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Abstract

As the research perspective of organizational behavior increasingly extends to employees’ psycholog-
ical states and subjective experiences, the workplace impostor phenomenon has gradually emerged
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as afocal topic in this field. By reviewing the current status of research on the workplace impostor
phenomenon, this study proposes recommendations in four areas: (1) Regarding conceptualiza-
tion and measurement, it is necessary to abandon early “emotional narratives”, re-anchor its core
attribute as a cognitive misalignment where “individuals believe others overestimate their abili-
ties”, and introduce a “trait-state” continuum perspective to rectify prior conceptual confusion and
measurement biases. (2) We construct an antecedent framework based on the “trait-situation” inter-
action, dissecting its multi-level impacts on individual emotional exhaustion, behavioral performance,
career development, and organizational leadership. (3) From the dimensions of psychological resili-
ence, leader-member exchange, and perceived organizational support (POS), we explore the boundary
conditions for mitigating its negative effects. (4) Grounding our analysis in the Chinese organizational
context, we propose future research directions from the perspectives of “mianzi” culture, power dis-
tance, differential mode of association (chaxugeju), and the emerging “technological impostor phe-
nomenon” in the era of artificial intelligence. Ultimately, this study aims to clarify the theoretical
boundaries of the workplace impostor phenomenon, while providing a theoretical foundation for mod-
ern organizations to optimize management practices and implement targeted psychological interven-
tions for talent.
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1. 5|15

B = B S e P SRR R, TAESs Brb B 4 108 9% (Workplace Impostor Phenomenon, WIP)
ZRFERTZ R . BATMEINRIE T ImAR OB, fa M B HA 2 W R DuEds, 50475 B R EE
A o8 VA FAMNA,  FRRT 2O R RO ERARES (Clance & Imes, 1978). & ER, &L 70%
[ RS N AE LY ARV 25 2 7 B B 52 (Feenstra et al., 2026). fERCRATSE PR F, WIP CiHAE N
s o1 T ERE R, R AT 1Rk Ae K A PSR R OB IR 25 (Aparna & Menon, 2022). [k, R4
XS B A R A

SR, BB FUAE B M @ 5 SRR R BT 2 kAR 56—, ML P 5IEwZE . A5
WIRE AR S REN, B 2R N E AR, BALIAE D9 IG5 ORI ) A 5 AR R Ak
(Gullifor etal., 2024), X R 7 & THEAAESRE. 8=, WA SHLHEITRRRE L. LA 1P
IR I “ EAMK. BIEE” (Vergauweetal.,, 2015), ZM TESEER SR E. mHAEE R
Fid, B T HGIRER. It B4R (TSR, 2025). (HXFHIELER NI B
IR (TS, 2023), HRMBBHRZ 28 E. £, AL E5BEERAMAGRE. WARZE
TP ITIE S N AMAERS T, BT RO BR S TE4H S Bl (Feenstra etal., 2026) 520, JCHAE
HEEBOIFER A “TF” R EALSUER T, HEA RS E U SRR .

R, ASO6 WIP BT A, RBET: (1) T R - RE” SR A HT WIP [
SHEENE. 2) RGME WIP FIRTHEASE . TGN S NS PR GEISHESE . (3) RIS
T RTHHRZ)JZRE TR, e H g2 i) sl 7 5% AT
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2. TEZmP ERNENKES RN E
2.1. TR B2 INE IR AEHEMAE

B TE IR SEAR L) TR O E A HSUT A . B —Rp e “HEht - RS &
SRR RN AR, AR NI AR A ) “NFEE” 5 “BRMESZER” W5,

2.1.1. BERRIGEKEIRSZOFE

H A& IR 5t Clance Il Tmes $#2H, #5/MALE TG 72Ny, MEIEERIIPNL, JEE
BRI TIERESMA . Clance (1985)H TP & —Fl &AM QIR RS, FFIR98 T HANKZ O
FFE: (1) B AT HXHTA R S, REGS & sE e, R 5 st B i O E G T
HRMEE; 2) R ESCN BT MR Ah TR (3) BB/l NS4S, BR[O AR IS &% 7 T 56 55 ok
(4) PRI RE AR (5) 50N B RS 3 SI M U8 55 AT #4005 (6) X LR BB AR 5 Py K

2.1.2. BEARREH: M “BREE” B CGARES” HEE

BEET TN By R BB NEE, EEANBOUT T HA) ST RS . Harvey F1 Katz (1985)2H
7 TP % 0B ER; Kolligian Jr. Al Sternberg (1991)#2H “J& A1 Y (Perceived Fraudulence)” LA5H i+
g A TN S A B .

