
1960), POS is considered as a precursor of organizational commitment. Commitment is defined as the
employees’ attachment to the organization, as well as its goals and values, which results in the employees
undertaking some effort towards achieving the organization’s aims (Meyer & Allen, 1997). This
construct, as a three-dimensional model, consists of affective commitment (based on employees’
emotional bonds with the organization evolved by positive work settings experience), continuance
commitment (which refers to perceived economic and social costs of leaving, work-related as well as
non-work-related), and normative commitment (which refers to the employees’ sense of obligation to
remain within an organization).

Specifically, based on results by Aubé and colleagues (2007), among others, which show that POS is
positively and significantly correlated with affective and normative commitment but not with
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continuance commitment, we only focused on the first two dimensions of organizational commitment.
Well-motivated employees in a work setting can develop, over time, a sort of emotional attachment
towards their organization. Regardless of the reasons for which this attachment is generated, the
outcome will be an increasing identification between employees and organization in the way of acting
(Meyer & Herscovitch, 2001).

Based on SET, Wayne et al. (1997) argue that over a certain period a norm of reciprocity between
oranization and employees develops, and those who perceive lower inducements would be more likely
to leave the organization. Consequently, an organization that offers greater support will probably create
within the employees a sense of obligation to return the favor, i.e., high commitment (Allen et al., 2003).
Moreover, it is likely that high commitment will result in low turnover, because, as a psychological
attachment, commitment reduces voluntary turnover intention (Meyer & Allen, 1997).

Indeed, studies have shown commitment as one of the most critical negative precursors of turnover
intention. Various empirical studies provided evidence from Asian, African, and western countries of the
negative association between commitment and turnover intention (Galletta et al., 2011; Rashid & Raja,
2011; Van Dyk & Coetzee, 2012). Accordingly, commitment may stem as a result of POS and mediate its
relationship with turnover intention. Therefore:

Hypothesis 3: POS positively relates to normative commitment and affective commitment.
Hypothesis 4: Normative commitment and affective commitment mediates the association between
POS and turnover intention.

THE RELATIONSHIP BETWEEN JOB MOTIVATION AND AFFECTIVE AND
NORMATIVE COMMITMENT

The literature suggests that both job motivation and organizational commitment are negatively
associated with turnover intention (H. T. Chang et al., 2007; Houkes et al., 2003). In sharp contrast, in
this study, in the wake of results by Aubé et al. (2007), we propose that the presence of high job
motivation can lead in particular to the development of two out of three commitment dimensions,
namely normative and affective. Based on the relationship between POS and job motivation, which is
further investigated in this study, we propose the latter as a mediator between POS and commitment.

Meyer and colleagues (2004) noticed some similarities between motivation and commitment. In fact,
they report that Pinder (1998) defined motivation as a body of energizing forces, while Meyer and
Herscovitch (2001) identified commitment with a force connecting the individual to a course of action.
Against this background, Battistelli and colleagues (2013) suggested that motivation and commitment
could be complementary. Based on such a complementary perspective, we propose that job motivation
constitutes a precursor of commitment. That is, highly motivated employees will develop an attachment
to the organization because they perceive that their needs find satisfaction because of them belonging to
the organization (Gambino, 2010). Moreover, such an attachment will lead to higher intentions to
remain, which reflects in lower turnover intentions. Accordingly:

Hypothesis 5: Job motivation mediates the relationship between POS and affective and normative
commitment

Hypothesis 6: Affective and normative commitment mediates the relationship between job motivation
and turnover intention.
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RESEARCH DESIGN
RESEARCHAPPROACH

This research adopts a quantitative approach with a cross-sectional design. A company, an industrial
organization located in the north of Italy, was approached through a formal request to participate in the
study, which was presented to the target participants as a research project focused on examining the
relationship between perceived organizational support and various employee outcomes. The data were
collected as part of a standalone study, rather than as part of a larger assessment process such as a routine
stress evaluation or organizational culture assessment. The objectives and methods of the present study
were initially explained to the organization’s managers to ensure that they understood the purpose of the
study and were able to accurately communicate this information to the organization’s workers.
Participants were informed about the scope of the study and that their responses would be kept
anonymous and used solely for the purpose of the study. By providing managers with information about
the objectives and methods of the study, it was possible to ensure that the data collection process was
conducted in an ethical and unbiased manner. The N = 159 participants were given 25 minutes to fill out
paper and pencil questionnaires and the entire evaluation process took one month. Questionnaires were
administered to employees during working hours. Once filled in, completed questionnaires were
submitted in a locked urn at their disposal and collected by the researchers. After data collection, we
screened questionnaires for missing data, and 16 questionnaires were eliminated.

RESEARCH METHOD
Research participants

The final sample consist of N = 143 (90% response rate) employees. Participants’ age range between 20
and 58 years (Mage = 36; SDage = 9.4). The length of service varies from a minimum of 1 year to a
maximum of 28 years (Mtenure = 7.5 years SDtenure = 6.3). As for education 0.7% indicated low
education (elementary school diploma), 90.4% intermediate education (junior high school license,
vocational and high school diploma), 4.2% higher education (bachelor’s degree and postgraduate
qualification). Gender-related information was not collected. In accordance with the scientific literature,
it is difficult to identify significant differences for gender, especially on small samples. This limitation
has been discussed in the Limitations section of the Discussion.

Measuring instruments

Questionnaires were in Italian, and data were collected using the available Italian validated versions for
each scale. Scales that were not available in Italian were translated using the forward-backward
procedure (Brislin, 1970).

Organizational Commitment. Twelve items from the scale developed by Meyer and colleagues (1993)
were used to assess organizational commitment. Of these, six items were used to measure Normative
Commitment (Cronbach’s a = .79) and six items to measure Affective Commitment (Cronbach’s o =
.84). Example items used to assess normative commitment are “I would not leave my organization right
now because I feel a sense of obligation to the people in it” and “This organization deserves my loyalty”.
Example items used to assess affective commitment are “I really feel as if this organization’s problems
are my own” and “This organization has a great deal of personal meaning for me”. Responses were given
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on 5-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree).

