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Background: Based on Social Identity Theory (SIT) and Self-Determination
Theory (SDT), this study proposed a moderated mediation model in which
the impostor phenomenon was established as an intervening instrument that
highlighted why employees were more likely to be satisfied with their careers
under the existence of self-esteem, and the indirect effect of self-esteem on
career satisfaction via the impostor phenomenon was conditional on proactive
personality.

Methods: The data required to fulfill the study’s purpose were collected through
the survey technique. Employees (N = 376) working in customer relations,
branch banking support, commercial transactions, etc., units at the head office
of a well-known private bank operating in Istanbul, Turkey, were surveyed.

Results: The findings obtained from the study revealed that self-esteem has
a positive effect on career satisfaction and a negative impact on the impostor
phenomenon. It was also found that the impostor phenomenon has a negative
effect on career satisfaction. Moreover, it was discovered that the impostor
phenomenon has not mediated the relationship between self-esteem and
career satisfaction. However, a proactive personality has moderated the effect
of the impostor phenomenon on career satisfaction. Furthermore, a proactive
personality moderated the indirect effect of the impostor phenomenon on the
relationship between self-esteem and career satisfaction.

Conclusion: This study underscores a novel intersection of psychological
constructs -self-esteem, the impostor phenomenon, and proactive personality-
and their profound implications for career satisfaction, bringing us one step
closer to understanding the complex dynamics of employee satisfaction within
the professional realm.
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1 Introduction

The impostor phenomenon, which Clance and Imes (1978)
introduced to the study of organizational behavior, is characterized
as a personal feeling of being an intellectual fraud. It is a
motivational disposition in which people who have achieved a
certain level of success have a sense of being a fraud (Ross and
Krukowski, 2003). Individuals with the impostor phenomenon
feel unworthy of their achievements and have an unavoidable fear
of someday being discovered as the fraud they believe themselves
to be (Schubert, 2013). Imposters need a sense of internalization
of their (Yaffe, 2020).
impostorism have difficulty attribution of their performance to

success Individuals experiencing
their actual competence. They attribute their successes to external
factors such as luck, unstable factors, or the help they receive from
others, and they attribute their setbacks to their professional
inadequacies (Kaur and Jain, 2022).

Feelings of having an impostor phenomenon have been linked
to poor psychological functioning, including low self-esteem
(Peteet et al., 2015). The available literature has found a negative
relationship between self-esteem and the impostor phenomenon.
Previous research (Sonnak and Towell, 2001; Lige et al., 2017;
Neureiter and Traut-Mattausch, 2016; Schubert and Bowker, 2019;
Chrisman et al., 1995; Cozzarelli and Major, 1990; Topping and
Kimmel, 1985) revealed this negative relationship between self-
esteem and impostor phenomenon. In this context, the role of
self-esteem in the impostor phenomenon should not
be underestimated (Schubert, 2013). On the other hand, as has
been suggested in many studies related to career research (Joo and
Park, 2010), career success and career satisfaction are used
interchangeably in this research. Self-esteem, as a household word
(Baumeister et al., 2003), can impact an individual’s performance
to a large extent (Akgunduz, 2015). A high level of self-esteem is
helpful to individuals in many contexts, such as career-related
issues (Sabelnikova, 2021). Greenhaus (1971) suggested that
individuals with high self-esteem were more concerned with
career satisfaction. Atac et al. (2017) proposed that individuals
with high self-esteem tend to take responsibility and feel more
control over their careers. Furthermore, no research was available
on the adverse or non-linear effect of high self-esteem on career
satisfaction (Sabelnikova, 2021). Joo and Ready (2012) stated that
the subjective part of career success refers to job or career
satisfaction. Within this context, job satisfaction can be considered
within the scope of career satisfaction. The majority of existing
studies in the literature to date (Sabelnikova, 2021; Cai et al., 2015;
Mocheche et al., 2017; Zafar et al., 2014; Kuster et al., 2013;
Ahmed, 2012; Kammeyer-Mueller et al., 2008; Alavi and
Askaripur, 2003) have examined the relationship between
individuals’ self-esteem and career satisfaction including career
success and job satisfaction. Accordingly, although studies on self-
esteem, the impostor phenomenon and career satisfaction exist in
the available literature, no studies focused on the indirect effect of
variables such as the impostor phenomenon.

There is a growing body of literature on the impostor
phenomenon and its role in various career outcomes. Still, more
needs to be known about the mediating or moderating personality
variables that affect impostorism (Cokley et al., 2018). Jawahar
and Liu (2016) suggested that in today’s dynamic work
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environment, a proactive personality is needed as a highly relevant
personality. According to Bateman and Crant (1993), individuals
with a proactive personality can affect their environment by
scanning for opportunities, showing initiative, taking action and
persevering until they reach closure by bringing about change.
Individuals with proactive personalities may feel supported. They
may affect the association between the impostor phenomenon and
career satisfaction. Although many studies, as discussed above,
have examined the research variables, there is a lack of research
on concerning self-esteem, impostor phenomenon, proactive
personality and career satisfaction together. At this point, there
seems to be a need to investigate the research gap that reveals such
an association’s existence. Therefore, the main focus of this
research is whether the indirect effect of self-esteem on career
satisfaction through the impostor phenomenon is conditional on
proactive personality. In addition to examining the main effect of
self-esteem on career satisfaction and the impostor phenomenon,
this study targeted to explain the direct and indirect impact of
proactive personality in these associations. Firstly, a proactive
personality was assumed as a potential moderator of the
relationship between the impostor phenomenon and career
satisfaction. Secondly, the mediator effect of the impostor
phenomenon in the relationship between self-esteem and career
satisfaction might differ with a proactive personality. The career
satisfaction of an individual experiencing the impostor
phenomenon may decrease, but having a proactive personality
varies this relationship. Career satisfaction may increase due to a
proactive personality structure even if the individual experiences
an impostor.

In this setting, drawing upon the social identity theory (SIT)
and self-determination theory (SDT), the current research seeks
to clarify how the impostor phenomenon mediates the connection
between self-esteem and job satisfaction. Additionally, a
moderated mediation model was established to examine the
moderating role of proactive personality on the indirect effect of
self-esteem  on  career  satisfaction  through  the
impostor phenomenon.

The contribution of this study can be explained as follows.
Firstly, a detailed literature review revealed little research
investigating the abovementioned variables based on the model
proposed within this study. Thus, the present study is expected to
contribute to the relevant literature. Secondly, this study aimed to
provide a rationale for whether the impostor phenomenon affects
individuals’ career satisfaction who have remarkable career
advancements and whether proactive personality, as an
individually assessed variable, alters this relation. By seeking
answers to these questions, it is expected to comprehend the role
of self-esteem and proactive personality in the career satisfaction
of employees experiencing the impostor phenomenon.

The structure of the study consists of a review of available
literature on self-esteem, career satisfaction, the impostor
phenomenon and proactive personality, along with the theoretical
framework drawn from the perspective of social identity theory
and self-determination theory, explaining the association between
constructs, the mediating effect of the impostor phenomenon, the
moderating effect of proactive personality and the moderated
mediation model, respectively. Afterward, after analyzing the
hypotheses developed within the scope of the study, the paper is
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concluded with the presentation of the research findings,
discussion, implications, limitations and recommendations for
future research.

2 Theoretical framework and
development of hypotheses

2.1 Theoretical framework

2.1.1 Self-esteem

Self-esteem, which plays a moderating role socially and
psychologically, refers to a subjective evaluation that can be defined
by how important and valuable an individual considers themself (Feng
et al,, 2025). Alimbekov et al. (2025) define self-esteem as the
involvement of self-evaluation, the cultivation of abilities, interaction
with the environment, and a holistic assessment. They encompass
crucial characteristics such as self-confidence, self-respect, and
satisfaction with one’s identity. When individuals with low and high
self-esteem are compared, they tend to evaluate themselves more
positively than those with low self-esteem. They may experience
stronger feelings regarding self-worth (Brown and Marshall, 2006). In
addition, individuals with high self-esteem can better protect
themselves against psychological problems such as anxiety and
depression (Bravata et al., 2019). Self-esteem can be explained
precisely by how much individuals value themselves. The individual’s
self-knowledge, recognition and self-worth are considered within self-
esteem. Therefore, self-esteem is a perception rather than a reality
(Baumeister et al., 2003).

2.1.2 Impostor phenomenon

The impostor phenomenon is defined as having feelings of
fraudulence because the person does not attribute their
accomplishments to their competencies even when the contrary is
present (Parkman, 2016). Research psychologists Pauline Clance and
Suzanne Imes identified the impostor phenomenon after studying
over 150 women in higher education who have made many significant
achievements in their fields. They noticed a common theme of women
attributing their achievements to external factors such as luck, timing,
or other people’s help rather than internal factors such as their skills
and efforts. This misattribution of success caused the participants to
describe their inadequacy and fears of being “found out” as phonies
despite legitimate and tangible achievements. Clance and Imes initially
suggested that the impostor phenomenon only affected women.
However, several current studies have indicated that feeling like an
impostor affects a wide range of people in different groups, such as
working professionals (Tewfik, 2022; Schow, 2021; Neureiter and
Traut-Mattausch, 2016); higher education (Manongsong and Ghosh,
2021; Cisco, 2020; Hutchins and Rainbolt, 2017; Parkman, 2016;
Dancy and Jean-Marie, 2014); entrepreneurs (Ladge et al., 2019);
politicians (Aguiar and Redlin, 2014); managers (Downing et al., 20205
Fried-Buchalter, 1997); medical students and practitioners (Neufeld
etal., 2022; Mattie et al., 2008; Oriel et al., 2004); military personnel
(Stein et al., 2020) and, librarians (Barr-Walker et al., 2019).

2.1.3 Career satisfaction

Career satisfaction, which involves the subjective evaluation of the
work environment (Park, 2018), is an important indicator of subjective
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career success that captures employees’ cognitive and emotional
assessment of their career-related outcomes (McKenna et al., 2016).
Career satisfaction is a broad concept that refers to employees’
perceptions of both intrinsic and extrinsic aspects of their career
development, including income, promotion, progress toward career
goals, development opportunities and perceived career success
(Baidoun and Anderson, 2024). Individuals with high career
satisfaction are expected to perform better in their jobs, work more
efficiently and effectively, and continue pursuing their career goals
(Aburumman and Wasfi Alrweis, 2024). Thus, achieving career goals,
measuring career success and expecting future development are often
associated with career satisfaction (Zhu et al., 2022). In addition,
career satisfaction results when individuals meet their career needs by
focusing on achieving their career goals. Therefore, career satisfaction,
as a result of an individual motivation process, includes tools such as
organizational support and career development (Jung and
Takeuchi, 2017).

