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Abstract

This systematic literature review examines the imposter phenomenon among wom-
en employees through a feminist organizational perspective, reconceptualizing im-
postorism not as an individual confidence deficit but as an internalized manifestation
of gendered organizational inequality. The imposter phenomenon, first introduced
by Clance and Imes (1978), describes the internalized belief that one’s achieve-
ments result from external factors such as luck rather than competence, leading to
persistent self-doubt and distorted self-perception (Rampersad et al., 2025). While
the evidence included in this review indicates that women more frequently report
impostor feelings than men prior reviews have largely treated this difference as a
psychological tendency, with limited attention to its structural, organizational, and
cultural determinants (e.g., Bravata et al., 2020; Liu et al., 2022; Parkman, 2016).
The review was conducted in accordance with PRISMA 2020 guidelines. Data were
collected from the Web of Science and Scopus databases using the keywords “im-
poster phenomenon,” “impostor syndrome,” and their variants. Inclusion criteria
were: research articles in English indexed in SSCI, SCI-Expanded, or ESCI; ad-
dressing Sustainable Development Goal 5 (Gender Equality); and available as open
access. Studies involving only student samples, non-English or non—open-access
papers, and unrelated reviews were excluded. A total of 26 articles met the crite-
ria. Quality appraisal was conducted using criteria adapted from the JBI Checklist
and the Newcastle—Ottawa Scale. Following thematic synthesis, four overarching
themes were identified: (1) Antecedents individual, organizational, and sociocultural
factors (e.g., perfectionism, bias, non-inclusive leadership) underlying impostorism;
(2) Consequences psychological and career-related outcomes such as burnout, anxi-
ety, and restricted advancement; (3) Coping Strategies and Interventions mentoring,
peer support, and gender-sensitive leadership practices as protective mechanisms;
and (4) Intersectional and Cultural Contexts the influence of cultural norms and
intersecting identities on women’s impostor experiences. The primary contribution
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of this review is threefold, it reconceptualizes impostorism as an institutionally
produced experience shaped by gendered organizational structures rather than indi-
vidual vulnerability; it maps the phenomenon’s antecedents, consequences, coping
mechanisms, and intersectional dimensions within a unified thematic framework;
and it identifies systematic gaps in the reviewed studies including the near-exclusive
concentration on healthcare settings, the underexamination of structural anteced-
ents, and the dominance of Western, individualistic research contexts that constrain
the field’s generalizability and theoretical ambition. Future research should expand
to diverse professional and geographical contexts using longitudinal, intersectional,
and mixed-method designs.

Keywords Imposter phenomenon - Gender equality - Systematic literature
review - Women employees - Feminist organizational theory

Introduction

Although the imposter phenomenon is defined as an individual’s inability to inter-
nalize their own achievements and a persistent state of self-doubt regarding their
competence (Clance & Imes, 1978), the fact that this experience emerges more fre-
quently and persistently among women indicates that the phenomenon cannot be
addressed solely within the boundaries of individual psychology. Gender inequality
produces organizational and cultural contexts in which women’s professional com-
petencies are systematically questioned, their invisible labor is devalued, and their
achievements are coded as exceptional or temporary. Within these contexts, women
become more inclined to attribute their success to external factors rather than per-
sonal competence and to act under a constant fear of being exposed as inadequate
(Clance & Imes, 1978; Clance et al., 1995). Moreover, its association with gender-
based stigma consciousness (Cokley et al., 2018) and racial discrimination (Bernard
etal., 2017; Peteet et al., 2015) indicates that the imposter phenomenon is not merely
an individual psychological experience but rather a reflection of broader social and
structural inequalities and should be examined within this framework. While exist-
ing research demonstrates that women experience the imposter phenomenon more
frequently and more intensely than men, this difference is linked to gender norms,
cultural expectations, and organizational power asymmetries. However, much of the
literature continues to explain this experience through low self-efficacy, perfection-
ism, or individual cognitive tendencies (Hutchins & Rainbolt, 2018; Rohrmann et
al., 2016; Villwock et al., 2016), and does not sufficiently discuss why the imposter
phenomenon becomes a more persistent and structural problem particularly among
women. This situation necessitates reconsidering the imposter phenomenon as a con-
sequence of gender inequality.

