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Abstract. Today's workforce consists of multiple generations, including
Generation Z, which is predicted to make a significant contribution to the global
workforce. Generation Z, born between 1997 and 2012, has distinctive
characteristics, especially in terms of technological prowess and work
preferences, which differ from previous generations. One of the challenges that
Generation Z often faces in their career development is the Impostor
Phenomenon, which is the feeling that the success they achieve is not due to
personal competence, but rather due to external factors such as luck. This study
aims to examine the role of the impostor phenomenon in the career development
of Generation Z employees in the Jabodetabek area. By using non-experimental
quantitative methods, using purposive sampling technique. This study involved
247 Generation Z employees working in Jabodetabek. This study uses the Clance
Impostor Phenomenon Scale (CIPS), developed by Clance (1985) and the Career
Development Questionnaire (CDQ) developed by Shashi Kant Singh (2023).
Based on the results of the main data analysis using the simple Regression Test,
it was found that the impostor phenomenon has a negative role on career
development with a value of f = -1.089, p = 0.001, p < 0.05. So it can be
concluded that an increase in impostor phenomenon can lead to a decrease in
career development.
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The world of work is a dynamic environment where a group of individuals carry
out a work activity, both in companies and organizations. The individuals who
gather have backgrounds from various generations, one of which is Gen Z or Gen
Z or the post-millennial generation. In Indonesia, based on the results of a survey
conducted by the National Labor Force Survey in 2022, it shows that around
68.63% of Indonesia's workforce is filled by the Millennial and Gen Z generations.
Brangka [1] explains that Gen Z made up about 27% of the world's workforce in
2025 and it is predicted that by 2045, Gen Z will contribute a considerable amount
to productive age workers. Gen Z is an individual born in 1997 to 2012, growing
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up amid the rapid development of technology and the digital world [2]. This gen-
eration has different characteristics and work views from previous generations
and has its own priorities at work [3]. Gen Z is known as a generation of profes-
sionals who have high technical expertise, good command of languages, and be-
come a highly competent workforce [4]. They are quick to adapt to new things,
have high initiative, and have quick access to information, making them highly ef-
fective workers in the digital era.

Gen Z is very selective in choosing a workplace [5], so they tend to look
for a pleasant work environment, offer flexible working hours, and high overtime
compensation [6]. Hanifah & Wardono's research revealed that Gen Z tends to pre-
fer workplaces that support their career growth and development [7]. Gen Z pri-
oritizes companies that offer challenges in work and provide authority and re-
sponsibility to their employees. Gen Z is a generation that is very ambitious and
focuses on career development [4]. Career development is an individual's effort to
develop themselves to realize future career plans [8]. It is also a step taken by
every employee or organization to motivate themselves to make optimal contribu-
tions and improve skills in carrying out the main tasks and functions in profit and
non-profit organizations [9]. According to Siagian cited by Katidjan, the career de-
velopment of each employee must be based on a clear understanding of the career
path that can be achieved, provided that the performance displayed is satisfactory
[10]. Career development involves three main dimensions: progress in achieving
career goals, development of professional abilities, and acceleration in promotion.
Progress in career goals reflects the extent to which the current job is relevant and
provides opportunities for employees to realize their career goals.

Employees tend to strive for good job opportunities as a step towards
achieving their desired career [11]. A survey by todayonline.com in Singapore
showed that employees who are ambitious to achieve a better career often have
very high standards for themselves. They fear that every little mistake will reflect
on their incompetence, so they work very hard to cover up perceived incompe-
tence at the expense of personal well-being. This leads to doubt and feelings of
discomfort, known as the impostor phenomenon (IP). The impostor phenomenon
is the feeling that success is due to external factors, rather than personal compe-
tence and qualifications, despite objective evidence to the contrary (Clance & Imes,
1978). Research conducted by Access Commercial Finance in 2018 revealed that
around 62% of working adults in the UK have experienced impostor phenomenon.
Recent studies show that this phenomenon is common in the workplace and af-
fects most employees. Surveys indicate that around 70% of people experience the
impostor phenomenon at some point in their career.