2.1.4 Proactive personality

Proactive personality refers to a stable tendency to take personal
initiative and a desire to make a difference (Kim and Oh, 2024). The
main characteristic of proactive behavior is that individuals can
directly and intentionally change their current social or non-social
circumstances (Bateman and Crant, 1993). Being proactive means
changing things for the better in an intended direction. Proactive
behavior separates individuals from the pack and organizations from
the rest of the market (Bateman and Crant, 1999). Highly proactive
individuals tend to take initiative, anticipate and create change, and
seek opportunities rather than waiting for them to arise (Crant, 2000).
Hence, proactive individuals in an organization can benefit from faster
advancement, better job opportunities and career paths (Yang
etal., 2011).

2.2 Development of hypotheses

2.2.1 Self-esteem and career satisfaction

Self-esteem is an individual’s general self-evaluation of his/her
competencies (Rosenberg, 1965). According to another definition,
self-esteem is a personal evaluation reflecting what people think about
themselves (Pierce and Gardner, 2004). On the other hand, Greenhaus
etal. (2010) define career as the pattern of work-related experiences
that span a person’s life. Like much career research, this study used
career satisfaction and success interchangeably (Joo and Park, 2010).
Therefore, career success is the positive psychological or work-related
outcomes or achievements accumulated from work experiences
(Judge et al.,, 1995). Judge et al. (1995) consider career success in two
dimensions, objective and subjective and define subjective career
success as including current job satisfaction, just as a career includes
a current job. According to them, career satisfaction is the satisfaction
individuals derive from their careers’ intrinsic and extrinsic aspects,
including pay, advancement and developmental opportunities.

In the literature, there are several studies investigating the
relationship between self-esteem and career satisfaction, including
career success and job satisfaction (Sabelnikova, 2021; Cai et al.,
2015; Mocheche et al., 2017; Zafar et al., 2014; Ahmed, 2012;
Kammeyer-Mueller et al., 2008; Alavi and Askaripur, 2003; Garske,
1996; Westaway et al., 1996). Sabelnikova (2021) found a clear
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relationship between self-esteem and career success. It has been
suggested that a significant relationship exists between self-esteem
and job satisfaction (Mocheche et al., 2017). Ahmed (2012), in a
study conducted on private university teachers, concluded that self-
esteem and optimism significantly affect job satisfaction. Garske
(1996) found a significant relationship between self-esteem and
career satisfaction. Alavi and Askaripur (2003), in their study,
concluded that there are significant relationships between self-
esteem and the degree of satisfaction with the type and quality of
work, manager or supervisor, coworkers, promotion, salary and
wages, and self-esteem. Within this framework, the first hypothesis
of the research is composed as given below:

Hypothesis 1 (H1): Self-esteem is positively related to
career satisfaction.

2.2.2 Impostor phenomenon as a mediator

Issues with self-esteem constitute the basis of the impostor
phenomenon. In the literature, many empirical studies examined the
relationship between the impostor phenomenon and self-esteem level
and revealed a negative relationship between self-esteem and the
impostor phenomenon (Sonnak and Towell, 2001; Neureiter and
Traut-Mattausch, 2016; Schubert and Bowker, 2019; Chrisman et al.,
1995; Cozzarelli and Major, 1990; Topping and Kimmel, 1985). The
relationship between the impostor phenomenon, self-worth, and self-
reported and statistical instability in self-esteem was explored in a
study by Schubert and Bowker (2019). The findings revealed a negative
correlation between the impostor phenomenon and levels of self-
esteem and a positive correlation with both self-perceived and
statistical volatility of self-esteem. Neureiter and Traut-Mattausch
(2016) found that diminished self-worth is a contributing factor to
feelings of impostor phenomenon. Research conducted on university
faculty members by Topping and Kimmel (1985) showed a significant
negative association between self-worth and the impostor
phenomenon. Similarly, Mascarenhas et al. (2019) concluded that
there was a notable negative correlation between self-esteem and the
impostor phenomenon in a study involving medical interns. Lige et al.
(2017) explored the interplay among racial identity, self-esteem, and
the impostor phenomenon, finding that racial identity positively
influences self-esteem and negatively impacts the impostor
phenomenon. Interestingly, they also found that self-esteem negatively
influenced the impostor phenomenon. Considering these findings, the
following hypothesis was formulated:

Hypothesis 2 (H2): Self-esteem is negatively related to
impostor phenomenon.

The impostor phenomenon is considered an important
psychological construct regarding career development. Individuals
experiencing the impostor phenomenon present themselves as
talented and self-confident people. They tend to be perfectionists and
fear failing by disappointing others. These individuals are also
concerned about success as they think that they do not deserve the
success they have achieved (Sharma, 2018). When the general
characteristics of the impostor phenomenon are examined, it is clear
that the careers of people suffering from it can be negatively affected.
Moreover, the inability of these individuals to internalize their success
and their fear that they will not achieve the same success in subsequent
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tasks can reduce their satisfaction with success and even make them
feel worse for being successful (Clance and O Toole, 1987).

Limited research examines the link between the impostor
phenomenon and career-related issues. Those few studies suggest that
the impostor phenomenon has a detrimental impact on aspects of
career progression. In a study by Neureiter and Traut-Mattausch
(2016), they explored the association between impostor feelings and
various elements like fear of failure, success, self-esteem, career
advancement, career planning, career ambition, and leadership
motivation. They discovered that these impostor sentiments negatively
impacted students’ career planning and efforts and undermined
working professionals’ motivation to take on leadership roles. Sharma
(2018) established that the impostor phenomenon adversely affects
on€’s career satisfaction and perceived career success. Wang et al.
(2024) concluded that there is a negative relationship between
impostor phenomenon and job satisfaction. Hudson and Gonzélez-
Gomez (2021) found a negative relationship between the impostor
phenomenon and career success in their study. Considering these
findings, the following third hypothesis for this study was formulated:

Hypothesis 3 (H3): Impostor phenomenon is negatively related
to career satisfaction.

In the literature, there is no study investigating the mediator role
of the impostor phenomenon in the relationship between self-esteem
and career satisfaction. Only Neureiter and Traut-Mattausch (2016)
evaluated the impostor phenomenon within the scope of career
development and tested a model including preconditions and
consequences of the impostor phenomenon. Their study assessed the
impact of fears surrounding failure and success. They diminished self-
esteem on feelings of being an impostor while examining the influence
of these impostor feelings on career-related outcomes (such as career
planning, ambition, and leadership motivation). The research findings
indicated that the fear of failure and success, along with low self-
esteem, contribute to developing impostor feelings. These feelings, in
turn, affect career planning, unobservable and observable career
efforts, and motivation to assume leadership roles.

People suffering from the impostor phenomenon live their lives
believing that their success is due to some luck or mistake. They
constantly fear being found out to be less intelligent or less talented9.
Research has shown that people with low self-esteem are more likely
to suffer from the impostor phenomenon. In addition, since people
suffering from the impostor phenomenon think that they do not
deserve the success they have achieved, career success, which is
considered important in terms of personal career development and
career satisfaction, can be viewed as a sub-dimension and may
be negatively affected. In this case, the impostor phenomenon may
mediate the relationship between self-esteem and career satisfaction.
The related hypothesis is given below:

Hypothesis 4 (H4): Impostor phenomenon mediates the
relationship between self-esteem and career satisfaction.

2.2.3 Proactive personality as a moderator

In the literature, many studies examine the relationship
between personality dimensions and the impostor phenomenon
(Bernard et al., 2002; Chae et al., 1995; Beard, 1990; Kaur and Jain,

2022). In a study conducted on 190 college students, Bernard et al.

frontiersin.org


https://doi.org/10.3389/fpsyg.2025.1583454
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org

Taskiran et al.

(2002) concluded that the impostor phenomenon is associated
with high neuroticism and low conscientiousness. They also
concluded that low self-discipline and perceived competence, as
well as depression and anxiety, are important characteristics of the
impostor phenomenon. Chae et al. (1995) utilized personality
inventories to measure personality dimensions in their research
with 654 Korean participants to determine the relationship
between impostor phenomenon and personality. As a result, they
concluded that there is a relationship between the impostor
phenomenon. According to this result, it was seen that people
with the impostor phenomenon are more introverted types than
extroverted. In addition, the study concluded that there were
significant relationships between the impostor phenomenon and
neuroticism and honesty from the dimensions of the NEO-PI-R
personality inventory. According to this result, it was seen that
people with the impostor phenomenon had high levels of
neuroticism and low levels of conscientiousness.

Proactive personality is a personality type that is relatively
unconstrained by situational forces and influences environmental
change. Proactive people scan for opportunities, show initiative,
take action, initiate change and sustain it (Bateman and Crant,
1993). Subjective career success is also related to a proactive
personality. Proactive individuals are more effective in shaping
their work environment. Behaving like this affects career
satisfaction in two ways. Firstly, proactive individuals have a
greater sense of self-determination and self-efficacy in their
professional lives, which may impact career satisfaction. Secondly,
individuals with proactive personality traits make more effort to
choose and create work environments suitable for their
professional needs and values. The harmony between the
individual and the work environment can also improve career
satisfaction (Seibert et al., 1999).

As can be seen, personality is a variable related to both the
impostor phenomenon and career satisfaction. In this context, a
proactive personality may moderate the relationship between the
impostor phenomenon and career satisfaction. In other words, the
negative effect of the impostor phenomenon on career satisfaction
may be reduced by proactive personality traits. Within this
framework, the fifth hypothesis of this study was formed as below:

Hypothesis 5 (H5): Proactive personality moderates the
relationship between impostor phenomenon and career
satisfaction.

Proactive personality is recognized as a stable tendency to take
personal initiative in various activities and situations. Proactive
people are relatively unconstrained by situational forces and
influence environmental change. Empirical evidence suggests that
a proactive personality is a unidimensional construct positively
related to a range of important individual and organizational
outcomes (Seibert et al., 2001). In this context, the greater an
individual’s proactive personality trait, the greater the indirect
effect of the impostor phenomenon on the relationship between
self-esteem and career satisfaction, and conversely, the weaker an
individual’s proactive personality trait, the weaker the indirect
effect of the impostor phenomenon on the relationship between
self-esteem and career satisfaction. In this context, this article
proposes the following hypothesis.
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Hypothesis 6 (H6): The indirect effect of self-esteem on career
satisfaction via impostor phenomenon is conditional on
proactive personality.