Building on this premise, the present study aims to systematically examine how
the imposter phenomenon manifests among women employees, how it is produced
and sustained through gender roles, structural inequalities, and cultural expectations,
and to reveal its thematic, methodological, and structural dimensions from a feminist
organizational perspective.
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The rationale for this review is grounded in converging gaps identified across the
reviewed studies. Despite growing scholarly interest, research that examines how
structural gender inequalities produce and sustain imposter feelings in professional
contexts remains limited (Clance & Imes, 1978; Kolligian & Sternberg, 1991).
Traditional gender expectations systematically hinder women’s internalization of
achievement, yet the evidence included in this review documents this pattern without
interrogating its organizational and institutional sources. Evidence-based organiza-
tional interventions remain scarce (Parkman, 2016), and the phenomenon’s structural
determinants including sectoral culture, power distance, and intersecting identities
have been largely overlooked (Bravata et al., 2020). A systematic review method-
ology enables comparative synthesis of these dimensions and positions the gender
equality perspective not as a supplementary lens but as the analytical core of the
inquiry (Moher et al., 2009).

While prior reviews have documented the prevalence and psychological correlates
of impostorism (Bravata et al., 2020; Hutchins & Rainbolt, 2018), they have largely
treated the phenomenon as an individual psychological tendency, stopping short of
a structural, gender-theorized analysis of its organizational antecedents, sectoral dis-
tribution, and cultural embeddedness. The present review departs from this tradition
by foregrounding organizational and institutional mechanisms rather than individual
vulnerability.

The primary contribution of this review is therefore threefold: it reconceptualizes
impostorism not as a personal confidence deficit but as an internalized manifesta-
tion of gendered organizational inequality, it maps the phenomenon’s antecedents,
consequences, coping mechanisms, and intersectional dimensions within a unified
thematic framework (Fig. 2), and it identifies systematic gaps in the existing literature
including the near-exclusive concentration on healthcare settings, the underexamina-
tion of structural antecedents, and the dominance of Western, individualistic research
contexts that constrain the field’s generalizability and theoretical ambition. In line
with this aim, the study seeks to answer the following research questions:

RQ1: Through which thematic dimensions and variables has the imposter phe-
nomenon among women employees in working life been examined?

RQ2: In which sectors are these studies concentrated?

RQ3: Which research methods have been adopted?

RQ4: In which countries have the studies been conducted?

Conceptual Background
The Imposter Phenomenon

The imposter concept was first defined based on the experiences of 150 highly suc-
cessful women from different professional fields who had difficulty attributing their
achievements to their own abilities. Clance and Imes (1978) observed that although
these women appeared confident and professionally successful from the outside, they
internally experienced feelings of inadequacy and tended to attribute their success to
luck or external factors. This phenomenon is conceptualized not as a clinical disorder
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but as a cultural and psychosocial construct; therefore, the term Imposter Phenome-
non is used in this study instead of imposter syndrome (Joseph et al., 2023). Although
it was initially thought to be exclusive to women, subsequent research has shown that
the phenomenon can be experienced by both women and men in different cultural
contexts (Gottlieb et al., 2020). Nevertheless, gender norms related to success, cul-
tural expectations, and organizational structures contribute to the higher prevalence
of the phenomenon among women (Sen & Kiigiikkaragoz, 2022). Individuals expe-
riencing the imposter phenomenon tend to downplay their own competence despite
objective evidence, dismiss praise, attribute success to chance, and live with a per-
sistent fear that their “true self” will one day be exposed (Lane, 2015; Rampersad et
al., 2025). However, a key issue that is frequently overlooked in the literature is the
tendency to evaluate the imposter phenomenon as a result of individual cognitive ten-
dencies. Feminist theoretical approaches argue that such individual-centered studies
render invisible the institutionalized gender inequalities embedded in organizational
structures that shape women’s experiences. In this context, gender does not function
as a difference variable, but rather as a structural power asymmetry that determines
how competence is defined in organizations, who is considered legitimate, and who
is able to internalize success (Acker, 1990; Ridgeway, 2011).