Job Motivation. Job Motivation was measured by an Italian version of the 12-item of the Motivation at
Work Scale by Gagné and colleagues (2010) (Cronbach’s a = .83). Participants were asked to indicate
for each of the statements the extent to which they currently correspond to one of the reasons why they do
their work. Responses were given on a 7-point scale ranging from 1 (not at all) to 7 (exactly). Example
items are “Because my work is my life and [ don’t want to fail”” and “Because this job affords me a certain
standard of living”.

Perceived Organizational Support. POS was measured by an Italian version of the 36-item of the
Perceived Organizational Support Scale by Eisenberger and colleagues (1986) (Cronbach’s a. = .91).
Example items are “The organization really cares about my well-being” and “The organization is willing
to extend itselfin order to help me perform my job to the best of my ability”. Responses were given on 5-
point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree).

Turnover Intention. Turnover Intention was measured with the Italian version of the 2-item scale from
Hom and colleagues (1984) (Cronbach’s a = .82). Example items are “My current job is not address ing
my important personal needs” and “I intend to search for a position with another employer”. sponses
were given on 5-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree).

Statistical analyses

Data were processed using the statistical software package SPSS 21 for descriptive statistics and the
structural equation modeling package AMOS 21 for hypothesis testing. We tested our hypotheses three
models by using Structural Equation Modeling (SEM). The proposed models are shown in Figures 1-3.
Mediating relationships were further tested using Bootstrap and the PROCESS macro (Hayes, 2015) in
SPSS.
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Figure 1 - Graphical Representation of Research Maodel 1.
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Figure 3 - Graphical Representation of Research Model 3.
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STATISTICALANALYSES

Table 1 shows the means, standard deviations (SD) and correlations among the study variables.

Table 1. Means, Standard Deviations and Correlations Between the Study Variables

Items Alpha Mean SD 2 3 4 5
I POS 36 n 8985 2040 ol*  50F 36 - 28
2 Job Motivation 12 B3 4110 10.34 bL5F 0 51F 0 - 35%
3 Affective Commitment 0 B4 19.64 5.39 58% - 53+
4 Normanve Commitment [ 79 1595 .10 - 52¥
5  Turnover Intentions 2 82 4.10 206

Fh= 001N =143

As can be seen in Table 1, POS was found to be positively related to job motivation and both types of
organizational commitment. POS was more strongly related to affective commitment compared to
normative commitment. Turnover intention was negatively related to POS, as well as to affective and
normative commitment. Job motivation was positively related to affective and normative commitment.

HYPOTHESISTESTING

SEM of Model 1 fit the data well: y2(2) =5.09, p=.05; x2/df=2.55;
(Hu & Bentler, 1999). Results from Model 1 are reported in Figure 4.
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Figure 4 Results from Model 1

Also, SEM of Model 2 fit the data well: y2(3) =4.65,p=.04; y2/df =

TLI=.98; CFI=.99; RMSEA =.02

Trrnover
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1.55; TLI=.99; CFI=.99; RMSEA

=.04 (Hu & Bentler, 1999). Results from Model 2 are reported in Figure 5.
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Finally, SEM of MODEL 3 fit the data well too: y2(4) =4.81, p=.04; 2/df=1.20; TLI=.99; CFI = .99;
RMSEA = .03 (Hu & Bentler, 1999). Results from MODEL 3 are reported in Figure 6.
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The results of mediating relationships are shown in Table 2. The table presents the results of the me
diating role of work motivation and organizational commitments (affective and normative) between
POS and turnover intention. The confidence intervals in Table 2 indicate the absence of zero in this
interval, the overall indirect effect (across two mediators) and also the individual paths. The significance
level of the confidence intervals is 95% and the number of samples is 5000 Bootstrap. Overall, the results
show that there is no significant direct link between work motivation and turnover intention. In addition,
no significant direct relationship was found between POS and turnover intention. While Hypotheses 1
and 3 had already been partially confirmed based on the correlations, Figures 46 show that the SEM
results confirmed the hypotheses regarding indirect and mediation pathways. Therefore, Hypotheses 2,
4,5 and 6 are also confirmed.

Table 2. Bootstrap Results of the Indirect Effects Between POS and Turnover Intention

Confidence interval:

Independent Varable  Mediator/s Boot P (-95)
Lower Upper
POS Job Motivation (JM) 0705 =001 <1286 - ED
POS Affectve Commitment (AC) 1017 =001 -.1544 - 659
05 ] atve 1tme . ik
POs I.,\[.Jr.mﬂ“ Commitment . 0684 <001 - 1140 (364
(N

POS InL & AC - 1029 =001 21633 - (497
POS I & NC - 0840 =001 - 1449 - A07
POS AL & NC - 1148 <001 - 1086 - 725
POS I & AC & NO 1049 0 <001 21654 - AMT3
Nates. Resules are based on 5000 resamples.

DISCUSSION

OUTLINE OF THE RESULTS

The present study examined the indirect associations between POS and turnover intention, consider ing
the mediating role of job motivation and organizational commitments, namely affective and normative.
The assumption was that the effect of POS on turnover intention could be explained based on three paths
(highlighted by the three models), representing indirect effects. The first path (H1-2, Model 1) occurs
when POS positively relates to job motivation, indirectly relating to turnover intention. The second path
(H3-4, Model 2) concerns the relation between POS and turnover intention via affective and normative
commitment. Finally, the third path (H5-6, Model 3) refers to the negative relationship between POS and
turnover intention mediated by job motivation and organizational commitment in this order.

