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Abstract 
Impostor phenomenon is a psychological condition experienced by individuals who are competent in 

their field but feels insecure about their abilities. Individuals with impostor phenomenon have low career 

struggles, making it difficult to get into leadership positions. Research related to the performance of 

individuals with impostor phenomenon is limited. Therefore, the objective of this study was to conduct 

further research regarding the performance of professional workers with impostor phenomenon on three 

performance variables, namely task performance, contextual performance, and counterproductive work 

behavior. A total of 146 valid responses were obtained through four self-report instruments, the Individual 

Work Performance Questionnaire, the Perfectionism Cognitions Inventory, the Perceived Supervisory 

Support Scale, and the Clance Impostor Phenomenon Scale. The respondents included 71 participants 

with high impostor phenomenon and 75 with low impostor phenomenon. After conducting correlation 

analysis, this study shows that there are differences in performance between the high and low impostor 

phenomenon groups. The high impostor phenomenon group tends to have higher job performance score, 

but with higher counterproductive work behavior. Meanwhile, the low impostor phenomenon group has 

higher task performance with better quality results. We also found that perfectionism and perceived 

supervisor support have a significant correlation with the performance of the high impostor phenomenon 

group. In order to provide more comprehensive understanding, this study also includes discussions and 

suggestions regarding research variables. 

Keywords: impostor phenomenon, perceived supervisory support, perfectionism, performance 

Abstrak 

Impostor phenomenon adalah sebuah kondisi seorang individu yang berprestasi namun merasa kurang percaya diri 

dengan kemampuannya. Individu dengan impostor phenomenon memiliki perjuangan karir yang rendah sehingga 

sulit untuk menjadi posisi pemimpin. Penelitian mengenai kinerja pada individu dengan impostor phenomenon 

masih terbatas. Maka, tujuan dari penelitian ini adalah melakukan penelitian lebih lanjut mengenai gambaran 

kinerja pekerja profesional dengan impostor phenomenon pada tiga variabel kinerja, yaitu task performance, 

contextual performance, dan counterproductive work behavior. 146 responden berhasil diperoleh melalui pengisian 

empat instumen secara mandiri, Individual Work Performance Questionnaire, Perfectionism Cognitions Inventory, 

Perceived Supervisory Support, and The Clance Impostor Phenomenon Scale. Responden tersebut terdiri atas 71 

partisipan dengan tingkat impostor phenomenon yang tinggi, dan 75 partisipan dengan tingkat impostor 

phenomenon yang rendah. Setelah melakukan analisis korelasional, hasil pada penelitian ini menunjukkan terdapat 

perbedaan hasil kinerja antara kelompok impostor phenomenon tinggi dan rendah. Kelompok impostor phenomenon 

tinggi cenderung memiliki penilaian kinerja yang lebih tinggi, namun dengan counterproductive work behavior yang 

lebih tinggi. Sedangkan kelompok impostor phenomenon rendah memiliki task performance yang lebih tinggi dengan 

kualitas hasil kerja yang lebih baik. Peneliti juga menemukan bahwa perfeksionisme yang tinggi dan dukungan 

atasan memiliki hubungan yang signifikan dengan kinerja kelompok impostor phenomenon tinggi. Dalam rangka 

memberikan pemahaman yang lebih komprehensif, penelitian ini juga menyertakan diskusi dan saran terkait 

variabel penelitian. 

Kata kunci: dukungan atasan, impostor phenomenon, kinerja, perfeksionisme 
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Introduction 

The impostor phenomenon was first introduced by Clance and Imes (1978) to describe a psychological 

condition experienced by high-achieving individuals who attribute their success to external factors such 

as luck rather than their own intellectual abilities. These individuals often experience persistent self-doubt 

and lack confidence in their competencies. They tend to believe that others overestimate their abilities 

and fear being exposed as less capable than they appear. According to Thomas and Bigatti (2020), 

individuals experiencing the impostor phenomenon show significant correlations with several aspects of 

mental health, including low self-esteem, burnout, depression, anxiety, and psychological distress. 

Moreover, the impostor phenomenon has a negative correlation with well-being, the stronger the 

impostor feelings, the lower the individual’s overall well-being (Diskin & Karl, 2024; Fahira & Hayat, 

2021). A systematic review by Gullifor et al. (2024) identified several organizational consequences of the 

impostor phenomenon, such as reduced organizational citizenship behavior, lower creativity, and 

diminished career optimism. Professional workers who experience the impostor phenomenon tend to 

avoid career advancement opportunities due to fear of failure or rejection from colleagues, even when 

they possess the necessary competencies (Howe-Walsh & Turnbull, 2016). This fear can also manifest in 

workaholic tendencies, as individuals devote excessive time and effort to avoid being perceived as 

incompetent (Gullifor et al., 2024; Gardner et al., 2019). 