PRI, DAEWFFCL SR “RE " “fERe” S5 EaRT, SEUIP 5 A AGEBIR T SO 4 5 2 &
TRVE . L, I I FORE T4 2 1 A, B 1P =R E T AN AA i ——R) “U b s T H
TERETIIME &7 (Tewfik, 2022) XN IP 5400 1 BEEZMR X 43 F, A HAE R h AR AR 24T
NFRAE T BRI (Gullifor et al., 2024),

2.1.3. FnEM: HREKSHRESF

DA 24 WIP MoFRE I AS R . AT — R BR, 3 It Fidad 51 N B 362 5 2 iR (Self-
discrepancy theory), FGHAA “FilT - IRE” BFIELAR(Gullifor et al., 2024; Higgins, 1987). fEULALA T,
WIP “f N MM , BEET “REARME” FAEK I (Gullifor etal., 2024). MENEFRE R H
PRME S 2= A T L M R T (Trait IP) I FE LR /KT e AR S, W rt. Sucs, AR
R L R B R U 2R I ORIR S I 44 T (State TP) (Gullifor et al., 2024). K, WIP AJF g —
FhE L 45 2 AT 7 0 A7 S W AR AN N B AR SR RO BRARG (A4, R, 2025), ALFEPTAMZ O
YR (DTEWARTh: B TH R MR, s <. WL, A E CEEA LI E. ) Bk
VE: REACRIAL, INNECHAIEMER W37 THREBAN. 3) “#il” MRVE: XAmirEm
PR BERRURR, BZIHHG “BnT7 S, 4) “ERTEIER” o I Bk & a6 R RINAT %, B
e P R B R R S T 2 BRI B R E BB . B2, WIP AR —RR IR, 1 BN AR ZE . %R
AT R A G )RR - RS LAk, X —IAUUR Stk A O 3T T 3 LA R

22. TR ERMBHRRNE

22.1. ERMBEARHRERENETR

X IP &, = EATCA 2 FlE TR, Hr, Clance (1985)JF &K1, B 4 Ti# I R & % (Clance
Impostor Phenomenon Scale, CIPS)/2& H fil/ 7Z M &M T H . CIPS B85 20 NMH, KA Likert5 st
gy, WidE . CEEBEIEN . CEIRREE” SFHBRHE, JFEA SN — 2% Cronbach’s o, 1EH
9 0.85~0.96, FETRMARRE . TARME Q& AR R T R I RAF (R SRRV (Mak etal., 2019), 4
R MBI B 753K, Leary 55(2000)42 H 1 i HR B 44 T & & K (Leary Impostorism Scale, LIS), 7 7 4~
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TiH, HETRAMSWE, BET “VERT7 8l “SRZ ST PO . BT W5 & HAE 8
K I (Cronbach’s o A 0.94~0.95), LIS JEH1E A 5 B3 K U SRR 72

peAh, HAh R T HE S ST 5AE 1P Ho7 YR Harvey B 4 T8 2 HIPS), HE &A%
BEZ. ARG E MK HBUREAR L, NAEHZR, mias4rt, BE “DeEH” 5 gk’
(RSN B 2 2 (PFS), HA RS R S B bR R UK UK SRR G DB RN E S A8t 2
HEFFAE I B 4 TS & RFIE =R (IPP31).

2.2.2. CIPS ERHNEBEXHBIESHRERL R

T CIPS (A1) 2 50, 58 W HikAT 7B BT S5tk . fESCESER, S0t R4
FIA - ACHE FIRBCGHE AR R T 450, AR AR C0R” 5 “ARET” ) (255, 2023)M =K
TERCCBFRIREE” “CHNERIAR R “HEhhRe” ) CEER AR, 2022). IXEERFFTIESL T CIPS fEANFER
MBS M, (B B E S U I S AR e P . AR T B RAE BRI b (¥ s
Wang %5 A\ (2024)%}] CIPS #EATHE ], TFR 7S 10 MH K CIPS-10, FFAEHRI A FEA i SR B H A
R E T
2.2.3. WEFYSIRITER

AT WIP MR 4 FER AT “HgEf 2 ge” 2 G, IO ERM B 0T, & 4E R a7
fEmE AL rE, A EHSE A R(Wang et al.,, 2024; Mak et al., 2019). [Hitk, SRHSR4ERE (1 405 k4T
PR B giil22 A M, R ALK,

K2, WIP I O SRS {5 B AR HEA A AR R, EE G SRR H—, =45 —1
M S (Mak et al., 2019); H =, PUAMEZ NERASR “RRiME” VEAh, MELURIRAMAE ST %%
Hpp OREME” TP BB, ARWEFETFE IR ABEENEEIE TR, IS S &SR
b PR G — B

3. TEFh ERMBEARIRWSEREEZ
3.1. BIEER: ET “BR - FiR" XENBSER

CATERT 7T 245 WIP Uy &5 RS, Sk DLARRE A WIP KPR UL AR AN R B Be 8l (Tewfik
etal., 2025). Bbt, AWFFEIEH T KRBT - IR SCHAER, BEIAMARE B R T IP AR AL, TR
B PR B R B A5 A

3.1.1. AR4FRIBSIEI AR RS

AMAFREEE T H IR O I AR AR R AR . BEAUREE, KRB SR E . IS5, €
Ghate,  DLRARAZ O H BRI 8 2 2 FONDIRZS 1 S5 R BUERY TP 7K F(Vergauwe et al., 2015). 14t JEi&
M SESE T SCE R E AR iE, R T B IRV AR N SRS, 1 5 S BN B R AR (R
4%, 2025; Neureiter & Traut-Mattausch, 2016).

3.12. AGBHTERFSRANBEME RS

AN G B4 T AR WG TE LE 5 SRR SO 9 A ARAS 1 WIP (R 4L7)(Bravata et al., 2020), — 5T, Bk
AR TN B THAERER) b, SR O L AR R ST R, iR “RETIA R
PLVCHE bz ” HO3R S B (Neureiter & Traut-Mattausch, 2016). F—HTH, =k iw S5 5 ™65 S8Cs %Ak
FANAFE I (Hutchins et al., 2018). RSt W RS PEAGRIZF T 0 TR 22K, UK
THON B R B S CRe IRV, (R NS A TUE R T (Vergauwe et al., 2015).