Over time, the imposter phenomenon has been examined in various contexts. Early
research addressed the phenomenon from a psychodynamic perspective, while later
studies approached it from different perspectives within fields such as organizational
psychology, education, and gender studies. Clance (1985) defined the phenomenon
as a cognitive—emotional pattern consisting of components such as the “imposter
cycle,” “perfectionism,” “fear of failure,” “denial of competence”, “need to be spe-
cial,” and “fear of success.” These elements lead individuals not only to deny their
own competence but also to engage in excessive performance in order to conceal
feelings of inadequacy. Family background and social messages have also been iden-
tified as influential in the development of the phenomenon (Clance et al., 1995).
However, from a feminist perspective, women employees’ tendency toward over-
performance emerges not as an individual compensation mechanism but as a con-
sequence of the necessity to conform to androcentric organizational norms. Within
standards of success, leadership, and professionalism defined by masculine codes,
women are compelled to constantly prove their competence, which unfortunately
renders the imposter phenomenon not an exceptional but a systematic experience
(Acker, 2006; Kanter, 1977).

It is widely acknowledged that both internal and external factors play a role in the
origins of the imposter phenomenon (Gadsby & Hohwy, 2023; Lane, 2015). Internal
factors include low self-efficacy, perfectionism, high self-criticism, and fear that suc-
cess cannot be sustained (El-Ashry, 2024). These characteristics prevent individuals
from consistently internalizing their achievements and lead them to focus on their
mistakes rather than their successes. The trait-based approach suggests that such inter-
nal tendencies are rooted in personality structures (Clance & Imes, 1978; Langford
& Clance, 1993). In contrast, structural and contextual approaches demonstrate that
self-doubt does not emerge spontancously from the individual’s inner world but is
produced by gender norms. In organizational contexts where women are encouraged
to be modest, flawless, and compliant, and where making mistakes threatens their
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legitimacy, self-doubt becomes a rational adaptation response for women employees.
From this perspective, gender norms function as one of the primary mechanisms
producing self-doubt (Kay & Shipman, 2014; Ridgeway, 2011). External factors, on
the other hand, stem from social, cultural, and organizational contexts. Competitive
environments, continuous evaluation processes, high performance expectations, and
gender-based roles intensify the phenomenon (El-Ashry et al., 2024). The contextual
approach argues that these tendencies may vary depending on situational contexts
(Ross & Nisbett, 2011). When these two approaches are considered together, the
imposter phenomenon emerges as a multilayered structure nourished by both indi-
vidual cognitive tendencies and external social structures. However, when the gen-
dered dimension of this multilayered structure is not sufficiently taken into account,
the imposter phenomenon is incorrectly framed as an individual doubt.

The “Imposter Phenomenon” in the Context of Gender

Gender refers to the socially constructed set of norms, values, and expectations asso-
ciated with femininity and masculinity. This social structure directly shapes indi-
viduals’ participation in social life, access to opportunities, and career development
prospects. Among the United Nations Sustainable Development Goals (SDGs),
“Gender Equality” (Goal 5) aims to empower women and girls, ensure equal partici-
pation in decision-making processes, and expand access to economic opportunities.
Progress toward gender equality not only supports women’s empowerment but also
accelerates economic and social development (Filho et al., 2023).

This study addresses the imposter phenomenon not as an individual cognitive
distortion or a psychological condition, but as an experience produced by gender
inequality at the organizational level; therefore, its analytical framework is built
upon Acker’s gendered organizations approach. According to Acker (1990, 2006),
organizations are not gender-neutral or impartial structures. On the contrary, through
job definitions, competency criteria, career opportunities, evaluation systems, and
everyday interaction practices, they are structured around norms of masculinity. This
structure positions the ideal worker as a male subject who is continuously available
and free from emotional burdens. In this context, the imposter phenomenon emerges
as a consequence of women and other marginalized groups being persistently posi-
tioned as “misaligned,” “incomplete,” or “temporary” subjects within these norma-
tive organizational structures. Feminist theories conceptualize gender not merely as
an identity category but as a system of power relations embedded within organiza-
tional and institutional arrangements (Acker, 1990, 2006). The literature consistently
demonstrates that the imposter phenomenon is more prevalent among women than
men (Bravata et al., 2020; Clance & Imes, 1978; Liu et al., 2022; Parkman, 2016;
Villwock et al., 2016). This difference is explained not by biological factors, but by
social, cultural, and organizational dynamics rooted in gendered organizational struc-
tures. Gender norms shape women’s perceptions of self-efficacy and their ways of
internalizing success (Koenig, 2018). While women are often encouraged to be mod-
est and compliant, men are supported in displaying confidence and claiming own-
ership of their achievements (Ridgeway, 2011). These distinct social patterns lead
women to attribute success to luck or contextual advantages rather than individual
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competence, making gender norms a structural mechanism that produces self-doubt
(Kay & Shipman, 2014).