Research on the job performance of professional workers experiencing the impostor phenomenon 

remains limited, particularly in Indonesia, despite evidence that the impostor phenomenon can have 

detrimental effects on both individuals and organizations. Kiziloglu et al. (2021) explained that job 

performance results from a combination of knowledge, skills, effort, and role-related abilities. Individual 

differences in personality lead to variations in job performance, suggesting that personality is a key factor 

influencing an individual’s suitability for specific job types. Accordingly, it is important to understand 

how various factors contribute differently to work outcomes. Job performance significantly affects 

organizational outcomes (Zeglat et al., 2019), including profitability, efficiency, effectiveness, and market 

value. Consequently, numerous studies have sought to identify and examine the organizational and 

individual factors that enhance job performance. 

One of the organizational factors that may associated with job performance is supervisor support 

(Talukder & Galang, 2021; Anatama, 2019). However, the support provided by the same supervisor to 

different subordinates may have varying impacts due to the subjective nature of supervisor and 

subordinate relationships. Previous research has shown that leadership style is correlated with the 

impostor phenomenon (Gullifor et al., 2024). This study suggests that leadership styles characterized by 

close relationships with subordinates do not always produce positive outcomes. Abbas and Bashir (2017) 

found that the leader member exchange (LMX) leadership style is positively associated with the impostor 

phenomenon. Employees who have close relationships with their supervisors may experience self-doubt 

regarding their ability to meet their supervisor’s high expectations, leading to feelings of guilt and 

heightened political perceptions, as they may view their leader as controlling. Given this research gap, 

the present study aims to examine the role of supervisor support in influencing job performance among 

individuals with low and high levels of the impostor phenomenon. Specifically, it seeks to determine 

whether there are differences in job performance outcomes between these two groups. 

One of the individual factors that may related to performance is perfectionism (Ocampo et al., 2020). 

Perfectionism refers to the tendency to set unrealistically high standards and to engage in excessive self- 

criticism (Yosopov, 2020). This trait is frequently associated with individuals who demonstrate high 

levels of talent or ability (Lee et al., 2021). According to Harari et al. (2018), perfectionism is significantly 

correlated with several important organizational variables. However, its relationship with job 

performance remains ambiguous. Kiziloglu et al. (2021) found that perfectionism is positively associated 

with job performance, whereas Khadija and Azim (2023) reported positive associations between 

perfectionism, procrastination, and job burnout. Furthermore, Lee et al. (2021) indicated that 

perfectionism among academically talented undergraduate students is related to higher levels of impostor 
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feelings. Students who achieve high academic performance often experience a fear of exposing their 

perceived inadequacies to others, leading them to exert considerable effort to maintain their social 

standing. Therefore, it is important to examine whether perfectionism relates differently to job 

performance among individuals with low and high levels of the impostor phenomenon 

Although the impostor phenomenon is commonly conceptualized as a single psychological construct 

characterized by persistent self-doubt and fear of being exposed as a fraud (Clance & Imes, 1978), recent 

literature suggests that this experience may not be uniform across individuals. Some studies emphasize 

the heterogeneity of the impostor phenomenon, distinguishing subtypes such as perfectionistic impostors, 

who set unrealistically high internal standards, and socially oriented impostors, who are primarily 

concerned with external evaluations and social acceptance. These distinctions indicate that impostor 

feelings can arise from different psychological motives and situational contexts. Nevertheless, consistent 

with prior research, the present study conceptualizes the impostor phenomenon as a unidimensional 

construct to provide a general understanding of its relationship with perfectionism, supervisor support, 

and job performance (Lee et al., 2021; Muneer et al., 2021). 

Understanding these variations in impostor phenomenon provides a broader psychological context 

for examining how individual traits and workplace factors interact to shape job performance, which can 

be further explained through the Job Demands Resources (JD-R) Model. The Job Demands–Resources 

(JD-R) Model proposed by Demerouti et al. (2001) provides a comprehensive framework for 

understanding how various job characteristics associated with job performance and well-being. The 

model suggests that job demands, such as workload, emotional strain, or internal pressure, can lead to 

psychological exhaustion when not balanced by sufficient job resources, such as supervisor support, 

autonomy, or constructive feedback. In this framework, job resources not only help individuals achieve 

their work goals but also buffer the negative impact of job demands and foster personal growth and 

engagement. 