2.2.4 Self-determination theory (SDT)

Self-determination theory, developed by psychologists Edward
Deci and Richard Ryan in 1975, focuses on motivation, personality
development and wellness. The concept of self-determination refers
to individuals’ experience of freedom in initiating their behaviors, self-
management and making confident choices by trusting themselves
while making decisions. SDT assumes that autonomous or intrinsic
motivation (engaging in an activity by one’s own choice) is essential in
sustaining behaviors that encourage wellness and high-quality
performance, whereas controlled or extrinsic motivation (i.e.,
engaging in an activity for contingent rewards or power dynamics)
leads to decreases in motivation, wellbeing, and work performance
and engagement (Ryan and Deci, 2017; Ryan and Deci, 2020). SDT
can provide a useful theoretical framework for explaining self-esteem
and the impostor phenomenon. According to SDT, if individuals
experience ongoing satisfaction of their basic needs developmentally,
they tend to become secure within themselves and experience a sense
of true self-worth and self-esteem that is relatively stable and not a
source of focus or concern. In contrast, if people experience
deficiencies in satisfaction of their basic needs, their sense of self will
be less secure. They will likely strive for extrinsic goals or standards
that imply significance or worth (Moller et al., 2006). In this context,
this study asserted that people with low self-esteem often feel impostor
phenomenon than people with high self-esteem.

2.2.5 Social identity theory (SIT)

Social identity theory (SIT), as put forth by Tajfel (1978), is the
idea that an individual’s self-concept stems from their affiliation with
social groups. Tajfel (1972) characterized social identity as the
understanding an individual has of their membership in specific social
groups, coupled with the emotional significance and value they attach
to being a part of those groups. Per the SIT, an individual’s perception
of self varies within the group context, suggesting that impactful group
involvement can supersede individual identity, replacing it with a
social one (Demirtas, 2003). Individuals suffering from the imposter
phenomenon perceive themselves as included in a group despite not
meeting the necessary qualifications for group membership. Regarding
SIT, the impostors perceive the group they are a part of positively but
do not see themselves fitting into that category. Individuals with low
self-esteem attempt to meet their self-esteem needs by belonging to a
group they view positively. However, as they perceive the difference
between their individual qualities and those of the group, they feel like
an impostor. Within the relations among variables, the model of the
study is presented in Figure 1.

3 Method
3.1 Sample and procedure

The data required to fulfill the purpose of the study were collected
through the survey technique, one of the quantitative research

methods. The research was conducted on the employees working in
customer relations, branch banking support and commercial
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FIGURE 1
Proposed research model.

transactions, etc., units at the head office of a well-known private bank
operating in Istanbul, Turkey, which has an important place in the
banking sector. The reason for choosing the banking sector for the
research was the idea that to work in this sector, in addition to
technical knowledge, it is necessary to establish and manage networks.
After conducting interviews with the senior management of the
relevant bank with the help of personal contacts, all headquarters
employees, except for the senior management level, were included in
the research. In this context, the participants were informed about the
voluntary participation expected through the questionnaire form and
the ethical declaration requirements. Afterward, employees were
invited to fill out the survey form with the support of the human
resources department of the relevant bank, and a total of 390 survey
forms were returned as a result of periodic reminders. After excluding
14 improper questionnaires, the remaining 376 were included in the
analysis. Data were collected between February and June 2022.

The demographic characteristics of the participants are
presented in Table 1. According to the findings, most participants
were female (65.2%), and most were 21-30 years of age. When the
participants were compared in terms of marital status, it was
observed that there was almost a balanced distribution as 51.3% of
the participants were single and 48.7% of the participants were
married. Furthermore, finally, the education level and professional
experience were taken into consideration. The majority of
participants were undergraduates, and most of the participants had
1-5 years of professional experience.

3.2 Measures

The existing literature was examined to adapt the appropriate
constructs for measuring the study’s variables. As the scales accessed
were originally in English, they were translated into Turkish using a
blind translation-back-translation as described by Brislin (1976). In
this context, the researchers first translated the relevant scales into
Turkish. Then, the translated scales were translated back into English
by experts trained in English. Finally, the final versions of the scales to
be applied in the study were formed by comparing the two translations.
Unless otherwise stated, the five-point Likert type of measurement
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TABLE 1 Demographic characteristics of respondents (N = 376).

Variable Category Frequency Percentage
(f) (%)
Male 131 34.8
Gender
Female 245 65.2
21-30 years old 176 46.8
Age 31-40 years old 136 36.2
41-50 years old 64 17.0
Single 193 51.3
Marital status
Married 183 48.7
Undergraduate 338 89.9
Education level
Graduate 38 10.1
1 year or below 51 13.6
1-5 years 119 31.6
Professional
6-10 years 89 23.7
experience
11-15 years 44 11.7
16 years or above 73 19.4
TABLE 2 Scales used in the study.
Scale Developed by Number of
Items
The self-esteem scale Rosenberg (1965) 10
The Clance impostor Clance (1985) 20
phenomenon scale
Career satisfaction scale Greenhaus et al. (1990) 5
Proactive personality Seibert et al. (2001) 10
scale

with “I = Strongly Disagree, 2 = Disagree, 3 = Neither Agree nor
Disagree, 4 = Agree, to 5 = Strongly Disagree” were used. The scales
used in the research are explained below (Table 2).
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3.2.1 Self-esteem

A 10-item scale developed by Rosenberg (1965) was used in this
study to measure self-esteem. This scale was preferred as it is the most
cited and used scale in studies on self-esteem (Blascovich and Tomaka,
1991). Respondents were required to rate the statements by how
strongly they agreed with each statement. The sample scale items are
“On the whole, I am satisfied with myself;” “I am able to do things as
well as most other people;” and “I take a positive attitude toward
myself” The scale has been measured as a single factor. It was found
that the self-esteem scale had a good construct validity (y*/df = 2.591,
RMSEA = 0.065, CFI=0.965, and IFI=0.965) as a result of
confirmatory factor analysis.

3.2.2 Impostor phenomenon

The Clance Impostor Phenomenon Scale (CIPS), developed by
Clance (1985) and validated by Chrisman (1994), was used to measure
the participants’ impostor phenomenon. The scale has 20-item. Before
using the CIPS scale, Dr. Clance was contacted and permission was
obtained to use the scale in this study. Respondents were required to
rate the statements by how strongly they agreed with each statement.
The sample scale items are “I can give the impression that 'm more
competent than I really am” and “At times, I feel my success has been
due to some kind of luck” As proposed by previous research (French
etal, 2008), CIPS was measured as a single factor over the total score.
It was seen that CIPS had a good construct validity (y*/df = 2.702,
RMSEA =0.067, CFI=0.913, and IFI=0.914) as a result of
confirmatory factor analysis.

3.2.3 Career satisfaction

Career satisfaction was measured using a 5-item scale developed
by Greenhaus et al. (1990). Respondents were required to rate the
statements by how strongly they agreed with each statement. The
sample scale items are “I am satisfied with the success that I have

»

achieved in my career,” “I am satisfied with the progress that I have
made toward meeting my goals for achievement.” The scale has been
measured as a single factor. It was found that the career satisfaction
scale had a good construct validity (y*/df = 1.811, RMSEA = 0.047,
CFI1=0.999, and IFI=0.999) as a result of confirmatory

factor analysis.

3.2.4 Proactive personality

To measure the proactive personality, Seibert et al. (2001) 10-item
scale, which was the short version of Bateman and Crants (1993)
proactive personality scale, was used. Respondents were required to
rate the statements by how strongly they agreed with each statement.
The sample scale items are “I am constantly on the lookout for new
ways to improve my life” and “T am always looking for better ways to
do things” The scale has been measured as a single factor. It was seen
that the proactive personality scale had a good construct validity (y*/
df = 2.959, RMSEA = 0.072, CFI = 0.942, and IFI = 0.943) as a result
of confirmatory factor analysis.

3.2.5 Control variables

In this study, gender, age, marital status, education level and
professional experience were named as control variables. Gender,
marital status and education level were assessed with two levels, while
age was assessed with three. Professional experience was assessed with
five levels.
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3.3 Statistical analysis method

The data gathered for this study was analyzed by using SPSS,
PROCESS Macro and AMOS statistical analysis programs. To
calculate the internal consistency of the items, Cronbach’s alpha
coefficient was used. Descriptive statistics, correlations and
hierarchical regression analysis were conducted using SPSS. The
statistical program AMOS was utilized to analyze the model fit
statistics for measurement model assessment. Moreover, PROCESS
Macro was conducted to test the hypotheses. Specifically, within the
scope of the models proposed by Hayes (2017), Model 1 for
moderation effect, Model 4 for mediation effect and Model 14 for
moderated mediation were employed.

4 Results
4.1 Reliability and validity

Confirmatory factor analysis (CFA) was employed to examine the
quality of the factor structure, also named as a measurement model
that depicts the relationships between latent factors and measured
variables (Yang, 2005). As the model index had a poor fit, the
modifications suggested by the AMOS program were applied. There
were two deleted items for the self-esteem variable, the impostor
phenomenon variable had five deleted items, the career satisfaction
variable had no deleted items, and the proactive personality scale had
three deleted items due to the low factor loadings. The results obtained
from the final four-factor model consisted of self-esteem, career
satisfaction, impostor phenomenon and proactive personality,
revealing that the measurement model had a good model value, as
presented in Table 3.

The reliability and validity values of the scale are indicated in
Table 4. Construct validity was assessed using Cronbach’s alpha and
Composite Reliability (CR). As Cronbach’s alpha coefficient of each
scale was higher than the minimum level of 0.70 (Nunnally and
Bernstein, 1994) and CR ranged from 0.80 to 0.91, above the 0.70
benchmarks (Hair et al., 2010), construct validity for each construct
in the study was established. Discriminant validity was also computed
using the HTMT ratio. Since all HTMT ratios were less than the
required limit of 0.85 (Henseler et al., 2015), the discriminant validity
of the scales in this study was established.

There is a consensus among researchers on behavioral issues
that the common method variance, which explains the variance
attributed to the measurement method, is a potential issue,
especially in studies which research data is obtained from a single

TABLE 3 Model index summary of the research model.

Index Model Threshold level Goodness
value Good e to fit level
fit
xldf 2.622 <3 <4-5 Good Fit
CFI 0.902 >0.95 >0.90 Acceptable
IFI 0.903 >0.95 >0.90 Acceptable
RMSEA 0.066 <0.05 <0.08 Acceptable
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TABLE 4 Reliability and validity of the scales.