Results suggest that when workers and employees perceive the organization to be highly supportive their
job motivation to benefit the organization in return increases. Our study found that POS is positively
related to job motivation (partially confirming H1), which is consistent with the predictions made by
Osman and colleagues (2015). Additionally, the detected negative relationship between job motivation
and turnover intention indicates that job motivation leads to lower turnover intention, which is consistent
with research results by Gagné and colleagues (2010). Significant correlations between POS and
affective commitment and normative commitment were found (partially confirming H3). Thus, our
research showed that POS is an important factor associated to positive attitudes towards the
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organization. These findings are aligned with Meyer, et al. (1993), who reported a positive correlation
between affective commitment and desirable organizational behaviors and a negative one with
undesirable behaviors such as turnover intention. Finally, our models confirmed the mediating
hypotheses of affective and normative commitment (H4) and job motivation (H2) in the relationship
between POS and turnover intention. This, both in Paths 1 and 2, where the mediation effects of job
motivation and commitments are separated, and in Path 3, where the model sees the mediation effect go
first through job motivation and then through commitments.

The main innovation this research provides is the identification and accurate placement of the variables
considered within a functional relationship. Findings on Model 3 showed that job motivation and both
commitments mediate the association between POS and turnover intention. The structural equation
modelling indices support the arrangement, where job motivation comes first, while affective and
normative commitments are placed in the second afterwards. Thus, our proposed model represents a way
to explain the underlying mechanism of POS relating to employees’ turnover intention by placing job
motivation as a first mediator and organizational commitments (affective and normative) as second
mediators.

PRACTICALIMPLICATIONS

The research findings enable organizations to target and intervene more precisely on those factors that, if
attended to, can prevent the desire to leave from growing in employees. In fact, the perception of
organizational support plays a key role in reducing the effects of turnover intention, in that, through the
satisfaction of employees’ needs, they will feel greater work motivation, which in turn will directly (or
indirectly through higher levels of commitment) result in a lower desire to leave the organization.

As Spector (2003) points out, there are many needs of individuals that, if met, can motivate them to work.
Some employees are motivated by tangibles, such as financial support, others by intangibles, such as
recognition, development, and social support. Therefore, managers should identify and properly use
these variables to create strategies that enable them to support employees in meeting these needs.
According to Nwokocha and Theriohanma (2012), such strategies are based on, among other things,
supportive management. Consequently, to increase motivation to work, management in organizations
should focus on improving POS by considering the various mediators that can influence the relationship
between POS and its consequences.

Furthermore, an organization that responds to the needs of its workers by offering more support may
create a sense of obligation to return the favor, leading to high commitment (Allen et al., 2003), which in
turn is likely to result in low turnover because of the psychological attachment of commitment that
reduces the intention for voluntary turnover (Meyer & Allen, 1997).

Lastly, the model we presented in this study will give a more accurate and specific picture of the
relationships between POS and turnover intention to managers and employers. It means that the
presence of POS must be maintained to a suitable level in order to produce a proper level of job
motivation and, consequently, of affective and normative commitment, which, in this combination,
negatively relate and contribute to decreasing turnover intention.

LIMITATIONSAND RECOMMENDATIONS FORFUTURE RESEARCH
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This study also has some limitations that must be acknowledged. First, we studied the members of only
one industrial company. Furthermore, the lack of information about the gender of the study participants
can be a limitation in examining the relationship between perceived organizational support, work
motivation, commitment, and intention to leave the workplace. These factors limit the generalization of
our results to other samples. Future research could try to replicate our findings with participants from
different and wider organizations. Second, given the cross-sectional design of this study, causal
relationships among the variables considered cannot be established. Longitudinal studies and further
testing are required to verify the causal processes stemming from our model.

It is important to note that common method bias may have influenced the results of this study. Common
method bias occurs when a single method of data collection is used, which can lead to artificially inflated
correlations between variables. In this study, we used self-report surveys to measure all of the variables,
which could have resulted in some degree of common method bias. To address this potential limitation,
we recommend using multiple methods of data collection in future research to increase the validity of the
reported correlations and ensure that they reflect the true relationships among the investigated variables.
Future research could consider linking employees’ self-reported measures with objective data
concerning turnover rates.

Finally, it is possible that further future research will consider an alternative model in which the order of
the mediators present in Model 3 is reversed. In this alternative model, the mediating effect of one of the
variables on the relationship between POS and turnover intention could be examined before the
mediating effect of the other variable. This could help clarify the issue of complementarity between the
two mediating variables.

In the absence of evidence from the literature, this alternative model could be used to explore whether the
order in which the mediating variables operate has an impact on the overall relationship between the
independent and dependent variables. This could provide insights into the mechanisms through which
the mediating variables operate and whether their effects are complementary or independent of each
other. Overall, this approach could help deepen the understanding of the relationships between these
variables and inform the development of more comprehensive and nuanced models of their
relationships.
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Figure 1: Article counts from Google Scholar search of “predatory journal”
compiled using Harzing’s “Publish or Perish”.

I begin this article with an overview of the rapidly growing body of literature that addresses predatory
journals and publishing practices. Of particular interest in this review were the following:

1. The attributes or indicators that cause a journal to be characterized as predatory.

2. The perceived stakeholders that are damaged by predatory journals, with emphasis placed on concrete
examples of damage.

3. The domain of concern (e.g., humanities, life sciences, social sciences, etc.), where specified.

4.The geographic region of concern, where specified.

5. Theunderlying research approach (e.g., empirical, conceptual, opinion).

The review is followed by an analysis of some of the key elements that lead to a journal being placed on a
list of predatory journals, as identified in the literature review. Most significant among these publication
fees, the peer review process, focus, and quality of the editorial board. In each of these cases, I propose
that policies that may be indicative of predatory objectives in one context can represent sensible choices
in another context.

To illustrate the challenge of distinguishing what is predatory from what is not, I then present two case
studies of organizations that have been tarnished with the “predatory” or “potentially predatory” label.
Based on my own observations and experiences, I present the argument that such a label makes little
sense. To the contrary, these organizations go to great effort and expense to offer value to the research
community through their mentoring activities and the opportunities they provide to researchers with
limited access to the resources of the well-funded research-intensive institutions of the Western world.
Building upon the cases, I then propose that the predatory/non-predatory classification should be
eliminated entirely. Instead, a legitimate/illegitimate distinction would better address the genuine need
to identify bad actors in the journal world. I further propose that within the space of legitimate journals,
mission-specific categories—such as competitive, exploratory, translational, and developmental—be
established. Journals should then be assessed according to the consistency their practices with the
mission categories that they have adopted. Such an approach would parallel that used by agencies in
accrediting institutions. I conclude the paper with some specific recommendations on how to reduce the
damage inflicted by illegitimate journals.