Drawing upon the JD-R Model perspective, the impostor phenomenon and perfectionism can be 

viewed as internal psychological demands that may increase emotional pressure and self-doubt, 

potentially undermining performance. Conversely, supervisor support may function as a key job resource 

that helps employees cope with these internal challenges and sustain positive work outcomes. However, 

it remains unclear whether the presence of supervisor support can fully mitigate the negative effects of 

impostor feelings and perfectionistic tendencies on job performance. Does supervisor support serve as a 

protective factor that strengthens performance despite internal psychological demands? Or do the internal 

pressures associated with impostor phenomenon and perfectionism outweigh the benefits of workplace 

resources? These questions highlight the importance of examining how the interplay between job 

demands and job resources shapes job performance in professional settings. 

Performance Comparison Based on Impostor Phenomenon Level 

A systematic review by Gullifor et al. (2024) indicated that one of the consequences of the impostor 

phenomenon is its effect on job performance. However, previous studies have reported mixed findings 

regarding the nature of this relationship. For instance, Kiziloglu et al. (2021) found a positive relationship 

between the impostor phenomenon and job performance, whereas Khadija and Azim (2023) reported a 

negative impact. To further clarify the role of the impostor phenomenon in job performance, the present 

study compared individuals with high and low levels of impostor feelings. Job performance was assessed 

through self-evaluations and examined across three dimensions: task performance, contextual 

performance, and counterproductive work behavior (Figure 1).. 

H1: There are differences in job performance results in the high and low impostor phenomenon groups. 

Correlation Between Perfectionism and Job Performance Based on Impostor Phenomenon Level 

      Individuals with high levels of perfectionism tend to set exceptionally high standards for their work 

outcomes, which often leads to strong motivation to achieve excellence, and sometimes manifesting as 

workaholic behavior (Gullifor et al., 2024). However, Ocampo et al. (2020) stated that excessive 
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perfectionism can pose a threat to job performance. Research by Pannhausen et al. (2020) found that 

individuals experiencing the impostor phenomenon exhibit strong positive correlations with doubts about their 

actions, concerns over mistakes, and socially prescribed perfectionism. These tendencies may hinder individuals 

with impostor feelings from accepting their own competence and discourage them from pursuing higher 

responsibilities, as they constantly perceive themselves as inadequate. To further examine the role of 

perfectionism in job performance, the present study analyzes the correlation between perfectionism and job 

performance among individuals with high and low levels of the impostor phenomenon. 

H2: There are differences in the results of the correlation between perfectionism and job performance in the 

high and low impostor phenomenon groups. 

Correlation Between Supervisor Support and Job Performance Based on Impostor Phenomenon Level 

     Previous research has shown that perceived organizational support (POS) plays an important role in 

influencing job performance (Rostiana & Lie, 2019). However, organizational support is generally 

broader in scope compared to supervisor support, which is more specific and individualized. While some 

employees may feel supported by their supervisor, others may not, even when working under the same 

supervisor. This variation in perceived support can related to job performance (Talukder & Galang, 2021). 

A high level of supervisor support can enhance employees’ personal resources at work, leading to greater job 

satisfaction, improved work–life balance, and higher life satisfaction. Therefore, it can be hypothesized 

that strong supervisor support may help individuals with high levels of the impostor phenomenon achieve 

better job performance. 

   Conversely, low levels of supervisor support are associated with lower job performance. Insufficient 

support from supervisors may lead individuals to develop a mindset of inadequacy, diminishing their self- 

confidence when presented with greater opportunities such as promotions or high-responsibility 

assignments. Consequently, low supervisor support may also increase the likelihood of experiencing the 

impostor phenomenon. This study therefore predicts that the correlation between supervisor support and job 

performance will differ between individuals with high and low levels of the impostor phenomenon. 

H3: There are differences in the results of the correlation between supervisor support and job performance in the 

high and low impostor phenomenon groups. 

 

Sources: Personal data (2025). 

Figure 1. Research Model 

Methods 

Participants and Procedures 

A quantitative, cross-sectional, online survey design was employed to examine the correlations among 

the study variables. Respondents were recruited through personal networks and social media platforms 

and were invited to complete an online questionnaire. Additionally, a snowball sampling technique was 

used to increase the number of participants. According to Ting et al. (2025), snowball sampling is 

considered effective for reaching hard-to-access populations by leveraging participants’ social networks. 