Discriminant  Cronbach's
validity a

Self-esteem 0.87 0.54 0.73 0.873
Career 0.91 0.68 0.82 0.906
satisfaction

Impostor 0.90 0.55 0.74 0.907
phenomenon

Proactive 0.80 0.63 0.79 0.779
personality

respondent using a single questionnaire tool (Podsakoff et al., 2003;
Podsakofl and Organ, 1986). Accordingly, research results will
inevitably be affected by common method variance (Xu et al., 2023).
To prevent common method variance, several methods can
be utilized (Baumgartner et al., 2021; Baumgartner and Weijters,
20215 Becker et al,, 2009; Malhotra et al., 2006). For this study, the
marker variable approach recommended for use by previous studies
(Lindell and Whitney, 2001; Malhotra et al., 2006; Gorrell et al.,
2011) was applied. The marker variable approach involves a special
variable that is intentionally included in the study, different from
the other variables subject to the research (Malhotra et al., 2006).
This approach is accepted as a good option for quantifying CMV
when only one method (for instance, the questionnaire technique)
is used to gather data for any study (Gorrell et al., 2011). Since the
findings obtained as a result of the analyses conducted using the
AMOS program revealed that the marker variable had a low
correlation with all variables, common method variance was not an
issue in this study.

4.2 Descriptive statistics

The correlation values between the study variables, namely self-
esteem, career satisfaction, impostor phenomenon and proactive
personality, and the descriptive statistics of the related variables were
exhibited in Table 5.

According to the results presented in Table 5, self-esteem is
significantly and positively correlated with career satisfaction (r = 0.325)
and proactive personality (r = 0.449), and negatively correlated with the
impostor phenomenon (r = —0.660). Career satisfaction is significantly
and negatively correlated with the impostor phenomenon (r = —0.154),
and positively correlated with proactive personality (r = 0.380). Lastly,
the impostor phenomenon significantly and negatively correlated with
proactive personality (r = —0.272). As it can be followed from Table 5,
good correlation values were found between all the variables examined
in the study. Based on these findings, other analyses were carried out to
realize the main objective of the research.

4.3 Hypotheses testing

4.3.1 Test of direct effects

Regression analysis was conducted to analyze hypotheses 1,
hypotheses 2 and 3 of the study, and the obtained findings were
summarized in Table 6.
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After controlling gender, age, marital status, education level and
professional experience, the results revealed that self-esteem was
significantly and positively related to career satisfaction ( = 0.289,
P <0.001). Thus, hypothesis 1 was supported. It has been found that
self-esteem’s negative effect on the impostor phenomenon was
significant (= —0.650, p <0.001). Hence, hypothesis 2 was
supported. Lastly, Table 6 indicates that the impostor phenomenon
is significantly and negatively related to career satisfaction (= — 0.131,
P <0.01). Accordingly, hypothesis 3 of the study was also supported.

4.3.2 Test of mediating effect

The fourth hypothesis of the study about the relationship between
self-esteem and career satisfaction will be mediated by the impostor
phenomenon was analyzed by PROCESS Macro bootstrapping-based
procedure. After employing Model 4 proposed by Hayes (2017), it was
found that the mediating effect of the impostor phenomenon showed
a confidence interval at a value of zero in between (ff = —0.0655, Boot
SE =0.0683, 95% CI=[-0.2012, 0.0695]), which proves that
hypothesis 4 was not supported (see Table 7).

4.3.3 Test of moderating effect

Regression analysis based on the bootstrap method by Model 1 of
Hayes (2017) was conducted to test the moderating role of proactive
personality in the effect of the impostor phenomenon on career
satisfaction. In the analyses applied using PROCESS Macro developed
by Hayes (2017), the bootstrap technique and 5,000 resampling
options were chosen. According to the regression results presented in
Table 8, it was identified that all variables included in the analysis
explained approximately 15% (R” = 0.147) of the change in career
satisfaction. The interactional effect (moderating effect) of the
impostor phenomenon and proactive personality on career
satisfaction was significant (f=—0.3711, Boot SE =0.1126, 95%
CI = [-0.5925, —0.1496]). Therefore, Hypothesis 5 was supported.

The interaction between variables was graphically displayed in
Figure 2 below. The graphic can be interpreted as the effect of the
impostor phenomenon on career satisfaction becoming weaker when
the proactive personality was high. In other words, the career
satisfaction of the employees who experience the impostor
phenomenon decreases, but having a proactive personality changes
this association. Career satisfaction increases due to the proactive
personality even if the employee experiences the impostor phenomenon.

4.3.4 Test of moderated mediation effect

The moderated mediation effect proposed in the research model
of this study was analyzed with Model 14 of Hayes (2017). This model
suggests that the indirect effect of self-esteem on career satisfaction via
the impostor phenomenon is conditional on proactive personality. The
condition of moderated mediation is proved when the conditional
indirect effect of self-esteem on career satisfaction via the impostor
phenomenon differs in levels of proactive personality. To examine the
moderated mediation hypothesis, the index of the moderated
mediation observed as exhibited in Table 9, and as this index excluded
the value of zero (Conditional indirect effect=0.2766, Boot
SE = 0.0901, 95% CI = [0.1057, 0.4580]), it was found out that the result
was statistically significant. Accordingly, Hypothesis 6 was supported.

The findings in Table 10 below demonstrated that the indirect effect
of self-esteem on career satisfaction via impostor phenomenon was
significant when proactive personality is low (Conditional indirect
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TABLE 5 Means, standard deviations and correlations between variables.

Variables Mean SD 1 2 3 4 5 6 7 8 )
1. Gender 1.60 0.49 -

2. Age 32.34 7.27 —-0.176%* -

3. Marital status 1.51 0.50 0.075 —0.429%% - -
4. Education 113 0.34 —0.052 0.289%* —0.039 -

5. Experience 2.88 1.35 —0.107 0.882%* —0.434%* 0.288%* -

6. Self-esteem 3.88 0.61 0.141°% 0.070 —0.093 0.006 0.158%#* -

7. Career satisfaction 3.50 0.81 0.068 —0.131% 0.017 0.015 —-0.015 0.325%% -

8. Impostor phenomenon 2.54 0.60 0.064 —0.088 0.139% 0.007 —0.138%* —0.660** —0.154** -

9. Proactive personality 4.24 0.39 0.147%* —0.167%* 0.045 —-0.075 —0.125% 0.449%* 0.380%* —0.272%* -

Note. ** p values are significant at 0.01.

TABLE 6 Regression analysis result.

Model 1 Model 2 Model 3
Career satisfaction Impostor phenomenon Career satisfaction
B SE i SE t i SE

Gender —0.079 0.084 —1.582 0.152 0.051 3,804 —0.036 0.087 —0.693
Age —0.370 0.010 —3.948 0.022 0.006 0.291 —0.384 0.011 —3.954
Marital status —0.025 0.089 —0.449 0.090 0.054 2,023 —0.028 0.093 —0.484
Education level 0.066 0.134 1.309 —0.021 0.082 —0.520 0.060 0.139 1.158
Professional 0.271 0.058 2.844

. 0.025 0.036 0.325 0.304 0.060 3.085
experience
Self-esteem 0.289%#* 0.068 5.863 —0.650%** 0.042 —16.446
Impostor —0.131%* 0.067
phenomenon —0:0%6
R’ 0.127 0.439 0.062
F 8.930%** 48.209%** 4.067+%*
Result of Hypothesis H, supported H, supported H; supported

TABLE 7 The results of mediating effect.

Indirect effect %95 Boot ClI Boot SE ig. Result of

LLCI ULCI Hypothesis 4

SE — IP - CS —0.0655 —0.2012 0.0695 0.0683 1.149 0.251 Not supported

SE, Self-esteem; IP, Impostor phenomenon; CS, Career satisfaction; CI, Confidence interval; LLCI, Lower limit of the confidence interval; ULCI, Upper limit of the confidence interval.

TABLE 8 Moderation effect.

%95 Boot ClI Boot SE ig. Result of
LLCI ULCI

IP*PP — CS —0.3711 —0.5925 —0.1496 0.1126 —3.2949 0.001 Supported

Hypothesis 5

IP, Impostor phenomenon, PP, Proactive Personality; CS, Career satisfaction; CI, Confidence interval; LLCI, Lower limit of the confidence interval; ULCI, Upper limit of the confidence
interval.

effect = —0.1511, Boot SE = 0.0591, 95% CI = [—0.2636, —0.0304]) but  the effect of self-esteem on career satisfaction via the impostor
was not significant when proactive personality is high (Conditional ~ phenomenon is only significant for employees with low levels of
indirect effect = 0.0426, Boot SE = 0.0835, 95% CI = [-0.1037, 0.2245]).  proactive personality. According to this result, the mediating effect of

The findings in Tables 9, 10 indicate that the mediating effect of ~ the impostor phenomenon in the effect of self-esteem on career
the impostor phenomenon on the relationship between self-esteem  satisfaction is negatively related when proactive personality trait is low.
and career satisfaction is moderated by proactive personality. Thatis, =~ When individuals with low proactive personality exhibit high
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FIGURE 2
Proactive personality as a moderator between impostor
phenomenon and career satisfaction relationship.

TABLE 9 Index of moderated mediation.

%95 Boot Cl
LLCI ULCI

0.1057 0.4580 ‘

Moderator = PP Index Boot

SE

SE - IP = CS ‘ 0.2766 ‘ 0.0901

PP, Proactive personality; SE, Self-esteem; IP, Impostor phenomenon; CS, Career satisfaction;
CI, Confidence interval; LL, Lower limit; UL, Upper limit.

TABLE 10 Moderated mediation effect.

Moderator = PP Indirect %95 Boot ClI
Sffect LLCI  ULCI
—1SD —0.1511 00591 | —02636 & —0.0304
0 —0.0957 0.0606 | —0.2096 0.0267
+1SD 0.0426 00835 | —0.1037 0.2245

Independent variable: Self-esteem; Dependent variable: Career satisfaction; Mediator:
Impostor phenomenon; Moderator: Proactive personality; CI: Confidence interval; LL:
Lower limit; UL: Upper limit.

impostor phenomenon, this emotion affects their career satisfaction
levels more negatively than individuals with high proactive personality.

5 Discussion

This research was conducted to investigate the mediating effect of
the impostor phenomenon in the relationship between self-esteem
and career satisfaction, along with suggesting that the proactive
personality moderated the indirect effect of self-esteem on career
satisfaction through the impostor phenomenon. The results obtained
from the study were interpreted as follows.