LITERATURE REVIEW
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As shown previously in Figure 1, the amount of literature examining the nature and impact of predatory
journals is expanding rapidly. In this section, I briefly consider what has been written. I begin by
describing the methodology employed, then present a summary of key findings. I conclude the section
with proposed approaches to addressing the problem and summarize research expressing concerns about
the process through which these so-called predatory journals are currently identified.

METHODOLOGY

In conducting the literature review, my goal was to understand better how the academic community
perceived the challenge presented by predatory journals. Given the relatively recent nature of most of the
literature (e.g., more than 80% of the articles identified in Figure 1 were published in the past 4 years),
seminal contributions could not be identified—aside from Beall’s (2012) original one-page article. For
that reason, I followed a protocol that seemed likely to yield a relatively broad overview of the
perceptions of the research community. The protocol was as follows:

1. All the articles listed in the top 10 pages of a Google Scholar search conducted at the end of December
2020 were identified (100 articles total).

2. Electronic copies of all articles were retrieved, excepting books, articles not accessible through my
institution’s library, and articles that were clearly not relevant. This process reduced the number to 87
articles.

3.Iskimmed each article looking for key elements:

a. What broad area was the article applied to? Examples included life sciences, such as medicine,
biology, and nursing (40), library or information science (36), social sciences (7), general research (3),
and engineering (1).

b. Was the article tied to a specific locality? 10 articles were tied to a specific region. These included
India, Africa, Middle East, Pakistan, and Italy.

c. What stakeholders were potentially damaged by predatory publishing? Examples were authors (35),
institutions (17), publishers (7), reviewers (2), and the broader community (1). Nearly half (40)
expressed explicit concerns regarding the impact of these journals on the field (i.e., the underlying
science) in which they were published, and nearly all appeared to express the concern implicitly.

d. Were empirical findings were presented? Thirty-two articles described empirical research conducted
by the authors, usually bibliometric in nature.

e. Was a solution to the problem of predatory publications proposed? 11 articles proposed one or more
potential solutions.

f. Were concerns expressed regarding the validity and reliability of how journals were classified? 22
articles expressed concerns about the process, particularly the danger of labeling a legitimate journal as
predatory.

4. Results were tabulated in a spreadsheet. An additional column was added for illustrative quotes from
each article.

KEY FINDINGS

In analyzing the research literature relating to predatory publishing, a set of commonly discussed themes
emerged:
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* Indicators of a predatory journal
» Awareness of predatory journals
» Damage inflicted on various stakeholders by predatory journals
* Proposals for reducing predatory publishing
* Reservations relating to the current conceptions of predatory publishing.

These themes are now briefly explored.

Indicators of a predatory journal

The most referenced indicators of a predatory journal are summarized in Table 1. Many of these are also
included in a list of criteria for determining predatory open-access publishers developed by Jeffrey Bell
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efir. to gain personal benefits, About 9.2% respondents claimed thar re-
viewers uncthically delaved chear review process so that be or she
could publish their own research on the same topic with similar idea
OF CVen may reject manuscnpt that carres major advances and inno-
vations.” (Sharma & Yerma, 2018; p. 224)
Falsified To increase their “T also per e-mails from the predarors” vicoms. Some have been
Edirorial credibility, journals | named as members of editorial boards wathou their knowledge or
Board list well-known permission” (Beall, 2002, p. 179)

scholars on ther
board wathout per-
FrISELO.

“Sall other reputable individuals have found their names listed on
journal Web sites, withour their permission or knowledge, as mem-

bers of bogus edional boards.” (Mahat, 20035, p. 1042)
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plagiarized work. For example, Retraction Watch (2013) reports that in a single year, both the Journal of
Business Ethics and the Journal of Academic and Business Ethics had to retract articles where blatant
plagiarism was detected. The process of preparing publications for third-party archiving can be
challenging. Ensuring all peer reviews are done at a high level requires continuous monitoring and
mentoring of the activities of volunteers who may be receiving little or no credit for their efforts. A
publisher is unlikely to have much control over a reviewer’s decision to steal another author’s work;
what the publisher can control is the actions taken upon detecting such an incident. Getting articles
professionally proofed can be expensive, while requiring editors to perform that task often results errors
slipping through. The careful reader will notice that even among the direct quotes from the research
gathered for this article, several grammatical errors were detected (indicated by [sic]).

Publication fees, also known as article processing charges (APC), present a particularly ambiguous case.
These charges can be an important source of operating revenue for open access journals that neither
charge libraries nor individuals for their publications. Many of the articles examined for this study
presume that acquiring these fees is the principal motivation for predatory practices. For example:

Predatory journals recruit articles through aggressive marketing and spam emails, promising quick
review and open access publication for a price. There is little if any quality control and virtually no
transparency about processes and fees. Their motive is financial gain, and they are corrupting the
communication of science. (Clark & Smith, 2015, p. 1)

The situation is not so black and white, however. Many well respected, widely read journals such as
Science and Nature charge fees in the thousands of US dollars, with an additional charge if authors
choose to have their work published open access. An empirical study of open access journals found that
the mean APC charged by journals in the Directory of Open Access Journals (DOAJ) was around $900-
$1000 USD (Shen, & Bjork, 2015, p. 13). Indeed, when examining whether to an APC for its journals
several years ago, the Informing Science Institute was advised by a well-respected librarian that the
institute would lack credibility if they did not initiate a publication fee.

The irony here is that the research literature appears to be more concerned about APCs that are too low
than APCs that are too high. For example:

Finally, authors should be cautious when the listed APC of a biomedical journal is under $150 USD. This
is very low in comparison to presumed legitimate, fully open access biomedical journals for which the
median APC is at least 18 times more ... extremely low APCs may simply be a way for potential
predatory journals to attract as many submissions as possible in order to generate revenue and
presumably to build their content and reputation. (Shamseeretal., 2017, p. 11).