However, this method also presents several drawbacks, such as limited control over sample size and 

composition, potential overrepresentation of certain groups, difficulty in determining response rates, and 

bias toward individuals with similar characteristics. 
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A total of 146 respondents met the inclusion criteria, namely professional workers who had been 

employed at their current company for at least one year. The participants’ average age was 27 years, and 

the majority had worked for one to three years, indicating that most were in the early stages of their 

careers. 

 

Measures 

Four self-report instruments were used to measure research variables. This study employed Individual 

Work Performance Questionnaire (IWPQ) (Koopmans et al., 2011), which had been translated into 

Indonesian by Widyastuti & Hidayat (2018) to measure individual job performance. This measuring tool 

has 18 (eighteen) items consisting of three dimensions, task performance, contextual performance, and 

counterproductive work behavior (CWB). Each dimension shows a reliability coefficient Cronbach’s 

alpha .826 for task performance, .856 for contextual performance, and .848 for counterproductive work 

behavior. 

Perfectionism Cognitions Inventory (PCI) from (Flett et al., 2007) with 25 items was used to measure 

perfectionism. This measuring instrument included unidimensional, and the reliability coefficient 

Cronbach’s alpha was .877. 

Perceived Supervisory Support (PSS) from (Eisenberger et al., 1986) with 16 (sixteen) items was used 

to measure perceived supervisory support. This measuring instrument is unidimensional and the 

reliability coefficient Cronbach’s alpha was .922. 

The Clance Impostor Phenomenon Scale (CIPS) from (Clance, 1985) is a measuring tool for impostor 

phenomenon. The CIPS is available with scoring instructions at http://paulineroseclance.com and 

published in Clance and O'Tool (1987). This measuring instrument has 20 items with a reliability 

coefficient Cronbach’s alpha of 0.865. The impostor phenomenon was assessed as a contextual 

psychological experience, as the scale items capture participants’ current feelings of self-doubt and 

perceived inadequacy within their professional environment, rather than stable personality traits.  

 

Procedure 

Before carrying out the analysis, researchers carried out a classical assumption test consisting of a 

normality test, multicollinearity test, autocorrelation test, and heteroscedasticity test. The classical 

assumption test criteria must be met first because multiple regression analysis could only be carried out 

if the assumption test has been met. The results of the normality test show that the residuals of this 

research variable are normally distributed with an Asymp.Sig(2-tailed) value of .093, which means p 

>.05. Next, the results of the multicollinearity test on all variables were met with a tolerance value of 

.903, which was greater than .10, and a VIF value of 1.108, which was smaller than 10. Next, the 

autocorrelation test found a residual value of Asymp.sig (2-tailed) of .58, which was greater than .05, so 

the linear regression analysis could be continued. Based on the results of the heteroscedasticity test, there 

is no particular pattern in the scatter plot because the points were spread above and below the 0 axis on 

the Y axis so that there are no symptoms of heteroscedasticity or H0 is accepted. 

Results and Discussion 

Results 

In this study, researchers identified how the job performance results differ between the high and low 

impostor phenomenon groups. The high impostor phenomenon group consisted of 71 participants, 

comprising 39 women and 31 men, with an average age of 26 years. Most participants in this group were 

in the early stages of their careers, having one to three years of work experience. The low impostor 

phenomenon group included 75 participants, consisting of 37 women and 38 men, with an average age 
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of 28 years. Similarly, the majority of participants in this group were also in the early stages of their 

careers. Table 1 presents the descriptive statistics and the results of the correlational analysis for all 

variables. 

Table 1. Descriptive Statistics, Internal Consistencies, and Partial Variable Intercorrelations 

 M SD 1 2 3 4 5 6 7 

Impostor phenomenon 2.64 .81 1       

Perfectionism 3.75 .57 .35** 1      

Supervisor support 3.30 .36 .18* .30** 1     

Task performance 5.86 .76 -.09 .34** .44** 1    

Contextual performance 5.78 .80 .74 .41** .39** .60** 1   

Counterproductive work 

behavior 

2.55 1.32 .46** .35 .05 -.14 -.10 1  

Job performance 4.73 .61 .32** .34** .39** .57** .67** .65** 1 

**correlation is significant at .01 

*correlation is significant at .05 

Sources: Personal data (2025). 

Table 1 shows that, on average, participants in this study reported low levels of the impostor 

phenomenon and counterproductive work behavior, moderate levels of perfectionism and supervisor 

support, and high levels of task and contextual performance. 