Building on Acker’s framework, three complementary theoretical perspectives are
incorporated to explain the organizational mechanisms through which the impos-
ter phenomenon is produced and sustained among women. First, Kanter’s (1977)
tokenism approach provides an important framework for explaining why women
experience more intense imposter vulnerability in organizational contexts where they
are underrepresented. Kanter attributed many of the negative work experiences of
women in male-dominated workplaces to their token status, whereby women face
structural pressures such as heightened visibility, excessive performance scrutiny,
and the generalization of errors, and are compelled to continuously prove their com-
petence. These conditions intensify self-doubt and contribute to the persistence of the
imposter phenomenon (Kanter, 1977). Second, Butler’s (1990) conceptualization of
the performative nature of gender illuminates how organizational norms generate a
continuous competence performance burden for women. Butler argues that gender is
not a fixed identity but a process continuously produced through repeated discursive
and bodily practices. Because competence, leadership, and authority have historically
been associated with masculine norms, women are burdened not only with doing
the job but also with continuously performing competence in a visible manner. This
generates an intense self-monitoring mechanism that makes it difficult to internalize
success, producing the imposter phenomenon as a structural state of insecurity rather
than individual self-doubt (Butler, 1990; Clance & Imes, 1978). Women in leadership
positions further face double-bind situations contradictory expectations to be both
authoritative and compliant which compound this self-monitoring dynamic (Cata-
lyst, 2007). Third, Crenshaw’s (1989) intersectionality framework extends Acker’s
analysis by demonstrating that when the gendered structure of organizations inter-
sects with race, ethnicity, class, and other axes of inequality, imposter vulnerability
not only intensifies but also takes qualitatively different forms. Crenshaw argues that
experiences of inequality cannot be analyzed through singular identity categories, as
these intersect to produce specific forms of oppression.

Together, these four theoretical perspectives Acker’s gendered organizations as
the primary analytical framework, complemented by Kanter’s tokenism, Butler’s
gender performativity, and Crenshaw’s intersectionality provide a multi-layered
understanding of the imposter phenomenon as an institutionally produced experi-
ence. This theoretical architecture enables the analysis of the phenomenon at the level
of organizational structure (Acker), the mechanisms of underrepresentation and vis-
ibility (Kanter), the performative demands of gendered competence (Butler), and the
differentiated experiences shaped by intersecting inequalities (Crenshaw).

Methodology
Method and Procedure

This study was conducted using the systematic literature review method. A sys-
tematic literature review is a structured approach that aims to evaluate the exist-
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ing body of knowledge on a specific research topic in a comprehensive, transparent,
and reproducible manner (Kitchenham et al., 2007). The review process was carried
out in accordance with the PRISMA 2020 (Preferred Reporting Items for System-
atic Reviews and Meta-Analyses) protocol, an internationally recognized standard
that ensures transparent reporting of all stages of the research process in systematic
reviews (Moher et al., 2009).

Search Strategy

The literature search was conducted in the Web of Science and Scopus databases
between May and July 2025. The following search string was applied across both
databases: (“imposter” OR “impostor” OR “imposter phenomenon” OR “impostor
phenomenon” OR “imposter syndrome” OR “impostor syndrome”) AND (“women
employees”).

To ensure interdisciplinary coverage and avoid disciplinary bias, the search was
not restricted to a single subject category. Multiple subject areas including Busi-
ness, Social Sciences, and Psychology were included. In Web of Science, the SDG 5
(Gender Equality) filter was applied through the platform’s integrated SDG classifi-
cation system, which assigns SDG labels to indexed publications based on algorith-
mic content analysis. Additional filters applied in both databases included: document
type (research articles only), language (English), and access type (open access). The
open-access restriction was adopted to ensure the reproducibility and full auditability
of the review corpus across different institutional contexts, in line with transparency
principles in systematic review methodology.