DOI: 10.12677/ap.2026.169424 26 a3 2


https://doi.org/10.12677/ap.2026.169424

3.1.3. AR - NMEERNE RS

AR B HPRAS YT WIP (O IREE, Horh A PRAIT 5 425 A2 WIP [FBCK 3. 51 T.76
T I HR 3 i 7 6 255 Fot 8 R BN L0y, 2 DR 2 A0 B R i I R 22, b f v A s 2 i B R R A 5 8
WARBECUFE TR, 2026). AR, AT IR S 7] 2 175 1R B DA K i AP AL 25 SRR RES A 20k h 78
70 T PR 3 o 4 T S R K)o B B i (Feenstra et al., 2020), FF4RAt2e 4 ORI, BE 722 WIP X TAE
TR DI R S 2 RAT AR SR A E F (Vergauwe et al., 2015).

3.2. TIEAF R E BB IRMTIER

321 MRODESHSEENER: BRERS 0ERE

WIP 7EAMAC IR THB A B IR 7). iR B FAh % 2 18 (Ego Depletion), = WIP 51 TN 4ERFRE
ARG R IRTE 4, TFEEFERER BRI 7, HARHI T OB R IR, HEmiE K&
AP HIEERE . FIAE DA B B0 A1 FR ARSI T F(Li & Ngo, 2024) XK 3 iy Bk o0 78 Y B AN 11 55
TAMEROIEINE, 2 5] KGR A TR 2 R EE TR (Vergauwe etal., 2015; A%, JEEHE, 2025).

3.22. MAMTASSEHEERN “WIIS" B

ETARAT NS GRO07 M, WIP SO JERO7H, TR REA S “Toae” [,
fa TP 53 T SR HW TR PHAS RO HE RE S, 1T JL 75 R I 25 Bk st 2 W 25 BR 1) 53 T3 il AR IR, T B
TRAMAAIE 71 (Hudson & Gonzélez-Gomez, 2021). M LEFARTTTH, WIP il R Bt #MEEAT A, N T 4E
FRMAETE R, MR 2o B e A FER B A =y ) 54 0 (Gorsi et al., 2023). [AIRS, BRIFH.CEE 718 =il
WIP i THEH A2 FAREE A “Mb NFm” , RILHTE 2 0T L5 5 61F, IWiieF ABraeHakqe,
2 DI 2L 2 A BAT AR NIEE B BRIE G 1 50 (Tewfik, 2022; Hudson & Gonzalez-Gomez, 2021).

323 Rl ZREmAFEN: #EaeEMNSRLEL

KHIRE, WIP &illZ) 7 TR GER BTt (8]. (I FR I, WIP 2 535 M 55 A A 0 B AR
Rl R SRAGT ) B AT BIAL, AR TE T 35 T Bk AR A LB I £ B il 2 Ak (Neureiter & Traut-Mat-
tausch, 2016). [FEI, WIP 54N 1) AT e A 1 S BR ML s B 52 42 3 67 A ¢ (Hudson & Gonzélez-Gomez, 2021).
BEAh, T R RS R R MR RV, WIP B LA T B “ RIS, maE T
HAUA RIS R, M B AR EFIE X N (Vergauwe et al., 2015).

3.24. HASHSHEENEM: BEEBSLEL K

WIP £ % AL ZAFN 40T 77 2 18 1 v b 2808 B v FE I IS B o itk . AE B8 B IKIA b, U1 WIP
A RE AL . teln, 2R TAR SR A S A (0 SARES S E], LVEEE 1) WIP 244
M Z R B8 7 A 2 R R R A (Guedes, 2024) . SRTH, 7EARBUIEE S A EH, BA WIP FI4SF X H
GREIRFFENE, EEREE N AU EE, REJT. SRR SRR NERE N, R B B IREE M i
P51 T M REA 22 2k 1 BA ) 61747 A (Haroon et al., 2025).

gx b, WIP JEARARE B 0, 12— P E AN A S5 RS . RV B, dERRIEE XX
TIGN” RSL,  FEERRT AR A A ZAEE 5 SR, R A A L SR TR ARE . MUK TR LI RE 1 DG

4. TRz ERINBEMKILF RIS
4.1. TIE7h B 2 TE R AR B

DUERTFCIRH, WIP BJE NS DR I 1A &, F9 5 AR A0 2T 4T R e BB iR S
INFIHESL (Tewfik, 2026). FENXT TAEESRES, WIP 75/ (B #5S i T8 BN Z i3] 7 53 1k
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JE&

LML

Fo AFETAEGE S o FEES, B WIP AN T4 M A8 80y —Fh | FRAE B Bk k.
PEFFEM IR “Eme 17 R, MAIRMSBATE L), MTTER AN 4ERF B - iRk, 7ETHx)
LR S IsE, WP U2 B VS B AR RN, . v WP 53 60 T S i BB S T . M B B T & 1) 5l
BT PPN PR RIS, Ath AT AR 2 s s ot B 1) B R AAL A, S 800 3 I S R T AL O BB B (Badawy etal.,
2018).