The APCs by predators are, nevertheless, much lower than the APCs by more credible OA publishers,
which on the other hand often offer waivers from the charges to authors from developing countries.
(Shen, & Bjork, 2015, p. 13).

By charging low fees, however, the economic motivation to engage in predatory practices seems quite
low. For example, one study of Indian open access journals found that the median annual revenue
garnered from publication fees (computed by multiplying the published fee by the number of
publications) was $2752 USD (Xia, 2015, p. 73).
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Awareness of predatory journals

A frequently stated concern in the literature was that authors and institutions might not be aware of the
predatory nature of the journals they submit to or publish in. Some quotes from the articles illustrate this
from both the empirical and personal perspective:

Young researchers are inexperienced in the process of publishing and therefore unaware of predatory
journals. In this situation, companies publishing predatory journals offer the young scientists, who are
often frustrated by a series of rejections, rapid peer review processes and publication times. (Richtig et
al., 2018, p. 1447)

We surveyed participants of writing workshops at veterinary and medical schools and an international
conference over a l-year period. ... Of the 142 respondents who answered, 33 (23.0%) indicated
awareness of the term “predatory journal”; 34 (23.9%) were aware of the Directory of Open Access
Journals; 24 (16.9%) were aware of the Science “sting” article about predatory journals; and 7 (4.8%)
were aware of Beall’s list. Most (93/144, 64.5%) definitions of predatory journals described poor but not
predatory journal practices, and some respondents misunderstood the term completely. Mentors should
help novice authors to be aware of predatory journals and to distinguish between legitimate and
illegitimate open-access journals, thus selecting the best journal for their work. (Christopher & Young,
2015,p.1)

My first paper was published in December 2014 in a predatory journal without my approval. Although
the journal was very new, it claimed to be an international, open access journal with a high impact factor,
broad indexing, and a rigorous peer review. The title of published in that journal was “Perceptions,
practices, and use of Facebook: a cross-sectional survey on physiotherapy students in Pakistan.” Within
2 weeks of submission, the reviewer’s comments were received, which did not add anything to improve
the content of the manuscript, and the article was accepted with an invoice for article processing charges.
I did not agree to pay anything to the journal (since the fee was not disclosed ahead of time), nor did I sign
a copyright agreement with them. Being unaware of this phenomenon, I was duped at the beginning of
my publishing career, and the paper was published in the predatory journal without my consent.
(Memon, 2018, p. 146)

What is not discussed at length in the literature is the authors’ responsibility to objectively assess the
quality of the process after a manuscript is submitted. In the third quote, for example, precisely what
happened is a bit vague. The author reports getting back entirely useless peer reviews in two weeks along
with an invoice for a previously undisclosed APC. All of these suggest a “textbook” predatory journal, a
fact that the author apparently recognized. What is unstated is if the author actually paid the APC. If so,
then the author bears some responsibility for the publication since many red flags were ignored. If not, by
publishing an article without receiving an APC, the journal operated in atypical way if its motivation was
purely economic. In either case, the journal was almost certainly predatory (as we understand the term).
In the case where it went ahead and published the without the author’s permission and without holding
the copyright, it was also guilty of a criminal violation of intellectual property law. Unfortunately, where
organizations are willing to engage in criminal conduct, addressing the problem through regulations,
requiring transparency, and demanding accepted practices may have little effect. Criminals have little
problem with using deception, anonymity, and international borders to shield their activities.

Damage inflicted to stakeholders
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The question of pre-existing awareness of predatory journals is important because of the potential
damage and penalties that publication in predatory journals can inflict. Examples of concerns expressed
in the literature for different stakeholders are presented in Table 2.

In considering these findings, it is worth pointing out that much of the damage described in the
literature—particularly as it applies to authors, reviewers, and institutions—stems from association with
ajournal labeled as predatory. It is the label, rather than the underlying content of the paper, that does the
damage. The difficulty this presents is that of Type 1 error: a journal or publisher mistakenly classified as

predatory when, in fact, it is not.

Table 2: Examples of Stakeholders Damaged by Predatory Publishing

Stakeholder
Field of Study

Drescription

Creneral damage
inflicted on sci-
Cce

[Mustrative Quotes
“Predatory journals threaten saence, scienists and the effecove com-
munication of science.” (Beall, 2006, p. 78)

“Predatory publishers are thus undermining rhe core business of gen-
erating evidence to improve global health. The journals also pollore
the evidence base on which clinical practice and public health policy
depend, and, as Beall poines out, the weak or absent review systems
mean that predatory journals can be ‘reservoirs of author misconduct,”
including plagiansm, falsified data, and imapge manipulation.™ (Clark &
Srith, 2015, p. 1)

“Predatory journals challenge the esmablish [sic] regime of academic
knowledge producnon from the inside.” (Dobusch & Heimsiadr,
2019, p. 6la)

“Entre ficlds of scientific research ane now be [sic] suscepoble mo a
pollution of the literarure by unvenfied research or even fake amcles
publizhed in fake journals being incorporared into legidmare mera-
analyses. All that 1s needed 15 for a careless author of a review arnce,
or 4 meta-analysis, to dic one of these artcles from a predatory jour-
nal to create a distoroon to the published record and, thus, potentially
cauze future misdirecion of research.” Roberts. 20016a, p. 18313

Aurhors

Loss of repura-
flon, posioon or
status as a result
of publizhing in a
predatory journal

“By publishing in a predatory journal, researchers immediately render
their work unusable, llepinmate, and sopmatzed. Funders will not
recognize the publication and there is a nsk repuradons can be wainted
by associanon with such an unrrusrworthy publicanon.” {Roberns,
2016a, p. 1831

“Unforiunately however, nave authors may not appreciate the nega-
tive consequences of publishing their research findings in predatory
journals, such consequences may include loss of the manusenpr, 'neg-
ative scars™ in their publicanon records, career damage, lost or disap-
pearance of predatory journals almgether.” (Al-Khanb, 2006, p. 282)