The correlational analysis revealed a significant positive correlation between perfectionism and the 

impostor phenomenon (r = .35, p < .01). The impostor phenomenon was also positively correlated with 

counterproductive work behavior (r = .46, p < .01) and supervisor support (r = .18, p < .05). Furthermore, 

perfectionism showed significant correlations with supervisor support (r = .30, p < .01), task performance (r = 

.34, p < .01), and contextual performance (r = .41, p < .01). Supervisor support was positively correlated 

with both task performance (r = .44, p < .01) and contextual performance (r = .39, p < .01). Lastly, a strong 

positive correlation was found between task performance and contextual performance (r= .60, p < .01). 

Table 2.  Job Performance Results on High and Low Impostor Phenomenon Groups 

 High impostor 

phenomenon 

Low impostor 

phenomenon 

Independent sample t-test 

score 

Job performance 4.88 4.59 .00 

Task performance 5.70 6.01 .01 

Contextual performance 5.79 5.77 .88 

Counterproductive work behavior 3.15 1.98 .00 

Sources: Personal data (2025).    

 

Based on the results of the independent samples t-test, all variables presented in Table 2 showed 

significance values below .05, except for contextual performance (p = .88). Therefore, it can be concluded 

that there are significant mean differences in overall job performance, task performance, and 

counterproductive work behavior between the high and low impostor phenomenon groups. 

As shown in Table 2, the high impostor phenomenon group demonstrated higher overall job 

performance compared to the low impostor phenomenon group. However, task performance was higher 

among individuals with low impostor phenomenon, while counterproductive work behavior was higher 
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among those with high impostor phenomenon. These findings indicate that there are notable differences 

in performance outcomes between individuals with high and low levels of impostor phenomenon, thus 

H1 is supported. 

Table 3. Relationship between Perfectionism and Supervisor Support on Job Performance 

 High impostor phenomenon job 
performance 

Low impostor phenomenon job 
performance 

Perfectionism 0.37** (p < .01) 0.22* (p>0.05) 

Supervisor support 0.42** (p < .01) 0.30** (p < .01) 

**correlation is significant at 0.01 
*correlation is significant at 0.05 
Sources: Personal data (2025). 

  

As presented in Table 3, the correlation between perfectionism and job performance was significant and 

positive in the high impostor phenomenon group (r = .37, p < .01), whereas the correlation was weaker 

and non-significant in the low impostor phenomenon group (r = .22, p > .05). These findings indicate that 

the relationship between perfectionism and job performance differs across the two groups, thereby supporting 

H2. 

Next, the correlation between supervisor support and job performance was stronger in the high 

impostor phenomenon group (r = .42, p < .01) compared to the low impostor phenomenon group (r =.30, p 

< .01). The findings indicate that supervisor support demonstrates a stronger positive correlation with job 

performance among individuals exhibiting higher levels of impostor feelings. Therefore, these results 

confirm that the correlation between supervisor support and job performance differs across the high and low 

impostor phenomenon groups, supporting H3. 

Discussion 

This study investigated the association between the impostor phenomenon and job performance, 

focusing on differences across individuals with varying levels of impostor feelings. The findings 

demonstrate that impostor tendencies contribute to variations in job performance outcomes, supporting 

hypotheses 1, 2, and 3 (H1, H2, and H3). 

The results of H1 indicate that participants in the high impostor phenomenon group tend to 

demonstrate higher job performance, but also exhibit higher levels of counterproductive work behavior. 

This finding aligns with impostor phenomenon theory, which suggests that impostor phenomenon are 

commonly observed among individuals with strong job performance or notable academic and 

professional achievements (Clance & Imes, 1978). The present study further supports this by showing 

that individuals with higher impostor phenomenon display greater counterproductive work behavior 

compared to those with lower impostor levels. Such behaviors may arise as maladaptive responses to self- 

doubt and emotional strain. Previous research has similarly shown that impostor phenomenon are 

associated with lower job satisfaction, emotional exhaustion, and reduced organizational citizenship 

behavior (Neureiter & Traut-Mattausch, 2016; Vergauwe et al., 2015). When individuals continually 

question their competence, the resulting anxiety and frustration can manifest as avoidance, withdrawal, 

or other forms of counterproductive work behavior. Overall, these findings reinforce that the impostor 

phenomenon not only undermines psychological well-being but may also lead to detrimental behavioral 

outcomes in the workplace (Swaidan & Jabbour Al Maalouf, 2025). 