4.2. TRz E 2B AR BAT

4.2.1. MEEEAETHBN

FEAMA TR, OBRRFFUZ 22 WIP HARBON AR 3R 2 — o (O PRI AE 525 I 95 WIP o v i AR TR
DL IOBEAT, B AMALE B FPRGE I TH R 375 28 0 19 5k, B KO OB 46(Chen etal., 2025). T
LR AR RE R T WIP SHMERE R TR oS R, SRR 5 TR T i B 3R I A 3
FRN B R 42kt i 375 1 & (Taskaran et al., 2025). B6Ab, PRI SHMEEIFERSRTER, £
Xt R SRUE JIE, RS S R0 B = AT WIP,  HAE RIS SR UE 7%t WIP 84 1) 1E [ 50
(Feenstra et al., 2020).

4.2.2. MESEERIPHHE

EMFEN, HEEHSMS - B SRS M T WIP 2 XHEEM MO, SRERNSS - R
#t(Leader-Member Exchange, LMX)f¢ N N @ E VAT EASEEMN KRR, gm0 2K, M
RIFE AT 9 SR o BRASURE, 1598 WIP X 631 Al COB BT 5% (Aparna & Menon, 2022). R, 2%
PR B S s A e A AT REFS Bh D3 TS r 2 0 FIA KR, BEAIS WIP X AR XGRS, I 5 3R
SERAL RO TAERIZN 7, T AERA TS 25 A #E(Neureiter & Traut-Mattausch, 2016).

4.2.3. HARHEARTB

EAZRZT, A PE T WIP 2 2l L B A OGN . HESCHF I (Perceived Or-
ganizational Support, POS)/& H i % LRI T A & . /KPR POS MYEE N TIREEF IR, Z2rh
WIP 5 TAFEEE . THAYIE 45 >) (Haar & de Jong, 2024), iEAEFSAL WIP i K& 15 EFESE ,  FEI A T
fE - FKEEM R & LB R (Crawford et al., 2016). BbAb, 2R U] 52 3 e [FAE B A 2 35 1 I 15 208
(Vergauwe et al., 2015). [Ft, EiEQRHLCABEFFICRTMESS AL, {5 WIP 5 TAELRRF IR
[ BN 93 o BE A

5. TRz ERMBERRETFS NG
5.1. TEAFT - BRI KRBT

BHABMSR A Clance Fl Imes (1978)1&H LK, CEEMSFEHAT, BONHLUT =R 00 £ s ill8iz.
—, AT RN B =t Lotz A A S 2R A B (Bravata et al., 2020). fELGIEFEAH, WIP A
FMMARE T TIRZAR S, WRETHKEHFF ST AER “Rem” , #HrEE “MN e Sae”
FINENA T, FFERAE L, “HREBT - IR AR AR TCERIA IR B0 WIP 3NS5 KA (Gomez et al., 2026).
K2, HET WIP BT BIERIL, (HEMES T e . U RS S o7 ik e BT IR 1 2 Bk

5.2. W3NG

FB—, EMEENE L, WIP IEMEBALA AR AR R A€ (McElwee & Yurak, 2010). 1M
DU T EL AR ) B & T B BRI IR S D B ARG T i S B 3R R e, DA i 8 KA BR 37 TR 7T (1 52 FH 4k o
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SN

S, FERTRERN B, BRSO R A MR TR R B S B R . DA HTIESE, B
A SRS HE L ABRIALEE 215 AORATE WIP I HZ AN R (Kark et al., 2022).

B BN E, REEE XTI KR, WIP MU 25| KRS EFEH . wh S HEIE K BT BRI
THAR G R (Crawford et al., 2016), JFRREARAE 71 ToREX “MB NS 1m) 7 SRR, JEAERIN ST NPriae 52028
o BRAT N(Tewfik, 2022).

S0, EFIALH L, SR RGURE R MER . MR LMX. POS & b g stk ike
FREAR WIP AR A O FE. HEAN, IE&Mindfulness) I ZAE A — R T, eI MAR A IR
WEERE T, Tk B T 15 45 TP (Aparma & Menon, 2022).

5.3. HEER

H—, MESRE AN 5IRE . REEIR LRI WIP RO/ N RITE 2, (BAE BRI 70 47 5 ¥
HEMRARMERER. 0EF LU RIEEEGRE. o, EREARA TS “ B3R5 e fn”
T REMEINTERZAR, BT “HMpRe” Ml AREIE “ABARMA 7, BT i &
S, PR T LS M (Gullifor et al., 2024; Suddaby, 2010).