IP can cause individuals to doubt their abilities at work and question their
value as professionals [13]. Individuals who experience IP tend to experience
greater emotional impact when performing tasks and experiencing errors. Re-
search by Cozzarelli and Major showed that individuals with IP have lower perfor-
mance expectations and feel that their self-perception of their abilities is lower
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compared to their real abilities [15]. They are also often unable to receive praise
or recognition for good performance and worry about being rejected if their true
abilities are revealed [12]. Research by Vergauwe in Gutierrez further explains that
the impostor phenomenon negatively impacts attitudes towards career, job satis-
faction, and organizational behavior [15].

The impostor phenomenon (IP) often occurs in high-achieving individu-
als, causing them to underestimate or ignore their success. The main characteristic
of IP is the inability to internalize success [16]. Those who experience IP usually
believe that their success is due more to luck. Individuals with IP often perform
very well in school and set high expectations for themselves. However, they tend
to attribute their success to external factors such as luck, discretion from examin-
ers, teachers, or managers, or other circumstances. Individuals with IP often spend
more time and effort trying to cover up their worries, engage in maladaptive be-
haviors, and use coping strategies to avoid feelings of failure [17]. Individuals with
Impostor Phenomenon (IP) often spend more time and effort to mask their inse-
curities, engage in maladaptive behaviors, and adopt coping strategies to avoid
feelings of failure [19]. Research by Cozzarelli and Major demonstrated that indi-
viduals with Impostor Phenomenon (IP) exhibit lower performance expectations
and perceive their abilities to be inferior compared to their actual capabilities [20].

Although the impostor phenomenon has attracted a lot of attention since
Clance and Imes first coined the term [12], and several studies show that it has a
high level of relevance in the workplace, there is still not much research on the role
of the impostor phenomenon on career development, especially examining Gen Z
employees who are currently occupying the most positions in the workforce. Pre-
vious research on the impostor phenomenon and career development, as de-
scribed by Neureiter and Traut-Mattausch, shows that IP can affect various aspects
of career development [18]. Their results indicate that impostor feelings not only
have preconditions but also bring negative consequences in the context of career
development, especially in career planning. Individuals with stronger impostor
feelings tend to have less clear career plans and limited strategies for their career
development. The research conducted by Neureiter and Traut-Mattausch only fo-
cused on Gen Y employees [18]. So this study wants to examine the role of the im-
postor phenomenon on career development for Gen Z employees so that it can see
the role of the impostor phenomenon on Career Development in Gen Z in
Jabodetabek. Based on the background outlined above, the problem formulation
to be further discussed is: Is there a role of the Impostor Phenomenon in career
development among Gen Z employees in Jabodetabek?. The aim of this study is to
examine the role of the Impostor Phenomenon in career development among Gen
Z employees in Jabodetabek.
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2 Methods

2.1  Sample

The characteristics of participants in this study consisted of Gen Z employees who work
in Jabodetabek with an age of 20 - 27 years, have a minimum work experience of 1
year, and a minimum of high school / vocational school education. This study uses
purposive sampling technique, which is a sampling technique used by researchers
where researchers have certain considerations in sampling or determining samples for
specific purposes and criteria.

In this study, 247 participants were obtained based on the characteristics of partici-
pants who had been determined before distributing the questionnaire. Participants with
male gender were 105 people (42.5%) and female as many as 142 people (57.5%), par-
ticipants with the highest age were 27 years old as many as 57 people (34.8%) and the
least age was 20 years old as many as 10 people (4%), participants with the latest edu-
cation with the highest number of participants bachelor degree as many as 144 people
(58.3%), SMA / SMK as many as 97 people (39.3%) and master degree as many as 6
people (2.4%), based on work location from Jakarta, Bogor, Depok, Tangerang, and
Bekasi, participants with the highest number from Jakarta were 120 people (48.6%),
based on work experience, participants with work experience of 1 - 3 years were 160
people (64.8%), 4 - 6 years 84 people (34%) and 7 - 9 years 3 people (1.2%), based on
position level, participants with positions as staff were 213 people (86.6%), supervisors
25 people (10.1) and managers 9 people (3.6%) and based on marital status, married as
many as 56 people (22.7%) and not married 191 people (77.3%).