Screening and Selection Process

The search and selection process was carried out in three stages identification, screen-
ing, and inclusion as illustrated in the PRISMA 2020 flow diagram (Fig. 1). All stages
of the screening process, including title and abstract screening and full-text eligibility
assessment, were conducted by a single reviewer. Although the absence of double-
coding represents a methodological limitation, consistency was ensured through the
systematic application of predefined inclusion and exclusion criteria throughout all
screening stages. This limitation is acknowledged in the limitations section of the
study

Full-text eligibility was determined on the basis of the following criterion: studies
were included only if they specifically addressed women employees in working life.
Studies conducted solely on student populations were excluded, as they do not reflect
the organizational and professional dynamics that constitute the analytical focus of
this review.

Duplicate records were identified and removed using Zotero reference manage-
ment software prior to screening.

Studies were included if their sample consisted of individuals actively engaged
in working life in a professional, occupational, or supervised professional-practice
capacity. Studies conducted exclusively on undergraduate or graduate student popu-
lations without any occupational role were excluded. Individuals in supervised pro-
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[ Identification of studies via databases and registers ]

Records excluded;

WOS;

Excluded from Research Articles/ WOS
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Scopus (n =225) ———» | Excluded from Research Articles

Web of Science (n = 76) (n=65)

Excluded from Open Access

(n=81)
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Total (n=100)

Records removed before screening:
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Records marked as ineligible by Zotero tools
(n=13)

Identification

)

87

Records screened Records excluded

Studies that did not address working life (e.g., studies
conducted solely on students were excluded)

(Number of studies not included= 61)

Screening

v

26
Reports sought for retrieval

l

26
Studies included in review

[ Included ]

Fig. 1 PRISMA procedure

fessional roles such as resident physicians, postdoctoral researchers, and professional
trainees actively practicing within organizational settings were considered part of the
working population for the purposes of this review.

Quality Assessment

The methodological quality of the included studies was assessed following the
completion of the study selection process and prior to data synthesis. Given that
the reviewed literature comprises studies employing both survey-based quantitative
designs and interview-based qualitative approaches, a dual-instrument framework
was adopted. Criteria adapted from the Joanna Briggs Institute (JBI) Checklist for
Analytical Cross-Sectional Studies were applied to evaluate sample representative-
ness and measurement validity, as these dimensions are particularly relevant for the
cross-sectional survey designs that constitute the majority of the sample. The New-
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castle-Ottawa Scale was used to assess the clarity of control variables and meth-
odological reporting transparency, providing a structured framework for evaluating
comparability across studies with varying designs. The two instruments were applied
in a complementary rather than redundant manner: the JBI criteria addressed inter-
nal measurement quality, while the Newcastle—Ottawa Scale addressed reporting and
comparability standards.

Each study was evaluated across four criteria: (1) sample representativeness, (2)
validity and reliability of measurement instruments, (3) clarity and adequacy of con-
trol variables, and (4) transparency of methodological reporting. For each criterion,
studies were rated as strong, moderate, limited, or comprehensive based on standard-
ized descriptors applied consistently across all included studies. A study was classi-
fied as low methodological risk when it received strong or moderate ratings across
all four criteria with no critical limitations identified; moderate risk when limita-
tions were present in one or two criteria, particularly in control variable specifica-
tion or sample scope; and high risk when multiple criteria were rated as limited or
when measurement validity was substantially compromised. Quality appraisal was
conducted by a single reviewer using this standardized framework; the absence of
double-coding is acknowledged as a limitation.