The results of H2 indicate a significant correlation between perfectionism and job performance within 

the high impostor phenomenon group. This finding aligns with previous studies that have demonstrated 

a strong relationship between perfectionism and impostor phenomenon (Lee et al., 2021; Muneer et al., 

2021; Pannhausen et al., 2020). Individuals experiencing high levels of impostor phenomenon often 

become overly concerned with meeting others’ expectations (Noskeau et al., 2021; Pannhausen et al., 

2020) and exhibit a heightened fear of failure (Muneer et al., 2021). According to Noskeau et al. (2021), 
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such individuals frequently experience social anxiety driven by fear of negative evaluation and the 

possibility of being exposed as incompetent if they fail to meet performance standards. Consequently, 

they tend to overexert themselves to meet others’ expectations or demands. However, because this 

behavior is primarily driven by anxiety rather than intrinsic motivation, it can lead to negative 

consequences for the individual. When perfectionistic concerns persist over time, individuals with high 

impostor phenomenon are at greater risk of experiencing psychological distress, including heightened 

anxiety and depression (Pákozdy et al., 2024). 

In H3, the results indicate a significant positive correlation between supervisor support and job 

performance among individuals with high levels of impostor phenomenon. This finding is consistent with 

prior research suggesting that strong supervisory support enhances employees’ psychological and 

professional resources at work (Talukder & Galang, 2021). McDowell et al. (2015) and Haar and de Jong 

(2024) further demonstrated that high perceived organizational support is associated with lower impostor 

tendencies and improved adaptive functioning. In contrast, insufficient support may heighten employees’ 

perceptions of neglect and exacerbate impostor cognitions, particularly when they believe that others 

receive greater organizational backing. Although previous studies primarily focused on organizational 

support, the present findings suggest that supervisor support functions as a more proximal and influential 

form of assistance. Accordingly, even among individuals experiencing elevated impostor feelings, the 

presence of strong supervisory support appears to facilitate better job performance outcomes, 

underscoring its pivotal role in mitigating the adverse effects of impostor-related self-doubt on work 

effectiveness. This result also in line with the JD-R model (Demerouti et al., 2001), namely that 

individuals will reduce resources at work when they do not get support from superiors and the 

organization. Thus, even though individuals have a high level of impostor phenomenon, the presence of 

high levels of supervisor support will help them to have better work results. 

Conclusion 

This study demonstrates that job performance differs significantly between individuals with high and 

low levels of impostor phenomenon. Furthermore, the findings reveal that both perfectionism and 

supervisor support are significantly correlated with job performance among individuals experiencing 

impostor phenomenon. 

Future research could adopt a mixed-methods approach by combining qualitative interviews with 

individuals experiencing the impostor phenomenon and quantitative survey methods. Such an approach 

would allow for a deeper exploration of the variables that contribute to effective performance among 

professionals who experience impostor feelings. The qualitative insights could then be empirically tested 

through quantitative analysis to validate the relationships among the identified variables, thereby 

strengthening the understanding of how impostor-related traits relate to workplace performance. 

References 

Abbas, N., & Bashir, S. (2017). Self-created nightmares: Impact of LMX on perception of politics with 

mediating role of impostor phenomenon and moderating role of locus of control. Journal of 

Managerial Sciences, 11. 

Anatama, R. R. (2019). Psychological capital dan job resources sebagai prediktor terhadap work 

engagement. Tazkiya: Journal of Psychology, 6(2). https://doi.org/10.15408/tazkiya.v6i2.11004 

Clance, P. R., & Imes, S. A. (1978). The impostor phenomenon in high achieving women: Dynamics 

and therapeutic intervention. Psychotherapy: Theory, Research, and Practice, 15(3). 

Clance, P. R. (1985). The impostor phenomenon: Overcoming the fear that haunts your success. Peachtree 

Publishers. 



TAZKIYA (Journal of Psychology), 13(2), 2025 

216-218 
http://journal.uinjkt.ac.id/index.php/tazkiya  

This is an open-access article under CC-BY-SA license 
(https://creativecommons.org/licenses/by-sa/4.0/) 

 

Clance, P. R., & OToole, M. A. (1987). The imposter phenomenon. Women & Therapy, 6(3), 51–64. DOI: 

10.1300/j015v06n03_05 

Demerouti, E ., Bakker, A . B ., Nachreiner, F ., Bakker, A ., & Schaufeli, W . (2001) . The job demands– 

resources model of burnout. Journal of Applied Psychology, 86, 499–512. https://doi 

.org/10.1037/0021- 9010 .86 .3 .499 

Diskin, E., & Karl, J. (2024). Do i belong here? Impostor phenomenon, well-being and purpose at work: 

A mediation analysis. 