First, the direct effects of self-esteem, career satisfaction and
impostor phenomenon were analyzed within the main three
hypotheses. Hypothesis 1, indicating that self-esteem is positively
associated with career satisfaction, was verified. This result
supported the studies previously conducted in this field
(Sabelnikova, 2021; Cai et al., 2015; Mocheche et al., 2017; Zafar
et al,, 2014; Kuster et al., 2013; Ahmed, 2012; Kammeyer-Mueller
et al., 2008; Alavi and Askaripur, 2003; Garske, 1996; Westaway
et al, 1996). The conclusion drawn from this result is that
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employees with high self-esteem tend to be satisfied with their
careers. Hypothesis 2, stating that self-esteem is negatively
associated with the impostor phenomenon, was supported. This
result is consistent with previous research (Mascarenhas et al.,
2019; Lige et al., 2017; Schubert and Bowker, 2019; Neureiter and
Traut-Mattausch, 2016; Sonnak and Towell, 2001; Topping and
Kimmel, 1985) within the available literature. This finding provides
supportive evidence that employees with high self-esteem would
not feel the impostor phenomenon since they had self-confidence
and awareness of their capabilities and competencies. Hypothesis
3, indicating that the impostor phenomenon is negatively
associated with career satisfaction, was verified. This finding was
consistent with previous studies conducted in this field (Sharma,
2018; Neureiter and Traut-Mattausch, 2016). The conclusion drawn
from this result is that employees with the impostor phenomenon
would try to be a way of being noticed by others, so they could not
be satisfied with their careers as they thought they would not
deserve such a career. Second, the indirect impostor phenomenon
in the relationship between self-esteem and career satisfaction was
analyzed. Within this context, Hypothesis 4, emphasizing that the
impostor phenomenon plays a mediating role in the relationship
between self-esteem and career satisfaction, was not supported.
According to this result, there is no mediating effect of the
impostor phenomenon on the effect of self-esteem on career
satisfaction. This result is unexpected in terms of research design.
It is an expected result that as an individual’s self-esteem level
decreases, the impostor phenomenon increases, and this situation
negatively affects career satisfaction. However, different variables
may affect the career satisfaction of the sample participating in the
research may have affected this result. However, other variables
may influence this relationship, as the indirect effect of the
impostor phenomenon in the relationship between self-esteem and
career satisfaction is not significant. Hypothesis 5, highlighting
that proactive personality moderates the relationship between the
impostor phenomenon and career satisfaction, was supported. The
conclusion that can be drawn from this result is that a decline in
the career satisfaction of the employees feeling impostor
phenomenon may increase when they have highly proactive
personalities. Hypothesis 6, indicating that proactive personality
moderated the mediation role of the impostor phenomenon in the
relationship between self-esteem and career satisfaction, was
supported. According to this result, the mediating effect of the
impostor phenomenon in the effect of self-esteem on career
satisfaction is negatively related when proactive personality trait is
low. Individuals with low proactive personality have difficulty
taking action and have trouble taking initiative. When these
individuals exhibit high impostor phenomenon, this emotion may
affect their career satisfaction levels more negatively than
individuals with high proactive personality. Even if individuals
with high proactive personality experience the impostor
phenomenon, they are likely to be more successful in their business
life and thus feel higher levels of career satisfaction as they have
higher ability to struggle due to their individual characteristics
such as taking action, taking initiative and influencing the
environment. Both impostor phenomenon and proactive
personality affecting the behaviors and attitudes of individuals in
business life, have an impact on possible negative emotions and
feelings of deficiency.
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5.1 Theoretical and practical implications

This study has some implications both for literature and

organizations. Theoretical and practical implications are

explained below.

5.1.1 Theoretical implications

This study has several theoretical implications for the available
literature. The first contribution of the study lies in the roots of
addressing an under-researched topic within the associations of
self-esteem, impostor phenomenon, career satisfaction and
proactive personality together. The results of the study broaden the
research field related to study’ variables. The research variables,
being understudied topics, have opened a novel path for studies to
be conducted in different occupational fields with a similar research
design. Enriching the available literature is expected to widen the
scope of the research field, especially the impostor phenomenon.
The other theoretical contribution is that this study will help the
conceptualization of impostor phenomenon and its associations
with its antecedences and consequences. Understanding the
reflections of the impostor phenomenon in professional business
life beyond an individual syndrome and being able to associate its
results with different variables will make significant contributions
at the organizational level.

The study’s third considerable contribution is that its findings
strengthen Self-Determination Theory (SDT) and Social Identity
Theory (SIT). SDT suggests autonomous and competent individuals
are more likely to experience higher career satisfaction. When
individuals feel in control of their work and have the necessary
skills to achieve their goals, they are more likely to experience a
sense of fulfillment and satisfaction from their work. Consistent
with our HI hypothesis, individuals with high self-esteem are more
likely to pursue career paths that align with their interests and
values, resulting in greater career satisfaction. However, according
to SDT, individuals who feel autonomous and competent in their
work are less likely to experience the impostor phenomenon. When
individuals feel in control of their work and have the necessary
skills to achieve their goals, they are less likely to experience self-
doubt and feelings of inadequacy. Individuals with low self-esteem
are more likely to experience the impostor phenomenon in this
context. They may doubt their abilities and attribute their successes
to external factors such as luck or help from others. In contrast,
individuals with high self-esteem are more likely to attribute their
successes to their abilities and efforts, leading to greater self-
confidence and reduced susceptibility to the impostor phenomenon.
Our H3 hypothesis reveals that impostor phenomenon can
undermine an individual’s basic psychological needs, decreasing
career satisfaction. In accordance with SDT, when an individual
experiences the impostor phenomenon, their sense of competence
and autonomy can be undermined, leading to decreased motivation
and engagement in their work. On the other hand, SIT suggests that
an individual’s membership in social groups can influence their
self-esteem and career satisfaction. Individuals who belong to social
groups highly regarded by society may experience higher self-
esteem and career satisfaction levels due to the social status
associated with their occupation. In contrast, individuals who
belong to social groups that are stigmatized or marginalized may
experience lower levels of self-esteem and career satisfaction due to
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the discrimination and bias they may face. SIT also provides a
useful framework for understanding the relationship between self-
esteem and the impostor phenomenon. According to SIT, when an
individual’s social identity is threatened or undermined, it can
decrease their self-esteem and increase their susceptibility to the
impostor phenomenon. Because individuals with high self-esteem
generally have a positive self-image and are more likely to feel
confident and competent in their abilities. In contrast, individuals
with low self-esteem may doubt their abilities and feel inadequacy
in their personal and professional lives.

5.1.2 Practical implications

The implications of this study for practice can be explained as
follows. First of all, human resources departments of organizations
can review their recruitment processes and focus on their procedures
for recruitment and selection of employees. In this context, more
comprehensive and detailed tests can be used to select employees
with high self-esteem and proactive personality, policies and
procedures can be followed, and managers can be encouraged to set
more selective criteria. In particular, organizations that want to
ensure employees’ career satisfaction should focus on recruiting
employees with high self-esteem and proactive personality. Second,
increasing pressures and stress in today’s rapidly changing and
intensely competitive business life may cause employees to
experience the impostor phenomenon. In addition, situations such
as feelings of inadequacy and loss of competence may result in
employees’ intrinsic acceptance and internalization of the impostor
phenomenon. In this context, organizations that need success-
oriented and highly motivated employees to achieve their goals
should plan training programs that will raise awareness about the
impostor phenomenon, and reveal effective ways to cope with this
syndrome. Through this awareness, it can be ensured that employees
comprehend this issue and have a perception of reality. In addition,
by ensuring rotation between different departments, improvement
areas can be created where employees can test their performances in
various fields. In this way, employees can improve themselves,
increase their awareness and reduce their tendency to see deficiencies
in themselves by understanding the differences. As a result,
employees can cope with this syndrome by increasing their
knowledge about the impostor phenomenon. Third, even if
employees experience the impostor phenomenon, their high self-
esteem and proactive personality make them more likely to
experience career satisfaction. From the perspective of today’s
business world, managers have a great responsibility to sustain this
reality. Managers should not only be goal and performance-
orientated, but they should also have aspects that consider
employees’ welfare, strive to make them feel good and act consciously
in this regard. It is of great importance that managers are far from
the impostor phenomenon, internalize success and aim to spread
wellbeing throughout the organization. Finally, by creating a team
spirit within the organization, it can be ensured that managers
provide individual support to employees on the impostor
phenomenon by creating a climate of interaction and information
sharing among employees. In this way, it may be possible for
employees with high self-esteem and proactive personality, who are
not affected by the impostor phenomenon syndrome and who
experience career satisfaction. As a result, it supports the realization
of the predetermined goals of the organization.
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5.2 Limitations and future directions

Although this study examined a topic that has yet to
be emphasized to date, it has acknowledged the existence of several
limitations in this research, which can also lead to future
research directions.

First, since the research data were collected with the survey
technique from quantitative methods, a single method was
utilized. Evaluating the research variables through the findings
obtained within the scope of qualitative methods may reveal
different results. Therefore, mixed methods using both
quantitative and qualitative methods may be preferred in future
research. In addition, this research was conducted as a cross-
sectional study. In this respect, future research may include
longitudinal studies to reveal the connection between the relevant
variables. The second limitation is about the scales used in the
study. The CIPS scale used in this study was measured and
interpreted without taking into account the sub-dimensions used
to reveal the existence of the impostor phenomenon, as preferred
in different studies (French et al., 2008; Neufeld et al., 2022; Mak
et al,, 2019). In order to examine the relationship between the
impostor phenomenon and different variables in more depth,
future research may focus on the measurement and interpretation
of the CIPS scale within the scope of its sub-dimensions. Third,
the fact that the research data were collected from the employees
working in a single bank operating in the banking sector
constitutes a limitation for the generalizability of the research
results. In addition, the fact that the data were gathered only from
the banking sector and especially from a private bank supports the
existence of this limitation. Therefore, it may be suggested that
future research should be conducted in different sectors, and
especially public bank employees should be analyzed. The fourth
limitation of the study was that ignoring the participants’
positions. Choosing employees with non-managerial positions
might cause a limitation. Therefore, different results may have
been reported if the sample for this survey had been constituted
of managers at higher levels of the organizations. Hence, in future
research, it is recommended that organizations of different scales
should be preferred, as well as managers working in top
management should be selected as a sample. The fifth limitation
is that the study is conducted in the Turkish context, where
cultural differences should be considered as a decisive attitude.
Future research could therefore include extending this work to
other cultures. Finally, other researchers may conduct further
studies on investigating the associations between the impostor
phenomenon and the other antecedent and consequent variables
such as perfectionism, turnover intention, self-control, perceived
over-qualification, self-compassion, etc. Especially in future
studies, our model can be tested again by considering self-efficacy
as an independent variable or career commitment as a
dependent variable.

6 Conclusion

This study intended to test a moderated mediation model of self-
esteem, impostor phenomenon and proactive personality for career
satisfaction. The conclusions that can be drawn from this study are as
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follows: First, within the direct effect, it was found out that self-
esteem predicted career satisfaction positively and impostor
phenomenon negatively; and impostor phenomenon negatively
predicted career satisfaction; and second, it was revealed that
impostor phenomenon did not play a mediating role in the
association between self-esteem and career satisfaction; and third,
proactive personality assigned as a moderator on the association
between impostor phenomenon and career satisfaction; and fourth,
support was found for the moderated mediation model tested in this
study. The conclusions suggest that employees with high self-esteem
were more satisfied with their careers. Employees with low self-
esteem felt the impostor phenomenon more often than employees
with high self-esteem. Highly proactive employees were more
satisfied with their careers even if they felt the impostor phenomenon.
Organizations need to create and follow the procedures that might
help them to recruit employees with high self-esteem and
proactive personality.