“Increased atcention should be pard as o where papers have been
publbished. A publication in a predatory journal might not be newtral
on a CV and might even be an actve demenr thar harms the reputa-
tion of everyone, especially voung sciendsts, sted on the armicle”™
(Richrig eral, p. 1447

Publizhers

Leginmacy of sci-
entific pubhzhing
15 called intos
question

“Predatory journals threaren the integrity of the scientific system by
undermining the mms of open access, creanng confusion around
those journals that operate ethically under the APC model. They harm
the reputation of reviewers and editors whose names they include
withour permission, of authors, mainly inexperienced ones, thar pub-
lish their work in them out of ignorance, and of journals that st
their rrajectory with this model bur are not ver esmablished enough m
be indexed in prestigions databases."” {Abad-Garcia, 2019, p. 56.e5)
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Community

Mon-academics
who might be im-
pacted by me-
search

“When Jane’ turned o alternative medicine, she had already ex-
hausted radistherapy, chemotherapy and other standard treatments
for breast cancer. Her alternative-medicine pracotoner shared an arii-
cle about a therapy invalving vitamin infusions. T'o her and her praced-
toner, it seemed to be authenoe grounds for hope. Bur when Jane
showed the article to her son-in-law (one of the authors of this Com-
ment), he realized it came from a predarory journal — meaning its
promise was doubeful and 1ts validity unhikely to have been vetred "
(Grodmewice eral, 2009 po 2100

Reviewers

Collateral damage
to a reviewer's ca-
reer by being af-

filiated with pred-

atory journal.

“Being asked oo serve on an editoral board or as an editor of a journal
is a recopnition of one's expertise; however, before acceping any invi-
taton, it is critical to assess the quality of the journal, as serving in the
editorial board of P] [predatory journal] is vseless as well as detn-
mental to the researcher’s career.” (Forereo et al,, 2008, p. 586)

[nstirunons

Falure to
properly assess
faculty conrmbu-
tions leading to
invalid hiring,
promooon and
tenure decisions

“The professor was awarded renure in the spring semester. Mo one
notced the fact thar all 15 of the articles listed in his application ap-
peared in “pay-to-publish™ journals—publicaton oatlets thar mas-
querade as serious, leginmare scholarly periodicals but in reality are
mostly financial scams. In short, the professor had booghe his way o
tenure.” (Mcleod ot al, 2008, p. 121)

“Undeserved promotion of faculty, on the grounds of publications in
predatory journals, will also discourage genuine ones who are sincerely
working for making impactful conmmbutions. This will contribure to
increased job dissatisfacion and more brain drain from devel oping
counines. Moreover, academics promoted on the grounds of publica-
tion in predacory journals end up being assigned administatve and
academnic positons where they will be dealing with complex issues
without having the necessary expericnces and intellectual capaciy,
further contribunng o declining excellence. Such professors are wir-
tily dubbed ‘zombic professors” in many countries in Africa, implying
that they are professors only in their dtles and not in intellecoual stams
and conmburions.” (Balehegn, 2007, p. 98)

“1 think that, since the advent of predatory publishing, there have
been tens of thousands of researchers who have carned Masters and
Ph.lD. degrees, been awarded other credendals and certfications, re-
coived renure and promorion, and gomen employment — thar they oth-
erwise would not have been able to achieve — all bocauze of the casy
article acceptance that the pay-to-publish journals offer” (Beall, 2017,

p. 275)

Proposals for addressing predatory publishing

Avariety of solutions have been proposed to address the problem of predatory journals. To the extent that
concerns arise from the label, one recommendation is to abandon the label altogether. For example:

A potential solution to reduce the publisher or perish pressure (and, relatedly, the shortcut through
predatory journals) may exist at the institutional level: the San Francisco Declaration on Research
Assessment (DORA) developed in 2012, aims to improve the ways in which the outputs of scholars are
evaluated. The DORA recommendations include ground-breaking concepts:

(1) Journal-based metrics should not be used as measure of the quality of individual research articles to
assess an individual scientist’s contributions, or in hiring, promotion, or funding.

(2) Especially for early-stage researchers, the scientific content of an article is much more important than
publication metrics or the identity/standings of the journal in which it was published. To date 1553
organizations and 15,006 individuals signed the DORA. (Cortegiani etal., 2020, p. 195)
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Some additional proposed solutions are summarized in Table 3.

Table 3: Examples of Proposed Approaches for Addressing Predatory Journals

Solution

Description

Coimimeit

Retraction Provide a mechanism “Predarory journals will usually not be willing to retract papers, or
Letters wherehy authors who might ask for ‘retraction fees.” Even when a retraction is denied,
discover they have ap- authors can upload the retraction letrers attached o their papers
peared in predatory on institutional or personal archiving services, such as Google
journals o publicly re- | scholar citation page, Research Gate, and Academia, esc. This will
tract their aracle if the be viewed as an ulomate display of commitment to sclence, qual-
journal refuses to do ity, and professionalism on the part of the author and the instin-
503, tion.'” {Balehepn, 2017, p. 99)
Rating Rather than a simple “We introduce a new metric, the Predatory Rate, PR, for ranking
System predatory / non-preda- journals. This metric helps us oo do judgment about predaory
tory distinction, pro- journals and let editors to evaluate their journals against predatory
vide a system of points | practices. Academic darabases could use thi=s mernc o indicare the
thar assesses the degree | journal predacory rate in their evaluadon process. According this
tor which a pournal has mictric, journals would be dassified in three proups as follows:
predatory fearures, predatory journals, journal with predatory practice, and non-preda-
tory ones, also in order oo help a journal with predacory practice to
be converted oo a non-predatory one” (Dadkhah & Bianciards,
2016, p. 4)
Predatory A commitice 45508505 “Iscien has recruited a special commities consisung of 23 voung
List journals and keeps the rescarchers under the title of (Predatory List Commictes (PLC)Y).
Committee | list updated. The members were trained and passed through several specified
workshops to expand their knowledpe regarding predatory jour-
A similar proposal in- nals and publishers. They are working unceasingly to keep the list
violves establishing a refurbished, expose current tricks invenred by the predarors and
global collective to op- | guide authors. The list is designed to be updated daily.” (Kakamad
pose predatory jour- et al, NG, p. 6)
nals.
“A global collectve effort to protect authors from predatory jour-
nals and publishers™ (Al-Khanb, 2006; p. 282}
Oipen Peer By making peer review | “The rise of predarory publishing should be a mgger to exper-
Review more open and posting | ment with more open forms of peer review. OPR pracoce can not
reviews and comments | only curb predatory journals but also can lead to more ngorous
publicly, the quality of a | (through dialogue within the academic community) and relevant
journals processes be- (through dialogue with other interested parties) management re-
COMMES More trnspar- search.” (Dobusch & Heimstads, 2009, p. 616)
ent.
Web Page An appheation that “We enwision a plug-in tool that rescarchers could click to get im-
Feedback provides feedback to mediate feedback about a journal page they are visiong and
potential authors on whether it has charactenstics of predatory journals, This feedback
each journal’s weh could provide them with the relevant information to determine if
page; feedback would the journal suits their needs and for meets any policy requirements
be determined by a to which they must adhere (ep., digital preservation, indexing).”
committee of stake- (Cobey et al., 2018, p. 15)
holders.