Eisenberger, R., Huntington, R., Hutchison, S., & Sowa, D. (1986). Perceived organizational support. 

Journal of Applied psychology, 71(3), 500. 

Fahira, U. D., & Hayat, B. (2021). Impostor phenomenon on first- and second-year college students. 

Tazkiya: Journal of Psychology, 9(2), 177–188. https://doi.org/10.15408/tazkiya.v9i2.19449 

Flett, G. L., Hewitt, P. L., Whelan, T., & Martin, T. R. (2007). The perfectionism cognitions inventory: 

Psychometric properties and associations with distress and deficits in cognitive self-management. 

Journal of Rational-Emotive & Cognitive-Behavior Therapy, 25(4), 255-277. 

Gardner, F., Leijten, P., Harris, V., Mann, J., Hutchings, J., Beecham, J., Bonin, E. M., Berry, V., 

McGilloway, S., Gaspar, M., João Seabra-Santos, M., Orobio de Castro, B., Menting, A., 

Williams, M., Axberg, U., Mørch, W. T., Scott, S., & Landau, S. (2019). Equity effects of 

parenting interventions for child conduct problems: A pan-European individual participant data 

meta-analysis. The Lancet Psychiatry, 6(6), 518–527. https://doi.org/10.1016/S2215-

0366(19)30162-2 

Gnilka, P. B., Ashby, J. S., & Noble, C. M. (2012). Multidimensional perfectionism and anxiety: 

Differences among individuals with perfectionism and tests of a coping-mediation model. Journal 

of Counseling & Development, 90(4), 427–436. DOI: https://doi.org/10. 1002/j.1556- 

6676.2012.00054.x. 

Gullifor, D. P., Gardner, W. L., Karam, E. P., Noghani, F., & Cogliser, C. C. (2024). The impostor 

phenomenon at work: A systematic evidence-based review, conceptual development, and agenda 

for future research. Journal of Organizational Behavior, 45(2), 234-251. 

https://doi.org/10.1002/job.2733 

Haar, J., & de Jong, K. (2024). Imposter phenomenon and employee mental health: what role do 

organizations play?. Personnel Review, 53(1), 211-227. https://doi.org/10.1108/PR-01-2022- 0030 

Harari, D., Swider, B. W., Steed, L. B., & Breidenthal, A. P. (2018). Is perfect good? A meta-analysis of 

perfectionism in the workplace. Journal of Applied Psychology, 103(10), 1121-1144. https://doi. 

org/10.1037/apl0000324 

Howe-Walsh, L., and Turnbull, S. (2016). Barriers to women leaders in academia: Tales from science 

and technology. Stud. Higher Educ, 41, 415–428. https://doi. org/ 

10.1080/03075079.2014.929102 

Hudson, S., & González-Gomez, H. V. (2021). Can impostors thrive at work? The impostor 

phenomenon's role in work and career outcomes. Journal of Vocational Behavior, 128, 103601. 

https://doi.org/10.1016/ j.jvb.2021.103601 

  

 

Khadija, K., & Azim, S. (2023). Impact of negative perfectionism on procrastination and job burnout 

among public sector employees: Role of stress as mediator. Academy of Education and Social Sciences 

Review, 3(2), 190-202. https://doi.org/10.48112/aessr.v3i2.498 



TAZKIYA (Journal of Psychology), 13(2), 2025 

217-218 
http://journal.uinjkt.ac.id/index.php/tazkiya  
This is an open-access article under CC-BY-SA license 
(https://creativecommons.org/licenses/by-sa/4.0/) 
 

Kiziloglu, M., Dluhopolskyi, O., Koziuk, V., Vitvitskyi, S., & Kozlovskyi, S. (2021). Dark personality 

traits and job performance of employees: The mediating role of perfectionism, stress, and social 

media addiction. Problems and Perspectives in Management, 19(3). https://doi.org/10.21511/ppm. 

Koopmans, L., Bernaards, C. M., Hildebrandt, V. H., Schaufeli, W. B., de Vet, H. C., & van der Beek, 

A. J. (2011). Conceptual frameworks of individual work performance: A systematic review. 

Journal of Occupational and Environmental Medicine, 856-866. 

https://doi.org/10.1097/JOM.0b013e318226a763 

Lee, L. E., Rinn, A. N., Crutchfield, K., Ottwein, J. K., Hodges, J., & Mun, R. U. (2021). Perfectionism 

and the imposter phenomenon in academically talented undergraduates. Gifted Child Quarterly, 

65(3), 220-234. DOI: https://doi.org/10.1177/0016986220969396 

McDowell, W.C., Grub, W.L., & Geho, P.R. (2015). The impact of self-efficacy and perceived 

organizational support on the imposter phenomenon. American Journal of Management, 15(3) 

Muneer, R., Ali, S. M., & Zia, A. (2021). Investigation of impostor phenomenon in relation to 

perfectionism in pakistani working. Bahria Journal of Professional Psychology, 20(1), 52-61. 