Building on these findings, we can underscore the importance of
fostering a work environment that actively promotes the development
of self-esteem and proactive personalities. These characteristics, as
shown by the study, are crucial for higher career satisfaction and can
serve as antidotes to the impostor phenomenon. Furthermore,
leadership strategies should consider these psychological constructs
when designing staff training and development programs. On a
broader scale, this research signifies the complexity of the
psychological factors at play in career satisfaction. The interplay
between self-esteem, the impostor phenomenon, and proactive
personality, revealed in this study, provides valuable insights into
career satisfaction’s dynamics. Further studies may wish to explore
these relationships in different cultural and professional contexts,
adding to the richness and applicability of these findings in
diverse environments.

Data availability statement

The original contributions presented in the study are included in
the article/supplementary material, further inquiries can be directed
to the corresponding author.

Ethics statement

The studies involving humans were approved by Beykent
University Scientific Research and Publication Ethics Committee
for Social Sciences and Humanities. The studies were conducted
in accordance with the local legislation and institutional
requirements. Written informed consent for participation in this
study was provided by the participants’ legal guardians/
next of kin.

Author contributions

ET: Conceptualization, Data curation, Formal analysis,

Investigation, Methodology, Validation, Writing - original draft,
Writing - review & editing. GC: Conceptualization, Data curation,
Formal Methodology,  Validation,

analysis, Investigation,

frontiersin.org


https://doi.org/10.3389/fpsyg.2025.1583454
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org

Taskiran et al.

Writing - original draft, Writing - review & editing. NB:
Conceptualization, Data curation, Formal analysis, Investigation,
Methodology, Validation, Writing - original draft, Writing - review &
editing. EE: Conceptualization, Data curation, Formal analysis,
Investigation, Methodology, Validation, Writing - original draft,
Writing - review & editing. GO: Conceptualization, Data curation,
Formal analysis, Investigation, Methodology, Validation, Writing -
original draft, Writing - review & editing.

Funding

The author(s) declare that no financial support was received for
the research and/or publication of this article.

Acknowledgments

We would like to thank Dr. Pauline Rose Clance and her associate
Andra Gailis for permitting us to use CIPS in our research.

References

Aburumman, O. J.,, and Wasfi Alrweis, L. (2024). Leadership style and job
performance: a longitudinal approach. J. Facil. Manag. doi: 10.1108/JFM-06-2024-0079

Aguiar, G., and Redlin, M. (2014). Women's continued underrepresentation in elective
office. Great Plains Res. 24, 169-179. doi: 10.1353/gpr.2014.0038

Ahmed, M. A. (2012). The role of self-esteem and optimism in job satisfaction among
teachers of private universities in Bangladesh. Asia Bus. Rev. 1, 114-120. doi:
10.18034/abr.v1i2.129

Akgunduz, Y. (2015). The influence of self-esteem and role stress on job performance
in hotel businesses. Int. J. Contemp. Hosp. Manage. 27, 1082-1099. doi:
10.1108/ijchm-09-2013-0421

Alavi, H. R., and Askaripur, M. R. (2003). The relationship between self-esteem and
job satisfaction of personnel in government organizations. Public Pers. Manage. 32,
591-600. doi: 10.1177/009102600303200409

Alimbekov, A., Azhykulov, S., Imanbaev, A. Zuluev, B. Koilubaeva, B.,
Sagyndykova, R., et al. (2025). Perceived organizational support and job burnout with
the mediating mechanism of self-esteem. Int. J. Educ. Manage. 39, 240-258. doi:
10.1108/IJEM-03-2024-0130

Atac, L. O,, Dirik, D., and Tetik, H. T. (2017). Predicting career adaptability through
self-esteem and social support: a research on young adults. Int. J. Educ. Voc. Gui. 18,
45-61. doi: 10.1007/s10775-017-9346-1

Baidoun, N., and Anderson, V. A. (2024). The relationship between career satisfaction
and organizational commitment: evidence from the Kuwaiti banking sector. Eur. J. Train.
Dev. 48, 873-895. doi: 10.1108/EJTD-05-2023-0073

Barr-Walker, J., Bass, M. B., Werner, D. A., and Kellermeyer, L. (2019). Measuring
impostor phenomenon among health sciences librarians. J. Med. Lib. Assoc. 107,
323-332. doi: 10.5195/jmla.2019.644

Bateman, T. S., and Crant, J. M. (1993). The proactive component of organizational
behavior: a measure and correlates. J. Org. Behav. 14, 103-118. doi:
10.1002/job.4030140202

Bateman, T. S., and Crant, J. M. (1999). Proactive behavior: meaning, impact,
recommendations. Bus. Hor. 39, 1154-1184. doi: 10.2307/256995

Baumeister, R. E, Campbell, J. D., Krueger, J. I, and Vohs, K. D. (2003). Does high
self-esteem cause better performance, interpersonal success, happiness, or healthier
lifestyles? Psychol. Sci. Publ. Intr. 4, 1-44. doi: 10.1111/1529-1006.01431

Baumgartner, H., and Weijters, B. (2021). Dealing with common method variance in
international marketing research. J. Int. Mark. 29, 7-22. doi: 10.1177/1069031x21995871

Baumgartner, H., Weijters, B., and Pieters, R. (2021). The biasing effect of common
method variance: some clarifications. J. Acad. Mark. Sci. 49, 221-235. doi:
10.1007/s11747-020-00766-8

Beard, J. (1990). Personality correlates of the impostor phenomenon: An exploration of
gender differences in critical needs. [Unpublished Master Thesis]. Georgia State
University.

Frontiers in Psychology

10.3389/fpsyg.2025.1583454

Conflict of interest

The authors declare that the research was conducted in the
absence of any commercial or financial relationships that could
be construed as a potential conflict of interest.

Generative Al statement

The authors declare that no Gen Al was used in the creation of
this manuscript.

Publisher’s note

All claims expressed in this article are solely those of the authors
and do not necessarily represent those of their affiliated organizations,
or those of the publisher, the editors and the reviewers. Any product
that may be evaluated in this article, or claim that may be made by its
manufacturer, is not guaranteed or endorsed by the publisher.

Becker, J. U, Greve, G., and Albers, S. (2009). The impact of technological and
organizational implementation of CRM on customer acquisition, maintenance, and
retention. Int. J. Res. Mark. 26, 207-215. doi: 10.1016/j.ijresmar.2009.03.006

Bernard, N. S., Dollinger, S. J., and Ramaniah, N. V. (2002). Applying the big five
personality factors to the impostor phenomenon. J. Pers. Assess. 78, 321-333. doi:
10.1207/S15327752JPA7802_07

Blascovich, J., and Tomaka, J. (1991). “Measures of self-esteem” in Measures of
personality and social psychological attitudes. eds. J. P. Robinson, P. R. Shaver and L. S.
Wrightsman (San Diego: Academic Press), 115-160.

Bravata, D. M., Watts, S. A., Keefer, A. L., Madhusudhan, D. K., Taylor, K. T,,
Clark, D. M., et al. (2019). Prevalence, predictors, and treatment of impostor syndrome:
a systematic review. J. Gen. Int. Med. 35, 1252-1275. doi: 10.1007/s11606-019-05364-1

Brislin, R. W. (1976). Comparative research methodology: cross cultural studies. Int.
J. Psychol. 11, 215-229. doi: 10.1080/00207597608247359

Brown, J. D., and Marshall, M. A. (2006). “The three faces of self-esteem” in Self-
esteem: 1ssues and answers. ed. M. Kernis (New York: Psychology Press), 4-9.

Cai, Z., Guan, Y., Li, H., Shi, W,, Guo, K., Liu, Y,, et al. (2015). Self-esteem and
proactive personality as predictors of future work self and career adaptability: an
examination of mediating and moderating processes. J. Voc. Behav. 86, 86-94. doi:
10.1016/j.jvb.2014.10.004

Chae, J. H., Piedmont, R. L., Estadt, B. K., and Wicks, R. J. (1995). Personological
evaluation of Clance's imposter phenomenon scale in a Korean sample. J. Pers. Asses. 65,
468-485. doi: 10.1207/s15327752jpa6503_7

Chrisman, S. M. (1994). Validation of the clance impostor phenomenon scale.
[Unpublished Doctorate Thesis]: Georgia State University.

Chrisman, S. M., Pieper, W. A,, Clance, P. R, Holland, C. L., and Glickauf-Hughes, C.
(1995). Validation of the clance imposter phenomenon scale. J. Pers. 65, 456-467. doi:
10.1207/s15327752jpa6503_6

Cisco, J. (2020). Exploring the connection between impostor phenomenon and
postgraduate students feeling academically-unprepared. High. Educ. Res. Dev. 39,
200-214. doi: 10.1080/07294360.2019.1676198

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

Clance, P. R,, and Imes, S. A. (1978). The imposter phenomenon in high achieving
women: dynamics and therapeutic intervention. Psychol. Res. Pract. 15, 241-247. doi:
10.1037/h0086006

Clance, P. R, and O’Toole, M. A. (1987). The imposter phenomenon: an internal
barrier to empowerment and achievement. Wo. The. 6, 51-64. doi: 10.1300/
j015v06n03_05

Cokley, K., Stone, S., Krueger, N., Bailey, M., Garba, R., and Hurst, A. (2018). Self-
esteem as a mediator of the link between perfectionism and the impostor phenomenon.
Pers. Ind. Dif. 135, 292-297. doi: 10.1016/j.paid.2018.07.032

frontiersin.org


https://doi.org/10.3389/fpsyg.2025.1583454
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org
https://doi.org/10.1108/JFM-06-2024-0079
https://doi.org/10.1353/gpr.2014.0038
https://doi.org/10.18034/abr.v1i2.129
https://doi.org/10.1108/ijchm-09-2013-0421
https://doi.org/10.1177/009102600303200409
https://doi.org/10.1108/IJEM-03-2024-0130
https://doi.org/10.1007/s10775-017-9346-1
https://doi.org/10.1108/EJTD-05-2023-0073
https://doi.org/10.5195/jmla.2019.644
https://doi.org/10.1002/job.4030140202
https://doi.org/10.2307/256995
https://doi.org/10.1111/1529-1006.01431
https://doi.org/10.1177/1069031x21995871
https://doi.org/10.1007/s11747-020-00766-8
https://doi.org/10.1016/j.ijresmar.2009.03.006
https://doi.org/10.1207/S15327752JPA7802_07
https://doi.org/10.1007/s11606-019-05364-1
https://doi.org/10.1080/00207597608247359
https://doi.org/10.1016/j.jvb.2014.10.004
https://doi.org/10.1207/s15327752jpa6503_7
https://doi.org/10.1207/s15327752jpa6503_6
https://doi.org/10.1080/07294360.2019.1676198
https://doi.org/10.1037/h0086006
https://doi.org/10.1300/j015v06n03_05
https://doi.org/10.1300/j015v06n03_05
https://doi.org/10.1016/j.paid.2018.07.032

Taskiran et al.