2.2 Measurements

The measuring instrument used for the Impostor Phenomenon variable is the Clance
Impostor Phenomenon Scale (CIPS) developed by Clance (1985) with 20 question
items that have been adapted to the Indonesian language by Zamralita (2024). This
measuring instrument is unidimensional. All items on this scale use a 5-point Likert
scale points from 1 = Very Untrue, 2 = Rarely, 3 = Sometimes, 4 = Often, and 5 = Very
True. In this study, before testing the reliability again, an item discrimination test was
carried out which aims to see the effect between the item score and the total research
score. The discrimination power test on the Impostor Phenomenon variable was carried
out using the corrected item-total correlation. Items on the psychological scale reaching
> 0.30 have good aitem discrimination power. However, if the number of items does
not reach the desired number, it can be reduced to > 0.20. Based on 20 items on the
Impostor Phenomenon scale, there are 17 items that have good discrimination power
and 3 items that are declared canceled because they have poor discrimination power.
The Impostor Phenomenon measuring instrument has an Alpha Cronbach reliability of
0.916> 0.60 this is reliable or can be used.

The measuring instrument used for the Career Development variable is the Career
Development Questionnaire (CDQ) developed by Shashi Kant Singh (2023) and then
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translated by the author (2024) into Indonesian. This measuring instrument consists of
34 questions. This measuring instrument has 3 dimensions, namely Self Concept which
consists of 14 questions, Self Fulfillment with 10 questions and Ability to Cope with
Development Constraints with 10 questions. In this study, initial testing was carried out
using item discrimination power testing which aims to see the effect between item
scores and the total research score. The discrimination power test on career develop-
ment variables uses corrected item-total correlation. Based on 34 items on the career
development variable, there are 28 good items and there are 10 items that are canceled
because they do not meet the discrimination test power. The Career Development Ques-
tionnaire (CDQ) has an Alpha Cronbach reliability of 0.970 with the Self Concept di-
mension having an Alpha Cronbach of 0.965, the Self Fulfillment dimension has an
Alpha Cronbach of 0.957 and the last dimension, namely Ability to Cope with Devel-
opment Constraints has an Alpha Cronbach of 0.842. Ghozali explains that a research
instrument is said to be reliable if the Cronbach's Alpha value is > 0.60 so that the
Career Development Questionnaire (CDQ) measuring instrument with three dimen-
sions, namely Self Concept, Self Fulfillment, and Ability to Cope with Development
Constraints is reliable or consistent as a tool in data collection in a study.

2.3  Data Collection and Analysis

Data collection was conducted by distributing a Google Form consisting of informed
consent, personal identity, and CIPS and CDQ items. Participation was voluntary and
could be terminated at any time without giving a reason. The Google Form was distrib-
uted online through social media, such as WhatsApp, Instagram, and LinkedIn. After
data collection was completed, the researcher conducted data testing using IBM SPSS
Statistic 30. Validity and reliability tests were conducted to ensure that each item was
valid and reliable. The normality test using the Kolmogorov-Smirnov method showed
that the data was normally distributed, so the hypotheses were tested using parametric
test methods.

3 Results and Discussion
3.1 Results

The normality test was conducted using the one-sample Kolmogorov-Smirnov method,
with p = 0.200, which is greater than p > 0.05, indicating that the data is normally
distributed. Therefore, the normality assumption for conducting the simple linear re-
gression test is met. The next step was to test for linearity, and the linearity test results
showed p = 0.001, which is less than p < 0.05, that there is a significant linear relation-
ship between the impostor phenomenon variable and the career development variable.
Furthermore, the heteroscedasticity test using the Scatterplot method shows that it does
not contain heteroscedasticity and the regression model is feasible to use.