F, MHRINE SRR . BGOSR 17 36 1 A S R AR, S Z 9 ) 1B BRI
A LUHAE WIP AR OIRZS” AEHRI BN I s, (645 R HEWT PR R SOC RIS = SR /T -

=, BRI RS A, DA OGRS KB T, BZ R B HELER
FHT WIP SR ZH AT NI “ A7 ML, IRz 0f v [B) 15 48 SO e i R IR 2R «

H0, B SR MARERR . AR 2 I T OB . (BEE S BT RE RS . S8R b i) 2R
TGS, WIP B, RIS HRH L ZUT N I RE I 4 2K 78 73 4R

W, HERH T = . A MRS 2 0 TR0 B T B IR R, Sz AR SR
S b S T AL SR SE T TR G A RO R SRR

5.4. FERNER ST

BRI DU B FEHOBRE AT VP 26 5 KR HEWT 39 R B, Rk WIP BT/ fERT 777 % LB
SR BB R S LB AR ARE R - ORE” ESAA, B TUE TR R UL
HACHT T, L 5 3 AR B T« 25 A% s 07 i S 455 B I R SR It (0 SRz, BB 47 1 22 i IR 254 WIP
IO AR PR o [T, TR FH A8 33 J S IRE B i, LIRSS WIP 5803 TAEERIRMBIR G & .
MAEBRFCRT R 5 FFpLHIS, Al 55 s ge 5 I e sein vt Rag (L R R R R . #bdh, N ve iR R Ty
FZE, AR IR s N A S EGOPY. FISREE 2 IR AT = M IRIE, A A RUIETIIR R
BT, RS T 5 CEFRRET ST AT WIP FRZENU], DR E NS AR AT ERAE
1) SRR 5T o

55. RRE

55.1. “EIF XHSERER

TEm I FH A FES T,  “H1” RE8E MERH2 A B SEARE . 0T WIP R TiE, “#
WA AR FAEEWE “ LT PLARBEZIMRE “42 T2 (She et al., 2024). EPRE BHID
(Impression Management Theory)$8 ti, 4 MABENE A AL ST BN, 2 FRARCR B ST 104 SR ms LA e
H IR % (Chen etal., 2025), {EMHTFWiFH ~, & WIP 2 TG E 7 HARR, 8300l s A FHC R,
HANERIAFIR TR SXE “ BHT7 2R 5 5 R B TEAT N (Wang et al., 2024). ARRBFFTE AR
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¥ SCA AR T 473 36800 BRAT AT, B WIP A PA BN R0 O 22 i) MR AT D9 SRS IS o 93, 4R vt i1 SCAB AR
FE AT BA A, WP 53 T 1 2 RERAR A A0 0 51 & SE SR AN AR - 547 ke, SECE ™ H I
R FEE ?

552. “EFERRE" T WIP FENHTESR

WM “EFME)R” iRt t, HEAMESICRMES RO LLA TR RO HEoRHL I A E
I “OKPes” N RS EY, “AAN” 5 “4CN7 Wi K& BB AR AR 2 5 (9 0,
2012) o X ZME S5 IR 252 0 35 2H 2 R 1) 0 B 22 A SR S AT AL A 2 DA B R B 5 oRAT S BRI &
£ AN BEWN, BErI AT S0 EA BB T IR g, (e TEMEN T REREA
W, HRIHEAMIIERBEREN B TK: k2, £ “SbN” BEF, w850 LS S E S,
T TR A8 S MR R B B 5 R B0 2L UK (Chen et al., 2025), WIP ASJR e —Fivl & “ R EPHR
7 R AAE RSN ERLS, S MARTERS A [F) DG R B Z 0, AT RE SO0 2 2 B0 A I B RRE . KSR
FA G NI HUREE(ESM), A MNEEEA L 0 TAEZ 8 ABRM L B3, HARESH: WIP B ikE 510
F oA (Wang et al., 2024).

553. “NE” £EETHHERERSBRBESEH

YETIRS IR & NG FHEREMEASZ BN 5 R /). #h2s 12 (Social Comparison
Theory)f& i, AMEaximid 5 & [l [F2E 1 LU BOR TS B £ B8 ) (Festinger, 1954). #£ “WH&E” A&/, MK
W EAT ) Bt bR, AWTRLRAMA RGN R “sehr B SASURER “HEAE PR MM EE,
MR T INEITR I (Feenstra et al., 2026). MI4ET 14 WIP AMATEIX Fl s K5 S8 B A, Al REE 25 254 1
FEEI I R T 7 B4Rt AR 7y, T B S GTA R Tia <, SO B IS 32 2 g . ARORAT
FAN T N7 AT I 2 LR AR B 1 WIP [ApfRESME WIP #14k

554. Al FXH “BEARMERTE" 50EMENEN

RAEAE RN TR ) Z R BE R 7 TERSE, HERB5R 7HREREREl.
P00 E ALEE 18 (Psychological Ownership Theory), AMAXS TAE BRI #2HilJ8é BRI DU HIRKIE,
Fe LHEPTA AL IZ O 2R (Pierce etal., 2001). JRT, FEAEEN AL THACB G RAES WA SCT, A TAEEM
) TR BRI VA A T 5B S 3R], 1 E BRI (Joshi & Vogel, 2025). IXFPIH A2 S8 “ 5577 -
G BERIWTRL, HEMIEAE T “HIRMEE BB IR (Technological Impostor Phenomenon) (Hermann
ctal.,2025). FEULTE 5T, MESMBARER B RMEE, ST HNEMEERBK. ST, KRHAHT
IR ML RO 53 THRY S 40\ [F] SO BT A BCH R g i el IF RGP R HOR
PE'E 42 TR I3 A F AL

Sk

A, EEEQR025). IE A DT BEREE S M m FE AR SRR . A E A B, 22(8), 999-1005.

WHIM(2012). 247 LR RS AL

HBT, BN, XK, 5KFF5(2022). Clance H B {EF17 & WA B R M DU K AET LB R G 8UERE. 77207
75, 36(14), 2486-2490.