Cozzarelli, C., and Major, B. (1990). Exploring the validity of the impostor
phenomenon. J. Soc. Clin. Psychol. 9, 401-417. doi: 10.1521/jscp.1990.9.4.401

Crant, J. M. (2000). Proactive behavior in organizations. J. Manage. 26, 435-462. doi:
10.1177/014920630002600304

Dancy, T. E., and Jean-Marie, G. (2014). Faculty of color in higher education:
exploring the intersections of identity, impostorship, and internalized racism. Ment. Tut.
Part. Learn. 22, 354-372. doi: 10.1080/13611267.2014.945736

Demirtag, H. A. (2003). Sosyal kimlik kuramy, temel kavram ve varsayimlar. Tlet. Arast.
1, 1-144. doi: 10.1501/iltaras_0000000023

Downing, M. S., Arthur-Mensah, N., and Zimmerman, J. (2020). Impostor
phenomenon: considerations for leadership practice. Int. J. Org. Theory Behav. 23,
173-187. doi: 10.1108/ijotb-05-2019-0065

Feng, K., Wang, S., He, L., and Li, Y. (2025). Leader-member exchange and emotional
exhaustion in registered construction engineers: mediating role of active management
by exception and moderating role of self-esteem. Eng. Const. Arch. Manage. 32, 49-67.
doi: 10.1108/ECAM-08-2024-1122

French, B. E, Ullrich-French, S. C., and Follman, D. (2008). The psychometric
properties of the Clance impostor scale. Pers. Ind. Dif. 44, 1270-1278. doi:
10.1016/j.paid.2007.11.023

Fried-Buchalter, S. (1997). Fear of success, fear of failure, and the imposter
phenomenon among male and female marketing managers. Sex Roles 37, 847-859. doi:
10.1007/b£02936343

Garske, G. G. (1996). The relationship of self-esteem to levels of job satisfaction of
vocational rehabilitation professionals. J. Appl. Rehabil. Couns. 27, 19-22. doi:
10.1891/0047-2220.27.2.19

Gorrell, G, Ford, N., Madden, A., Holdridge, P, and Eaglestone, B. (2011). Countering
method bias in questionnaire-based user studies. J. Doc. 67, 507-524. doi:
10.1108/00220411111124569

Greenhaus, H. J., Callanan, A. G., and Godshalk, M. V. (2010). Career management.
USA, California: Sage Publications.

Greenhaus, J. H. (1971). Self-esteem as an influence on occupational choice and
occupational satisfaction. J. Voc. Behav. 1, 75-83. doi: 10.1016/0001-8791(71)90008-x

Greenhaus, J. H., Parasuraman, S., and Wormely, W. M. (1990). Effects of race on
organizational experiences, job performance, evaluations, and career outcomes. Acad.
Manage. J. 33, 64-86. doi: 10.5465/256352

Hair, J. F, Black, W. C., Babin, B. J., and Anderson, R. E. (2010). Multivariate data
analysis. New York: Pearson Publications.

Hayes, A. E. (2017). Introduction to mediation, moderation, and conditional process
analysis: a regression-based approach. New York: The Guilford Press.

Henseler, J., Ringle, C. M., and Sarstedt, M. (2015). A new criterion for assessing
discriminant validity in variance-based structural equation modeling. J. Acad. Mark. Sci.
43,115-135. doi: 10.1007/s11747-014-0403-8

Hudson, S., and Gonzalez-Gémez, H. V. (2021). Can impostors thrive at work? The
impostor phenomenon's role in work and career outcomes. J. Voc. Behav. 128:103601.
doi: 10.1016/j.jvb.2021.103601

Hutchins, H. M., and Rainbolt, H. (2017). What triggers imposter phenomenon
among academic faculty? A critical incident study exploring antecedents, coping, and
development opportunities. Hum. Res. Dev. Int. 20, 194-214. doi:
10.1080/13678868.2016.1248205

Jawahar, I. M., and Liu, Y. (2016). Proactive personality and citizenship performance:
the mediating role of career satisfaction and the moderating role of political skill. Car.
Dev. Int. 21, 378-401. doi: 10.1108/cdi-02-2015-0022

Joo, B. B., and Park, S. (2010). Career satisfaction, organizational commitment, and
turnover intention: the effects of goal orientation, organizational learning culture and
developmental feedback. Lead. Org. Dev. J. 31,482-500. doi: 10.1108/01437731011069999

Joo, B. K., and Ready, K. J. (2012). Career satisfaction: the influences of proactive
personality, performance goal orientation, organizational learning culture, and leader-
member exchange quality. Car. Dev. Int. 17, 276-295. doi: 10.1108/13620431211241090

Judge, T. A., Cable, D. M., Boudreau, J. W,, and Bretz, R. D. (1995). An empirical
investigation of the predictors of executive career success. Pers. Psychol. 48, 485-519.
doi: 10.1111/§.1744-6570.1995.tb01767.x

Jung, Y., and Takeuchi, N. (2017). A lifespan perspective for understanding career
self-management and satisfaction: the role of developmental human resource practices
and organizational support. Hum. Rel. 71, 73-102. doi: 10.1177/0018726717715075

Kammeyer-Mueller, J. D., Judge, T. A., and Piccolo, R. E (2008). Self-esteem and
extrinsic career success: test of a dynamic model. Appl. Psychol. Int. Rev. 57, 204-224.
doi: 10.1111/§.1464-0597.2007.00300.x

Kaur, T, and Jain, N. (2022). Relationship between impostor phenomenon and
personality traits: a study on undergraduate students. J. Pos. School Psychol. 6, 734-746.

Kim, M., and Oh, J. (2024). Proactive personality and turnover intentions of nurses:
the roles of professional recognition and their supervisor’s proactive personality. Car.
Dev. Int. 29, 141-154. doi: 10.1108/CDI-08-2023-0256

Frontiers in Psychology

10.3389/fpsyg.2025.1583454

Kuster, E, Orth, U,, and Meier, L. L. (2013). High self-esteem prospectively predicts
better work conditions and outcomes. Soc. Psychol. Personal. Sci. 4, 668-675. doi:
10.1177/1948550613479806

Ladge, J., Eddleston, K. A., and Sugiyama, K. (2019). Am I an entrepreneur? How
imposter fears hinder women entrepreneurs’ business growth. Bus. Hor. 62, 615-624.
doi: 10.1016/j.bushor.2019.05.001

Lige, Q. M., Peteet, B. J., and Brown, C. M. (2017). Racial identity, self-esteem, and the
impostor phenomenon among African American college students. J. Black Psychol. 43,
345-357. doi: 10.1177/0095798416648787

Lindell, M. K., and Whitney, D. J. (2001). Accounting for common method variance
in cross-sectional designs. J. Appl. Psychol. 86, 114-121. doi: 10.1037//0021-9010.86.1.114

Mak, K. K. L, Kleitman, S., and Abbott, M. J. (2019). Impostor phenomenon
measurement scales: a systematic review. Front. Psychol. 10, 1-15. doi:
10.3389/fpsyg.2019.00671

Malhotra, N. K., Kim, S. S., and Patil, A. (2006). Common method variance in is
research: a comparison of alternative approaches and a reanalysis of past research.
Manage. Sci. 52, 1865-1883. doi: 10.1287/mnsc.1060.0597

Manongsong, A. M., and Ghosh, R. (2021). Developing the positive identity of
minoritized women leaders in higher education: how can multiple and diverse
developers help with overcoming the impostor phenomenon? Hum. Res. Dev. Rev. 20,
436-485. doi: 10.1177/15344843211040732

Mascarenhas, V. R., D'Souza, D., and Bicholkar, A. (2019). Prevalence of impostor
phenomenon and its association with self-esteem among medical interns in Goa, India.
Int J. Community Med. Public Health 6, 355-359. doi: 10.18203/2394-6040.
ijemph20185272

Mattie, C., Gietzen, J., Davis, S., and Prata, J. (2008). The imposter phenomenon: self-
assessment and competency to perform as a physician assistant in the United States. J.
Phys. Ass. Educ. 19, 5-12. doi: 10.1097/01367895-200819010-00002

McKenna, B., Zacher, H., Sattari Ardabili, E, and Mohebbi, H. (2016). Career adapt-
abilities scale—Iran form: psychometric properties and relationships with career
satisfaction and entrepreneurial intentions. J. Voc. Behav. 93, 81-91. doi:
10.1016/j.jvb.2016.01.004

Mocheche, E. K., Bosire, J. N., and Raburu, P. A. (2017). Influence of self-esteem on
job satisfaction of secondary school teachers in Kenya. Int. J. Adv. Mult. Soc. Sci.
3,29-39.

Moller, A. C., Friedman, R., and Deci, E. L. (2006). “A self-determination theory
perspective on the interpersonal and intrapersonal aspects of self-esteem” in Self-esteem
issues and answers: a sourcebook of current perspectives. ed. M. H. Kernis (New York:
Psychology Press), 188-194.

Neufeld, A., Babenko, O., Lai, H., Svrcek, C., and Malin, G. (2022). Why do we feel
like intellectual frauds? A self-determination theory perspective on the impostor
phenomenon in medical students. Teach. Lear. Med. 35, 180-192. doi:
10.1080/10401334.2022.2056741

Neureiter, M., and Traut-Mattausch, E. (2016). An inner barrier to career development:
preconditions of the impostor phenomenon and consequences for career development.
Front. Psychol. 7, 1-15. doi: 10.3389/fpsyg.2016.00048

Nunnally, J. C., and Bernstein, I. H. (1994). The assessment of reliability. Psychometr.
Theory 3, 248-292.

Oriel, K., Plane, M. B., and Mundt, M. (2004). Family medicine and the impostor
phenomenon. Resi. Educ. 36, 248-252.

Parkman, A. (2016). The imposter phenomenon in higher education: incidence and
impact. J. High. Educ. Theo. Prac. 16, 51-60.