Hypothesis testing using simple linear regression test, to find out how the role of the
impostor phenomenon on career development on Gen Z employees in Jabodetabek.
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Table 1. Regression Test on Impostor Phenomenon on career development

Variables N Beta R Square t F Sig (p Interpre-
Value (B) value) tation
Impostor Phenome- 247 -1.089 0.322 - 11 0.001 Negative
non & Career Devel- 10.788 6.375
opment

Table 1 shows the results of the regression test on the Impostor Phenomenon's effect
on career development. The results show a significant value of p = 0.001, which is less
than p <0.05, indicating that the value is significant. Therefore, H1 is accepted, mean-
ing that the Impostor Phenomenon plays a role in career development among Gen Z
employees in Jabodetabek. The R Square test aims to see how strong and in which
direction the role between the two variables (independent and dependent). Based on the
R Square column, it shows a role of 0.322, which means that there is a role between
career development can be explained by the impostor phenomenon by 32.2% while the
remaining 67.8% is explained by other factors outside the research variables and shows
that there is a good relationship between impostors and career development, although
the relationship is not entirely strong. Furthermore, the ANOVA test results show that
the high F value of 116.375 which means that the model used is good for explaining
data variations and the significance value of 0.001 which shows that the impostor phe-
nomenon significantly affects career development in Gen Z employees, and this rela-
tionship is not just a coincidence. The calculated t value shows that the value is greater
than the t table (1.970) which indicates a significant influence of the impostor phenom-
enon on career development. The unstandardized coefficient (beta value) is -1.089
which indicates that the impostor phenomenon plays a negative role on career develop-
ment, where an increase in the impostor phenomenon results in a decrease in career
development, and vice versa.

3.2 Discussion

Based on the results of the main data analysis, it was found that the impostor phenom-
enon has a negative role on career development. This is in line with the results of Neu-
reiter & Traut-Mattausch's research [18] which explains that the impostor phenomenon
has a significant relationship with aspects of career development aspects such as career
planning and motivation to lead. The higher the impostor phenomenon that occurs in
participants, the lower the career planning and motivation to lead. Impostor phenome-
non arises from low self-esteem and fear of failure or success, individuals experiencing
this phenomenon will find it difficult to see the next step in their career. This is evident
from their unclear career strategy. In the study, it was also explained that the impostor
phenomenon is a major barrier to successful career development and planning. Many
high potential employees may get lost during the career development process because
they do not recognize their own potential and are mostly convinced that they are only
pretending to be competent.
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In addition, research conducted also by Neureiter & Traut-Mattausch with the title
"Inspecting the dangers of feeling like a fake: An empirical investigation of the impos-
tor phenomenon in the world of work" shows that this impostor feeling also weakens
career adaptability in employees which has an impact on employee promotions [21]. In
general, supervisors will offer promotions to impostor employees who they consider to
have the ability, not the employees themselves who take the initiative. However, low
adaptability makes impostor employees tend to block themselves and not accept the
promotion offer for fear of being discovered as impostors. IP has been identified as an
internal barrier in the context of career development as more impostor feelings prevent
employees from striving for higher career levels within their organization [21].

This is supported by research conducted by Muradoglu et al. that the impostor phe-
nomenon causes a feeling of unworthiness of one's own achievements and abilities
which tends to result in low self-confidence which results in a significant decrease in
the sense of belonging to their field of work [22]. In addition, Gorsi's research revealed
that individuals who experience IP often have low motivation, which results in a lack
of career planning and professional ambition [23]. The inability to internalize their suc-
cess can cause them to doubt their ability to take on new challenges, resulting in indi-
viduals reducing their desire to pursue better career opportunities [24].