Reservations regarding the predatory journal label

Over a quarter of the articles surveyed expressed significant reservations about the predatory journal
label. These concerns tended to fall into two broad categories: concerns about the label itself and

concerns about how lists of such journals were constructed.

With respect to the limitations of the predatory label, one article summarized these as follows:

Key points

* The term ‘predatory journal” hides a wide range of scholarly publishing misconduct.
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* The term ‘predatory journal’ unhelpfully bundles misconduct with poor quality.

* The term ‘predatory journal’ blinds us to important possibilities, needs, and questions arising in the
developing scholarly landscape.

* The current scholarly publishing environment cannot rely on such a simplified classification of
journals into predatory or not. (Eriksson & Helgesson, 2018, p. 181)

On the issue of the range of misconduct, it must be recognized that many of the sins attributed to
predatory journals—such as plagiarism, theft of ideas, and falsification of results—are, in fact,
committed by authors or reviewers. They sometimes impact even the most reputable journals. Consider
the following quote:

Predatory journals also can be abused to hide potential conflict of interests: a very famous case —
although not published in a predatory journal — was the case of Wakefield in the Lancet. This case
demonstrates how one falsified study can continue to have tremendous effects on public health for
decades. In his work, Wakefield linked the MMR vaccine with autism in children, which later was
proven to be a false claim and led to the retraction of the article in 2004. However, the retracted articles
still get continuously cited, although its claims have been proven wrong. (Richtigetal., 2018, p. 1447)

In the entire body of predatory publishing literature that I examined this is the most concrete example of
damage caused by invalid research. Ironically, the authors used it to illustrate one of the dangers
presented by predatory journals despite the fact that (a) the fraudulent nature of the submission would
have likely eluded the attention of almost any reviewer, and (b) the impact of the article on the
community was almost certainly driven by the prestige of the Lancet.

For other predatory behaviors, such as intentionally hiding APCs and listing board member without
permission, journals and publishers must clearly be held accountable. This leads us to the item, bundling
misconduct with poor quality. Unfortunately, objective measures of article quality are limited and may
vary considerably across disciplines. What might be viewed as ludicrous junk science in one discipline
could be hailed as solid postmodern research in another. It seems unlikely that a binary choice of
predatory/non-predatory distinction can capture the variation between journals and disciplines, which is
the basis of Eriksson & Helgesson’s (2018) fourth point.

With respect to the process through which predatory journal/publisher lists are constructed, serious
concerns have been raised. Many researchers have complained about Beall’s list, which has been
characterized as being instrumental in the fight against predatory journals (Strielkowski, 2017, p. 416).
These involved both the criteriaused (e.g., see Beall, 2015a) and transparency. For example:

The effort involved in developing Beall’s list was impressive and it was a reasonable starting point for
someone who wanted to investigate a journal’s or publisher’s authenticity. However, Beall did not list
the specific criteria he used to categorize a given journal as predatory and he mistakenly black-listed
some legitimate journals and publishers, particularly those from low and middle income countries
(LMICs). (Laine & Winkler, 2017, p. 287)

Like Batman, Beall is mistrusted by many of those he aims to protect. “What he’s doing is extremely
valuable,” says Paul Ginsparg, a physicist at Cornell University who founded arXiv, the preprint server
that has become a key publishing platform for many areas of physics. “But he’s a little bit too trigger-
happy.” (Bohannon, 2013, p. 62)
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Beall’s list was not objective and that his criteria for including journals were not transparent.(Das &
Chatterjee, 2018, p. 198)

There were also complaints that Beall’s list was biased in its focus on open access journals. For example:
Any list such as Beall’s will have both type I errors (journals being wrongly included) and type II errors
(journals being wrongly excluded). However, for this research, Beall’s focus on open access journals
also creates an additional potential bias. Other publishers may follow similar practices but be protected
from scrutiny by pay walls. Thus, relying on Beall’s list may result in undercounting of articles in
journals with predatory practices. (Pyne, 2017, p. 143) This study demonstrates the subjective nature of
the Criteria by which Beall constructs his lists. Furthermore, it highlights the finding that well-regarded
academic journals, whether OA or not, can be considered as possible predatory journals, even when LIS
professionals apply the Criteria. (Olivarezetal., 2018, p. 62)

Finally, the fairness of the list, and the process by which the list could be modified, is questioned. For
example:

It seems that the objective of the Beall’s list is to make the list larger, however there should be a (real)
chance to remove items. The way Jeffrey Beall was the “judge jury and executioner” in his ‘verdict’ on
whether a journal or publisher is (potentially) predatory has been questioned on several occasions
(Keller, 2019, p. 20)

The last of these issues has become particularly problematic in recent years. In early 2017, Jeffrey Beall
discontinued his blog and stopped updating his list. Another individual, who has chosen to remain
anonymous, took over the list and continues to update it as of the time of this writing. That website
describes the author as follows:

I'am not Jeffrey Beall. I prefer my identity to be anonymous, largely for the reasons that Beall mentioned
in his recent article. ... However, I can tell you that [ am a postdoctoral researcher in one of the European
universities and have hands-on experience with predatory journals.