Neureiter, M., & Traut-Mattausch, E. (2016). Inspecting the dangers of feeling like a fake: An empirical 

investigation of the impostor phenomenon in the world of work. Frontiers in psychology, 7, 1445. 

Noskeau, R., Santos, A., & Wang, W. (2021). Connecting the dots between mindset and impostor 

phenomenon, via fear of failure and goal orientation, in working adults. Frontiers in psychology, 

12, 588438. https://doi.org/10.3389/fpsyg.2021.588438 

Ocampo, A. C. G., Wang, L., Kiazad, K., Restubog, S. L. D., & Ashkanasy, N. M. (2020). The relentless 

pursuit of perfectionism: A review of perfectionism in the workplace and an agenda for future 

research. Journal of Organizational Behavior, 41(2), 144-168. DOI: 

https://doi.org/10.1002/job.2400 

Pákozdy, C., Askew, J., Dyer, J., Gately, P., Martin, L., Mavor, K. I., & Brown, G. R. (2024). The 

imposter phenomenon and its relationship with self-efficacy, perfectionism and happiness in 

university students. Current Psychology, 43(6), 5153-5162. https://doi.org/10.1007/s12144- 023-

04672-4 

Pannhausen, S., Klug, K., & Rohrmann, S. (2020). Never good enough: The relation between the 

impostor phenomenon and multidimensional perfectionism. Current Psychology, 

https://doi.org/10.1007/s12144-020-00613-7 

Rostiana, R., & Lie, D. (2019). Multi-dimensional individual work performance: Predictors and 

mediators. Global Journal of Business and Social Science Review, 7(1), 54-60. 

Swaidan, E., & Jabbour Al Maalouf, N. (2025). Impostor Phenomenon Unveiled: Exploring Its Impact 

on Well-Being, Performance, and Satisfaction Among Employees. Administrative Sciences, 15(2), 

67. 

Sypniewska, B. (2020). Counterproductive work behavior and organizational citizenship behavior. 

Advances in Cognitive Psychology, 16(4), 321. https://doi.org/10.5709/acp-0306-9 

Talukder, A. M. H., & Galang, M. C. (2021). Supervisor support for employee performance in Australia: 

Mediating role of work-life balance, job, and life attitude. Journal of Employment Counseling, 58(1), 

2-22. https://doi.org/10.1002/joec.12154 

Thomas, M., & Bigatti, S. (2020). Perfectionism, impostor phenomenon, and mental health in medicine: 

a literature review. International Journal of Medical Education, 11, 201. 

https://doi.org/10.5116/ijme.5f54.c8f8 

Ting, H., Memon, M. A., Thurasamy, R., & Cheah, J. H. (2025). Snowball sampling: A review and 

guidelines for survey research. Asian Journal of Business Research (AJBR), 15(1). 



TAZKIYA (Journal of Psychology), 13(2), 2025 

218-218 
http://journal.uinjkt.ac.id/index.php/tazkiya  

This is an open-access article under CC-BY-SA license 
(https://creativecommons.org/licenses/by-sa/4.0/) 

 

Vergauwe, J., Wille, B., Feys, M., De Fruyt, F., & Anseel, F. (2015). Fear of being exposed: The trait- 

relatedness of the impostor phenomenon and its relevance in the work context. Journal of Business 

and Psychology, 30(3), 565-581. 

Widyastuti, T., & Hidayat, R. (2018). Adaptation of individual work performance questionnaire (IWPQ) 

into Bahasa Indonesia. International Journal of Research Studies in Psychology, 7(2), 101-112. 

https://doi.org/ 10.5861/ijrsp.2018.3020 

Yosopov, L. (2020). The relationship between perfectionism and procrastination: Examining trait and 

cognitive conceptualizations, and the mediating roles of fear of failure and overgeneralization of 

failure (Doctoral dissertation, The University of Western Ontario (Canada)). 

Zeglat, D., & Janbeik, S. (2019). Meaningful work and organizational outcomes: The mediating role of 

individual work performance. Management Research Review, 42(7), 859-878. 

https://doi.org/10.1108/MRR-05-2018-0206 

 

 

 

 

 