XUFER, XIPRZ, i, X—w5, UG, FFHH2026). AR A A ARG BUR Kt B TR AE 17 e i it 75, 4
FEA T, 21(6), 140-143.

TR, W, DIk, RERE s, T0E, REAEWE, £5(2023). HIREETITE M B R MDA KR E B B S
RS, YR EPE 23(6), 823-828.

TP, ZEFHE, HI5, K, BT, EERQ2025). MG S S FREARHP A K BB Y S | IR A8 0 7 e A (R 1)

DOI: 10.12677/ap.2026.169424 30 a3 2


https://doi.org/10.12677/ap.2026.169424

RN RN, FPEEE 44 40(23), 76-79.
T, B, DHME2023). GRS+ B A DA @b SRS S A 7. EFH 772 4009), 18-21.

BRI, M, SKER, BB, 5k, XIEEN2025). B ARt B BAE S 5 W RN R R KR AR . B
39(18), 3075-3081.
Aparna, K. H., & Menon, P. (2022). Impostor Syndrome: An Integrative Framework of Its Antecedents, Consequences and Mod-

erating Factors on Sustainable Leader Behaviors. European Journal of Training and Development, 46, 847-860.
https://doi.org/10.1108/ejtd-07-2019-0138

Badawy, R. L., Gazdag, B. A., Bentley, J. R., & Brouer, R. L. (2018). Are All Impostors Created Equal? Exploring Gender Differ-
ences in the Impostor Phenomenon-Performance Link. Personality and Individual Differences, 131, 156-163.
https://doi.org/10.1016/j.paid.2018.04.044

Bravata, D. M., Watts, S. A., Keefer, A. L., Madhusudhan, D. K., Taylor, K. T., Clark, D. M. et al. (2020). Prevalence, Predictors,
and Treatment of Impostor Syndrome: A Systematic Review. Journal of General Internal Medicine, 35, 1252-1275.
https://doi.org/10.1007/s11606-019-05364-1

Chen, N., Li, D., Lv, H., Zheng, C., & Zhao, X. (2025). More Helpful or Less Ethical: The Dilemma between ‘“Desire to Gain to
Face” and “Fear of Losing Face” for Narcissistic Employees. Journal of Business Research, 201, Article ID: 115737.
https://doi.org/10.1016/].jbusres.2025.115737

Clance, P. R. (1985). The Impostor Phenomenon: Overcoming the Fear That Haunts Your Success. Peachtree Pub Ltd.

Clance, P. R., & Imes, S. A. (1978). The Imposter Phenomenon in High Achieving Women: Dynamics and Therapeutic Inter-
vention. Psychotherapy: Theory, Research & Practice, 15, 241-247. https://doi.org/10.1037/h0086006

Crawford, W. S., Shanine, K. K., Whitman, M. V., & Kacmar, K. M. (2016). Examining the Impostor Phenomenon and Work-
Family Conflict. Journal of Managerial Psychology, 31, 375-390. https://doi.org/10.1108/jmp-12-2013-0409

Feenstra, S., Begeny, C. T., Ryan, M. K., Rink, F. A., Stoker, J. I., & Jordan, J. (2020). Contextualizing the Impostor “Syndrome”.
Frontiers in Psychology, 11, Article 575024. https://doi.org/10.3389/fpsyg.2020.575024

Feenstra, S., Phillips, F., Begeny, C. T., & Ryan, M. K. (2026). Are You Better than Me? Competitive Work Climates Fuel Impos-
torism via Upward Social Comparisons. Social Psychological and Personality Science, 17, 510-521.
https://doi.org/10.1177/19485506251348803

Festinger, L. (1954). A Theory of Social Comparison Processes. Human Relations, 7, 117-140.
https://doi.org/10.1177/001872675400700202

Gomez, C., Perera, B. Y., Lau, M. C., & Al Arkoubi, K. (2026). Mindset Theory and Impostor Phenomenon: A Typology and
Implications for Organizations. Journal of Organizational Behavior, 47, 843-856. https://doi.org/10.1002/job.70086

Gorsi, H., Ali, S. A., & Tariq, S. (2023). A Conceptual Model of Impostor Phenomenon and Job Performance: Role of Vicar-

ious Learning, Impression Management, and Self-Reflection. Journal of Professional & Applied Psychology, 4, 460-477.
https://doi.org/10.52053/jpap.v4i3.183

Guedes, M. J. (2024). Can Top Managers’ Impostor Feelings Affect Performance? Journal of Strategy and Management, 17,
188-204. https://doi.org/10.1108/jsma-01-2023-0008

Gullifor, D. P., Gardner, W. L., Karam, E. P., Noghani, F., & Cogliser, C. C. (2024). The Impostor Phenomenon at Work: A Sys-
tematic Evidence-Based Review, Conceptual Development, and Agenda for Future Research. Journal of Organizational Behav-
ior, 45, 234-251. https://doi.org/10.1002/j0b.2733

Haar, J., & de Jong, K. (2024). Imposter Phenomenon and Employee Mental Health: What Role Do Organizations Play? Personnel
Review, 53, 211-227. https://doi.org/10.1108/pr-01-2022-0030

Haroon, H. B., Raoof, R., & Arshad, M. (2025). The Impact of a Leader’s Imposter Thoughts on Innovative Work Behavior with
the Moderation of Power Distance. Journal of Innovative Research in Management Sciences, 6, 41-61.
https://doi.org/10.62270/jirms.v6il.113

Harvey, J. C., & Katz, C. (1985). If I'm so Successful, Why Do I Feel Like a Fake? The Impostor Phenomenon. St. Martin’s
Press.