I will keep the list updated as much as possible, although I suspect I simply won’t have time to do as
thorough job as Beall. Hopefully, people will point me to the new, possibly predatory journals and
publishers. However, expect the list’s applicability to diminish over time. That is why I strongly suggest
anyone that deals with publishing academic articles to read the information available on
ThinkCheckSubmit.org, which has tips about how to publish in a journal that is not predatory. I would
also suggest you read Beall’s criteria for identifying a predatory publisher.

The upshot of this is that lacking transparent mechanisms to ensure the accuracy of the list, journals or
publishers placed on the list have no way to defend themselves.

CASE STUDIES

In this section, I present two case studies—one a publisher, one a journal—that ended up on the
anonymous copycat version of Beall’s list.

INFORMING SCIENCE INSTITUTE
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The Informing Science Institute was established in 1998 to serve as a community of researchers seeking
to share ideas about information systems across disciplines that have traditionally operated in silos. Its
philosophy was expounded in an article written by Eli Cohen (1999) titled “Conceptualizing
Information Systems as a Field of the Discipline Informing Science: From Ugly Duckling to Swan”. Its
origins and history are described in a research article (Murphy, 2020) and a case study (Koch & Johnson,
2018).

About the Informing Science Institute

The institute’s philosophy and research focus are described on the institute’s website as follows
(Informing Science Institute, 2021):

Informing Science Institute Philosophy

The Informing Science Institute is a mentoring organization. One of the Informing Science
Institute’s core principles is helping our fellow colleagues to become better and better: better
as an author, as areviewer, as an editor, and as an editor-in-chief. We use the peer review
process of our journals to support author colleagues by providing them with constructive
suggestions on ways to improve their work even if a submitted article is not accepted for
publication. Our Editors-in-Chief assist reviewers and editors by being coaches and guides to
the authors, reviewers, and editors.

ISI Research Topics

ISI encourages the sharing of knowledge and collaboration among the wide variety of fields, often using
information technology to advance the multidisciplinary study of informing science. These areas can
include Business, Communications, Communicating Meaning, Community and Society, Computer
Science, Data Management, Distance Education, eCommerce, Education, eLearning, Government,
Health Care, History, Information and Library Science, Journalism, Justice and Law, Mathematics,
Management, Philosophical Issues, Psychology, Public Policy, Sociology, and Human Resources.

In the more than two decades since the institute was established, it has grown to publish 14 journals
(including several partner journals). As of 2020, it had published “more than 4100 articles by over 4500
authors from over 600 universities” (Murphy, 2020, p. 165). Its constituency is highly global, as
illustrated in Figure 2.

Beyond its publishing activities, the institute was also dissatisfied with available options for managing
the peer-review process. While both open source and commercial tools could accept submissions and
manage review assignments, they lacked key capabilities that the institute wanted for its mentoring
missions. Consistent with its stated mission, it felt that the ability to provide developmental feedback to
reviewers and editors on their performance was critical if the researchers in these roles were to improve
in their performance. To address this, at considerable expense in time, money, and effort, the institute
contracted to develop its own peer reviewing and publication system. The current version of the system
requires editors to provide feedback both to reviewers and authors, and each editor-in chief is further
required to provide feedback to editors on their performance. The system supports many features that are
not readily available in existing alternatives, such as collaborative authoring, automatic assignment of
DOIs, many different automatic messaging alternatives to generate reminders, and a user-friendly
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interface that supports both journals and conferences. The system also supports partner journals and
partner conferences, which pay a use fee well below that of widely used commercial peer review
products, such as Manuscript Central.

Top 10 ISl Countries
United States; 33%

New Zealand; 2%
United Kingdom; 2%

Vietnam; 2% \
Canada; 4%

{
Other; 29% ‘
South Africa; 4%

Australia; 11%

Finland; 2%

Israel; 7%

Nigeria; 3%

Figure 2: The Percentage of Articles with Authors Representing Various Countries
(from Murphy, 2020, p. 170)

The institute requires its journals, including its partner journals, to be open access and to subscribe to its
stated philosophy of mentoring authors, reviewers, and editors. For its first two decades, no APC was
charged for any of the institute’s publications. In 2016, one of the institute’s tasked with investigating
how to achieve better visibility across the research communities it seeks to serve. Based on the advice of
an Australian research librarian—who asserted that having an APC was critical to building the
credibility of its publications—the institute decided to levy a fee of $75 per article in 2018. That amount
was chosen based upon the cost it was paying for proofing ($50/article) and was waived for members of
the institute—regardless of how many articles were submitted and published over the course of a year.
Not coincidentally, the cost of an annual membership was also set at $75. Not surprisingly, most authors
chose to become members.

On 18 November 2018, in response to what the institute thought was a routine application to the
Directory of Open Access Journals (DOAJ), it received the following correspondence:

Following your applications for journals to be listed in DOAJ, our staff has undertaken a detailed review
of your journals. This review has produced evidence of poor editorial conduct. In particular, we found

evidence of:

» Editorial board members linked to questionable publishers
* Anonymous website registration

We conclude that your journals do not adhere to many of the principles of good publishing practice.

It is therefore the decision of the DOAJ management to reject the applications for your journals and
remove any journals already included in DOAJ from Informing Science Institute or any affiliated
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publishers.

When the institute appealed the decision, it offered to change the website registration (something the
domain registrar specifically warned against doing), also pointing out that the organization’s leadership
and the business address of the institute (the executive director’s place of residence) were easily found
on the institute’s website. It also asked for further clarification on the editorial board members in
question. The DOAJ denied the appeal and indicated that they could not release the names of suspect
members owing to privacy concerns. They would also not name the “questionable” journa