4 Conclusion

This study aims to determine the role of impostor phenomenon on career development
on Gen Z employees in Jabodetabek. The results of the main data analysis through hy-
pothesis testing using simple regression tests show that the hypothesis can be accepted,
namely that there is a negative role of impostor phenomenon on career development in
Gen Z employees in Jabodetabek. This means that the higher the impostor phenomenon
experienced by Gen Z employees, the lower the career development.

With this research, researchers hope that this research can be used as a reference
source for research with similar topics in the future. The results of the study have con-
tributed in answering the role of impostor phenomenon on career development in Gen
Z employees in Jabodetabek. Therefore, the researcher hopes that future research can
explore more deeply the role of the impostor phenomenon on career development by
involving participants from various generations, such as Gen Y or Gen X. Future re-
search is also expected to be more focused on certain fields, such as education, social,
or industry. In addition, future research can examine the relationship between impostor
phenomenon and other psychological factors such as job stress, self-efficacy, self-es-
teem, etc. that can affect the success of career development.

Researchers can provide some practical suggestions that can be used in companies
and Gen Z employees in reducing impostor levels and increasing career development.
Suggestions for Companies, can conduct intensive development, mentoring and men-
torship for Gen Z employees. Development, mentoring and mentorship provided can
help employees overcome feelings of lack of confidence and fear of failure and help
them achieve their desired careers.



320

T. A. De Vercelli et al.

Acknowledgments. The authors would like to express their deepest appreciation to all those who
contributed to this research. We extend our gratitude to the editors and reviewers for their valu-
able feedback in refining this article. Our sincere thanks also go to the participants, especially
Gen Z employees, who willingly shared their experiences and perspectives, enabling this study
to be conducted successfully. We also deeply appreciate the support of our academic colleagues,
as well as our family and friends, who provided encouragement throughout the research process.

Disclosure of Interests. The authors have no competing interests to declare that are relevant to
the content of this article.

References

1. Branka, “Generation Z statistics - 2023,” Truelist.co, Feb. 18, 2023. [Online]. Available:
https://truelist.co/blog/generation-z-statistics

2. S. Bambang, E. Masrunik, and M. Rizal, Work Motivation and Gen Z: Theory and Applica-
tion. Zaida Digital Publishing, 2020.

3. P. K. Putri, “Gen Z in the World of Work: Personality and Motivation Determine Work
Productivity,” Academics: Journal of Economics & Business Students, vol. 4, no. 1, pp. 30—
38,2024,

4. Y. S. Putra, “Theoretical Review,” Among Makarti, 2016.

5. Hanifah and P. Wardono, “Identification of Factors Shaping Gen Z Job Secker Behavior in
Indonesia,” Journal of Management and Business Applications, vol. 6, no. 3, pp. 628—642,
2020. doi: 10.17358/jabm.6.3.628

6. D. Stillman and J. Stillman, Gen Z: Understanding the Characters of the New Generation that
Will Change the World of Work. Jakarta: PT Gramedia Pustaka Utama, 2018.

7. Hanifah and P. Wardono, “Identification of Factors Shaping Gen Z Job Seeker Behavior in
Indonesia,” Journal of Management and Business Applications, vol. 6, no. 3, pp. 628—642,
2020. doi: 10.17358/jabm.6.3.628

8. Marwansyah, Human Resource Management, 2nd ed. Bandung: CV Alfabeta, 2016.

9. M. Busro, Theories of Human Resource Management. Jakarta: Prenadamedia Group, 2018.

10. P. S. Katidjan, S. Pawirosumarto, and A. Isnaryadi, “The effect of compensation, career de-
velopment and communication on employee performance,” MIX: Scientific Journal of Man-
agement, vol. 7, no. 3, pp. 224-241, 2017.

11. D.Dwidienawati and D. Gandasari, “Understanding Indonesia’s Generation Z,” International
Journal of Engineering & Technology, pp. 250-252, 2018.