Park, Y. (2018). Empirical investigation on the predictors of career satisfaction. Ind.
Com. Train. 50, 165-171. doi: 10.1108/ICT-03-2018-0032

Peteet, B. J., Brown, C. M, Lige, Q. M., and Lanaway, D. A. (2015). Impostorism is
associated with greater psychological distress and lower self-esteem for African
American students. Curr. Psychol. 34, 154-163. doi: 10.1007/s12144-014-9248-z

Pierce, J. L., and Gardner, D. G. (2004). Self-esteem within the work and organizational
context: a review of the organization-based self-esteem literature. J. Manage. 30,
591-622. doi: 10.1016/j.jm.2003.10.001

Podsakoff, P. M., MacKenzie, S. B., Lee, J. Y., and Podsakoff, N. P. (2003). Common
method biases in behavioural research: a critical review of the literature and
recommended remedies. J. Appl. Psychol. 88, 879-903. doi: 10.1037/0021-9010.88.5.879

Podsakoff, P. M., and Organ, D. W. (1986). Self-reports in organizational research:
problems and prospects. J. Manage. 12, 531-544. doi: 10.1177/014920638601200408

Rosenberg, M. (1965). Society and the adolescent self-image. New Jersey: Princeton
University Press.

Ross, S. R., and Krukowski, R. A. (2003). The impostor phenomenon and maladaptive
personality: type and trait characteristics. Pers. Ind. Dif. 34, 477-484. doi:
10.1016/s0191-8869(02)00067-3

Ryan, R. M., and Deci, E. L. (2017). Self-determination theory: basic psychological needs
in motivation, development, and wellness. New York: Guilford Publications.

frontiersin.org


https://doi.org/10.3389/fpsyg.2025.1583454
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org
https://doi.org/10.1521/jscp.1990.9.4.401
https://doi.org/10.1177/014920630002600304
https://doi.org/10.1080/13611267.2014.945736
https://doi.org/10.1501/iltaras_0000000023
https://doi.org/10.1108/ijotb-05-2019-0065
https://doi.org/10.1108/ECAM-08-2024-1122
https://doi.org/10.1016/j.paid.2007.11.023
https://doi.org/10.1007/bf02936343
https://doi.org/10.1891/0047-2220.27.2.19
https://doi.org/10.1108/00220411111124569
https://doi.org/10.1016/0001-8791(71)90008-x
https://doi.org/10.5465/256352
https://doi.org/10.1007/s11747-014-0403-8
https://doi.org/10.1016/j.jvb.2021.103601
https://doi.org/10.1080/13678868.2016.1248205
https://doi.org/10.1108/cdi-02-2015-0022
https://doi.org/10.1108/01437731011069999
https://doi.org/10.1108/13620431211241090
https://doi.org/10.1111/j.1744-6570.1995.tb01767.x
https://doi.org/10.1177/0018726717715075
https://doi.org/10.1111/j.1464-0597.2007.00300.x
https://doi.org/10.1108/CDI-08-2023-0256
https://doi.org/10.1177/1948550613479806
https://doi.org/10.1016/j.bushor.2019.05.001
https://doi.org/10.1177/0095798416648787
https://doi.org/10.1037//0021-9010.86.1.114
https://doi.org/10.3389/fpsyg.2019.00671
https://doi.org/10.1287/mnsc.1060.0597
https://doi.org/10.1177/15344843211040732
https://doi.org/10.18203/2394-6040.ijcmph20185272
https://doi.org/10.18203/2394-6040.ijcmph20185272
https://doi.org/10.1097/01367895-200819010-00002
https://doi.org/10.1016/j.jvb.2016.01.004
https://doi.org/10.1080/10401334.2022.2056741
https://doi.org/10.3389/fpsyg.2016.00048
https://doi.org/10.1108/ICT-03-2018-0032
https://doi.org/10.1007/s12144-014-9248-z
https://doi.org/10.1016/j.jm.2003.10.001
https://doi.org/10.1037/0021-9010.88.5.879
https://doi.org/10.1177/014920638601200408
https://doi.org/10.1016/s0191-8869(02)00067-3

Taskiran et al.

Ryan, R. M., and Deci, E. L. (2020). Intrinsic and extrinsic motivation from a self-
determination theory perspective: definitions, theory, practices, and future directions.
Contemp. Educ. Psychol. 61, 101860-101831. doi: 10.1016/j.cedpsych.2020.101860

Sabelnikova, V. N. (2021). The role of self-esteem in career success. [Unpublished Master
Thesis]: Tilburg University.

Schow, K. M. (2021). Impostor phenomenon determinants in Research and Development
organizations. [Unpublished Doctoral Thesis]: University of Southern California.

Schubert, N. (2013). The impostor phenomenon: wnsecurity cloaked in success.
[Unpublished Master Thesis]: Carleton University.

Schubert, N., and Bowker, A. (2019). Examining the impostor phenomenon in
relation to self-esteem level and self-esteem instability. Curr. Psychol. 38, 749-755. doi:
10.1007/s12144-017-9650-4

Seibert, S. E., Crant, J. M., and Kraimer, M. L. (1999). Proactive personality and career
success. J. Appl. Psychol. 84, 416-427. doi: 10.1037//0021-9010.84.3.416

Seibert, S. E., Kraimer, M. L., and Crant, J. M. (2001). What do proactive people do?
A longitudinal model linking proactive personality and career success. Pers. Psychol. 54,
845-874. doi: 10.1111/j.1744-6570.2001.tb00234.x

Sharma, S. (2018). Impostor phenomenon, career satisfaction and perceived career
success of research scholars: testing the mediator role of career optimism. Pac. Bus. Rev.
Int. 10, 182-187.

Sonnak, C., and Towell, T. (2001). The impostor phenomenon in British university
students: relationships between self-esteem, mental health, parental rearing style
and socioeconomic status. Pers. Ind. Dif. 31, 863-874. doi: 10.1016/s0191-8869
(00)00184-7

Stein, J. Y., Levin, Y., Aloni, R., and Solomon, Z. (2020). Psychiatric distress among
aging decorated and non-decorated veterans: the role of impostorism and loneliness.
Aging Mental Health 24, 582-590. doi: 10.1080/13607863.2019.1594164

Tajfel, H. (1978). Differentiation between social groups: studies in the social psychology
of intergroup relations. London: Academic Press.

Frontiers in Psychology

15

10.3389/fpsyg.2025.1583454

Tajfel, H. (1972). “Social categorization (English translation of "La cat6gorisation sociale")”
in Introduction a la psychologie sociale. ed. S. Moscovici (Paris: Larousse), 272-302.

Tewfik, B. A. (2022). The impostor phenomenon revisited: examining the relationship
between workplace impostor thoughts and interpersonal effectiveness at work. Acad.
Manage. J. 65, 988-1018. doi: 10.5465/amj.2020.1627

Topping, E. M., and Kimmel, B. E. (1985). The imposter phenomenon: feeling phony.
Acad. Psychol. Bull. 7, 213-226.

Wang, B., Andrews, W., Bechtoldt, M. N., Rohrmann, S., and de Vries, R. E. (2024).
Validation of the Short Clance Impostor Phenomenon Scale (CIPS-10). Eur. J. Psychol.
Asses. 40, 158-168. doi: 10.1027/1015-5759/a000747

Westaway, M. S., Wessie, G. M., Viljoen, E., Booysen, U., and Wolmarans, L. (1996).
Job satisfaction and self-esteem of south African nurses. Curationis 19, 17-20.

Xu, C,, Yang, G., Wang, Y., and Ding, A. S. (2023). Is conspicuous consumption
influenced by cyber-ostracism? A moderated mediation model. Behav. Sci. 13, 1-21. doi:
10.3390/bs13010006

Yaffe, Y. (2020). Does self-esteem mediate the association between parenting styles
and imposter feelings among female education students? Pers. Ind. Dif. 156,
109789-109787. doi: 10.1016/j.paid.2019.109789

Yang, B. (2005). “Factor analysis methods” in Research in organizations: foundations
and methods of inquiry. eds. R. A. Swanson and E. F. Holton (California: Berrett-Koehler
Publishers), 181-201.

Yang, J., Gong, Y., and Huo, Y. (2011). Proactive personality, social capital, helping, and
turnover intentions. J. Manage. Psychol. 26, 739-760. doi: 10.1108/02683941111181806

Zafar, N., Mubashar, T., Tariq, S., Masood, S., Kazmi, E, and Zahid, A. (2014). Self-
esteem and job satisfaction of teachers in public and private schools in Pakistan. Pak. J.
Soc. Clin. Psychol. 12, 46-50.

Zhu, Y., Liu, J,, Lin, S., and Liang, K. (2022). Unlock the potential of regional
innovation environment: the promotion of innovative behavior from the career
perspective. J. Innov. Knowl. 7:100206. doi: 10.1016/j.jik.2022.100206

frontiersin.org


https://doi.org/10.3389/fpsyg.2025.1583454
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org
https://doi.org/10.1016/j.cedpsych.2020.101860
https://doi.org/10.1007/s12144-017-9650-4
https://doi.org/10.1037//0021-9010.84.3.416
https://doi.org/10.1111/j.1744-6570.2001.tb00234.x
https://doi.org/10.1016/s0191-8869(00)00184-7
https://doi.org/10.1016/s0191-8869(00)00184-7
https://doi.org/10.1080/13607863.2019.1594164
https://doi.org/10.5465/amj.2020.1627
https://doi.org/10.1027/1015-5759/a000747
https://doi.org/10.3390/bs13010006
https://doi.org/10.1016/j.paid.2019.109789
https://doi.org/10.1108/02683941111181806
https://doi.org/10.1016/j.jik.2022.100206

	Unraveling the complex interplay: self-esteem, impostor phenomenon, proactive personality, and their influence on career satisfaction
	1 Introduction
	2 Theoretical framework and development of hypotheses
	2.1 Theoretical framework
	2.1.1 Self-esteem
	2.1.2 Impostor phenomenon
	2.1.3 Career satisfaction
	2.1.4 Proactive personality
	2.2 Development of hypotheses
	2.2.1 Self-esteem and career satisfaction
	2.2.2 Impostor phenomenon as a mediator
	2.2.3 Proactive personality as a moderator
	2.2.4 Self-determination theory (SDT)
	2.2.5 Social identity theory (SIT)

	3 Method
	3.1 Sample and procedure
	3.2 Measures
	3.2.1 Self-esteem
	3.2.2 Impostor phenomenon
	3.2.3 Career satisfaction
	3.2.4 Proactive personality
	3.2.5 Control variables
	3.3 Statistical analysis method

	4 Results
	4.1 Reliability and validity
	4.2 Descriptive statistics
	4.3 Hypotheses testing
	4.3.1 Test of direct effects
	4.3.2 Test of mediating effect
	4.3.3 Test of moderating effect
	4.3.4 Test of moderated mediation effect

	5 Discussion
	5.1 Theoretical and practical implications
	5.1.1 Theoretical implications
	5.1.2 Practical implications
	5.2 Limitations and future directions

	6 Conclusion

	References