Hermann, E., Puntoni, S., & Morewedge, C. K. (2025). Genai and the Psychology of Work. Trends in Cognitive Sciences, 29,
802-813. https://doi.org/10.1016/j.tics.2025.04.009

Higgins, E. T. (1987). Self-Discrepancy: A Theory Relating Self and Affect. Psychological Review, 94, 319-340.
https://doi.org/10.1037/0033-295x.94.3.319

Hudson, S., & Gonzalez-Gémez, H. V. (2021). Can Impostors Thrive at Work? The Impostor Phenomenon’s Role in Work
and Career Outcomes. Journal of Vocational Behavior, 128, Article ID: 103601. https://doi.org/10.1016/].jvb.2021.103601

Hutchins, H. M., Penney, L. M., & Sublett, L. W. (2018). What Imposters Risk at Work: Exploring Imposter Phenomenon,
Stress Coping, and Job Outcomes. Human Resource Development Quarterly, 29, 31-48. https://doi.org/10.1002/hrdq.21304

DOI: 10.12677/ap.2026.169424 31 LB


https://doi.org/10.12677/ap.2026.169424
https://doi.org/10.1108/ejtd-07-2019-0138
https://doi.org/10.1016/j.paid.2018.04.044
https://doi.org/10.1007/s11606-019-05364-1
https://doi.org/10.1016/j.jbusres.2025.115737
https://doi.org/10.1037/h0086006
https://doi.org/10.1108/jmp-12-2013-0409
https://doi.org/10.3389/fpsyg.2020.575024
https://doi.org/10.1177/19485506251348803
https://doi.org/10.1177/001872675400700202
https://doi.org/10.1002/job.70086
https://doi.org/10.52053/jpap.v4i3.183
https://doi.org/10.1108/jsma-01-2023-0008
https://doi.org/10.1002/job.2733
https://doi.org/10.1108/pr-01-2022-0030
https://doi.org/10.62270/jirms.v6i1.113
https://doi.org/10.1016/j.tics.2025.04.009
https://doi.org/10.1037/0033-295x.94.3.319
https://doi.org/10.1016/j.jvb.2021.103601
https://doi.org/10.1002/hrdq.21304

SN

Joshi, N., & Vogel, D. (2025). Writing with AI Lowers Psychological Ownership, but Longer Prompts Can Help. In Proceed-
ings of the 7th ACM Conference on Conversational User Interfaces (pp. 1-17). ACM.
https://doi.org/10.1145/3719160.3736608

Kark, R., Meister, A., & Peters, K. (2022). Now You See Me, Now You Don’t: A Conceptual Model of the Antecedents and
Consequences of Leader Impostorism. Journal of Management, 48, 1948-1979.
https://doi.org/10.1177/01492063211020358

Kolligian Jr., J., & Sternberg, R. J. (1991). Perceived Fraudulence in Young Adults: Is There an “Imposter Syndrome”? Journal
of Personality Assessment, 56, 308-326. https://doi.org/10.1207/s15327752jpa5602_10

Leary, M. R., Patton, K. M., Orlando, A. E., & Wagoner Funk, W. (2000). The Impostor Phenomenon: Self-Perceptions, Reflected
Appraisals, and Interpersonal Strategies. Journal of Personality, 68, 725-756.
https://doi.org/10.1111/1467-6494.00114

Li, H., & Ngo, H. (2024). Impostor Phenomenon and Career Preparatory Activities: Testing Ego Depletion as Mediator and
Gender as Moderator. Current Psychology, 43, 2442-2452. https://doi.org/10.1007/s12144-023-04493-5

Mak, K. K. L., Kleitman, S., & Abbott, M. J. (2019). Impostor Phenomenon Measurement Scales: A Systematic Review.
Frontiers in Psychology, 10, Article 671. https://doi.org/10.3389/fpsyg.2019.00671

McElwee, R. O., & Yurak, T. J. (2010). The Phenomenology of the Impostor Phenomenon. Individual Differences Research, 8,
184-197. https://doi.org/10.65030/idr.08019

Neureiter, M., & Traut-Mattausch, E. (2016). An Inner Barrier to Career Development: Preconditions of the Impostor Phenome-
non and Consequences for Career Development. Frontiers in Psychology, 7, Article 48.
https://doi.org/10.3389/fpsyg.2016.00048

Pierce, J. L., Kostova, T., & Dirks, K. T. (2001). Toward a Theory of Psychological Ownership in Organizations. The Academy
of Management Review, 26, 298-310. https://doi.org/10.2307/259124

She, Z., Xu, H., Cormier, G., Drapeau, M., & Duncan, B. L. (2024). Culture Matters: Chinese Mental Health Professionals’ Fear
of Losing Face in Routine Outcome Monitoring. Psychotherapy Research, 34, 311-322.
https://doi.org/10.1080/10503307.2023.2240949

Suddaby, R. (2010). Editor’s Comments: Construct Clarity in Theories of Management and Organization. Academy of Man-
agement Review, 35, 346-357. https://doi.org/10.5465/amr.2010.51141319