12. P.R. Clance and S. A. Imes, “The imposter phenomenon in high achieving women: Dynam-
ics and therapeutic intervention,” Psychotherapy: Theory, Research & Practice, vol. 15, pp.
241, 1978. doi: 10.1037/h0086006

13. J. Urwin, “Imposter phenomenon and experience levels in social work: An initial investiga-
tion,” British Journal of Social Work, vol. 48, no. 5, pp. 1432—-1446, 2018.

14. M. R. Leary, K. M. Patton, A. E. Orlando, and W. Wagoner Funk, “The impostor phenome-
non: Self-perceptions, reflected appraisals, and interpersonal strategies,” Journal of Person-
ality, vol. 68, pp. 725-756, 2000. doi: 10.1111/1467-6494.00114

15. D. Gutierrez, “The Impact of Impostor Phenomenon in the Workplace: A Multi-Generational
Perspective,” Concordia University Chicago, 2022.

16. P. R. Clance, The Impostor Phenomenon: When Success Makes You Feel Like a Fake. At-

lanta: Peachtree Publishers, 1985.



17.

18.

19.

20.

21.

22.

23.

24.

The Role of Impostor Phenomenon on Career Development in Gen Z ... 321

P. R. Clance, The Impostor Phenomenon: Overcoming the Fear That Haunts Your Success.
Atlanta: Peachtree Publishers, 1985.

M. Neureiter and E. Traut-Mattausch, “An inner barrier to career development: Preconditions
of the impostor phenomenon and consequences for career development,” Frontiers in Psy-
chology, vol. 7, p. 48, 2016.

T. McGarry, M. Stevens, and J. Eme-Power, “The clandestine cost of feeling like a fake:
Imposter phenomenon and workplace presenteeism,” in Academy of Management Annual
Meeting Proceedings, vol. 1, 2022.

C. Cozzarelli and B. Major, “Exploring the validity of the impostor phenomenon,” Journal
of Social and Clinical Psychology, vol. 9, no. 4, pp. 401-417, 1990. doi:
10.1521/js¢p.1990.9.4.401

M. Neureiter and E. Traut-Mattausch, “Inspecting the dangers of feeling like a fake: An em-
pirical investigation of the impostor phenomenon in the world of work,” Frontiers in Psy-
chology, vol. 7, p. 1445, 2016.

M. Muradoglu, Z. Horne, M. D. Hammond, S. J. Leslie, and A. Cimpian, “Women—partic-
ularly underrepresented minority women—and early-career academics feel like impostors in
fields that value brilliance,” Journal of Educational Psychology, vol. 114, no. 5, pp. 1086—
1100, 2022. doi: 10.1037/edu0000669

H. Gorsi, S. A. Ali, and S. Tariq, “A Conceptual Model of Impostor Phenomenon and Job
Performance: Role of Vicarious Learning, Impression Management, and Self-Reflection,”
Journal of Professional & Applied Psychology, vol. 4, no. 3, pp. 460-477, 2023.

S. Hudson and H. V. Gonzalez-Goémez, “Can impostors thrive at work? The impostor phe-
nomenon’s role in work and career outcomes,” Journal of Vocational Behavior, 2021.

Open Access This chapter is licensed under the terms of the Creative Commons Attribution-
NonCommercial 4.0 International License (http://creativecommons.org/licenses/by-nc/4.0/),
which permits any noncommercial use, sharing, adaptation, distribution and reproduction in any
medium or format, as long as you give appropriate credit to the original author(s) and the
source, provide a link to the Creative Commons license and indicate if changes were made.

The images or other third party material in this chapter are included in the chapter's

Creative Commons license, unless indicated otherwise in a credit line to the material. If material
is not included in the chapter's Creative Commons license and your intended use is not
permitted by statutory regulation or exceeds the permitted use, you will need to obtain
permission directly from the copyright holder.


http://creativecommons.org/licenses/by-nc/4.0/

	The Role of Impostor Phenomenon on Career Development in Gen Z Employees