Taskiran, E., Celik, G. G., Behram, N. K., Elmali, E. D., & Ongel, G. (2025). Unraveling the Complex Interplay: Self-Esteem,
Impostor Phenomenon, Proactive Personality, and Their Influence on Career Satisfaction. Frontiers in Psychology, 16, Article
1583454, https://doi.org/10.3389/fpsye.2025.1583454

Tewfik, B. A. (2022). The Impostor Phenomenon Revisited: Examining the Relationship between Workplace Impostor Thoughts
and Interpersonal Effectiveness at Work. Academy of Management Journal, 65, 988-1018.
https://doi.org/10.5465/amj.2020.1627

Tewfik, B. A. (2026). Rising to the Challenge: The Interactive Effect of Role Overload and Workplace Impostor Thoughts on
Effort and Subsequent Job Performance. Journal of Applied Psychology, 111, 419-441. https://doi.org/10.1037/apl0001324

Tewfik, B. A., Yip, J. A., & Martin, S. R. (2025). Workplace Impostor Thoughts, Impostor Feelings, and Impostorism: An Inte-
grative, Multidisciplinary Review of Research on the Impostor Phenomenon. Academy of Management Annals, 19, 38-73.
https://doi.org/10.5465/annals.2023.0100

Vergauwe, J., Wille, B., Feys, M., De Fruyt, F., & Anseel, F. (2015). Fear of Being Exposed: The Trait-Relatedness of the Impostor
Phenomenon and Its Relevance in the Work Context. Journal of Business and Psychology, 30, 565-581.
https://doi.org/10.1007/s10869-014-9382-5

Wang, Y., Li, X., Cheng, H., & Zhang, L. (2024). Understanding Responses to Managerialism: Face Culture and University
Faculty Working under the Shadow of “Publish or Perish”. Culture and Organization, 30, 405-424.
https://doi.org/10.1080/14759551.2023.2283072

DOI: 10.12677/ap.2026.169424 32 LB


https://doi.org/10.12677/ap.2026.169424
https://doi.org/10.1145/3719160.3736608
https://doi.org/10.1177/01492063211020358
https://doi.org/10.1207/s15327752jpa5602_10
https://doi.org/10.1111/1467-6494.00114
https://doi.org/10.1007/s12144-023-04493-5
https://doi.org/10.3389/fpsyg.2019.00671
https://doi.org/10.65030/idr.08019
https://doi.org/10.3389/fpsyg.2016.00048
https://doi.org/10.2307/259124
https://doi.org/10.1080/10503307.2023.2240949
https://doi.org/10.5465/amr.2010.51141319
https://doi.org/10.3389/fpsyg.2025.1583454
https://doi.org/10.5465/amj.2020.1627
https://psycnet.apa.org/doi/10.1037/apl0001324
https://doi.org/10.5465/annals.2023.0100
https://doi.org/10.1007/s10869-014-9382-5
https://doi.org/10.1080/14759551.2023.2283072

	工作场所中冒名顶替现象
	——现状与趋势
	摘  要
	关键词
	Workplace Impostor Phenomenon
	—Current Status and Future Trends
	Abstract
	Keywords
	1. 引言
	2. 工作场所中冒名顶替现象概念及测量
	2.1. 工作场所中冒名顶替现象的起源和内涵
	2.1.1. 概念的临床起源与核心特征
	2.1.2. 概念的演进：从“情感体验”到“认知信念”的转变
	2.1.3. 职场重构：特质与状态的连续体

	2.2. 工作场所中冒名顶替现象测量
	2.2.1. 冒名顶替现象的代表性测量工具
	2.2.2. CIPS量表的跨文化验证与短版量表发展
	2.2.3. 测量争议与现状评述


	3. 工作场所中冒名顶替现象的影响与作用路径
	3.1. 前因因素：基于“特质–情境”交互的整合框架
	3.1.1. 人格特质驱动的内部防御系统
	3.1.2. 角色转变与竞争导向的情境触发系统
	3.1.3. 组织–个体互动的支持系统

	3.2. 工作场所中冒名顶替现象的影响结果
	3.2.1. 个体心理与状态层面的影响：情感耗竭与心理内耗
	3.2.2. 个体行为与绩效层面的“双刃剑”效应
	3.2.3. 职业发展层面的影响：潜能压抑与职业固化
	3.2.4. 组织与领导力层面的影响：情境依赖与化劣为优


	4. 工作场所中冒名顶替现象边界探讨
	4.1. 工作场所中冒名顶替现象的调节效应
	4.2. 工作场所中冒名顶替现象被调节
	4.2.1. 个体层面的调节效应
	4.2.2. 领导层面的调节效应
	4.2.3. 组织层面的调节效应


	5. 工作场所中冒名顶替现象述评与小结
	5.1. 工作场所中冒名顶替现象的调节效应
	5.2. 研究小结
	5.3. 研究局限
	5.4. 方法论的拓展与设计优化
	5.5. 研究展望
	5.5.1. “面子”文化与印象管理
	5.5.2. “差序格局”下WIP体验的动态差异
	5.5.3. “内卷”生态下的比较焦虑与自我概念威胁
	5.5.4. AI时代的“技术性冒名顶替”与心理所有权危机


	参考文献