Of the 26 included studies, 16 were classified as low methodological risk and 10 as
moderate methodological risk. No studies were classified as high risk, indicating an
overall acceptable level of methodological quality across the reviewed literature. The
moderate-risk studies shared a common profile: most were characterized by limited
control variable specification and moderate sample representativeness, frequently due
to convenience sampling within single-institution or single-specialty contexts. For
instance, Gaetano et al. (2025) and Alrasheed et al. (2024) were classified as moder-
ate risk primarily due to small sample sizes that constrained multivariate modelling,
while Samur et al. (2024) received a moderate rating owing to its simulation-based
indirect measurement approach rather than a validated imposter scale. Qualitative
studies with small purposive samples including Chodoff et al. (2023), Mulholland et
al. (2023), and Kanatova (2023) were similarly classified as moderate risk due to lim-
ited representativeness, though this reflects the inherent scope of qualitative inquiry
rather than methodological inadequacy.

This risk profile directly informed the interpretive approach adopted in the synthe-
sis. Findings from moderate-risk studies were incorporated into the thematic analysis
but interpreted with appropriate caution, particularly where prevalence estimates or
gender difference findings were reported without adequate control for confounding
variables. For example, gender difference findings from studies with limited control
variables such as Zeb et al. (2023) and Hernandez and Lopez (2023) were treated
as indicative rather than definitive, and were triangulated with findings from meth-
odologically stronger studies such as Shanafelt et al. (2022), LaPalme et al. (2022),
and Gisselback et al. (2025) before broader claims were drawn. Similarly, qualitative
findings from studies with moderate representativeness were used to illuminate con-
textual and processual mechanisms rather than to support generalizable conclusions.
A comprehensive summary of the risk assessment for all 26 included studies, includ-
ing criterion-level ratings and risk classifications, is presented in Appendix 2.
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Findings

The findings were analyzed using a descriptive synthesis approach. This approach
facilitates the comprehensive comparison of qualitative and quantitative research
findings, thereby enabling the identification of patterns and trends in systematic lit-
erature reviews (Garcia-Pefialvo, 2021). Accordingly, the studies were compared in
terms of research design, data collection methods, measurement instruments, coun-
try, sample characteristics, and key findings. The results were interpreted based on
the experiences reported by women employees regarding the imposter phenomenon
in working life. In addition to the descriptive synthesis, a thematic analysis was con-
ducted to identify recurring conceptual patterns across the reviewed studies. In line
with the approach proposed by Ozeren (2014), the findings derived from the selected
articles were examined in terms of their focal points, objectives, and the reported
relationships among variables. Studies addressing similar conceptual issues were
clustered under broader analytic categories through an inductive process. The the-
matic analysis was conducted in three interpretive stages:

(1) initial open coding of the key findings and variables reported in each study
(e.g., antecedents, psychological outcomes, coping mechanisms, and contextual
factors);

(2) axial grouping of codes based on conceptual similarity and theoretical coher-
ence; and

(3) synthesis under four overarching themes reflecting the core dimensions of the
literatiire antecedents of the imposter phenomenon, its outcomes for women
employees, coping strategies and interventions, and intersectional/cultural
contexts.

This interpretive process complemented the descriptive synthesis and enabled the
development of a more critical and structured understanding of how existing research
conceptualizes and examines impostorism in working life. A table summarizing the
methodological and contextual characteristics of the 26 included studies is presented
in Appendix 2. The findings of this systematic literature review, derived from a sys-
tematic, comparative, and critical synthesis of the 26 included studies, revealed four
main themes.

Theme 1: Antecedents of the Imposter Phenomenon Among Women Employees

Across the reviewed literature, the antecedents of the imposter phenomenon have
predominantly been classified under individual, organizational, and sociocultural
determinants. The findings consistently demonstrate that women’s imposter expe-
riences arise from the interaction between personal cognitive tendencies (such as
perfectionism and self-doubt), gendered organizational structures, and culturally
reinforced social expectations.

Individual antecedents; Many studies have identified personality-related and psy-
chological factors as primary antecedents (Chakraverty, 2020). For example, Lane
(2015) and Tiirkel et al. (2025) showed that maladaptive perfectionism, excessive
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self-criticism, and high performance expectations intensify imposter feelings among
women working in medical professions. Similarly, El-Ashry et al. (2024) and Batur
et al. (2024) emphasized that low academic self-efficacy is strongly associated with
heightened imposter perceptions. These studies converge on the view that high-
achieving women tend to attribute their success to external causes such as luck or
external support rather than competence, thereby sustaining self-doubt.

At the organizational level; antecedents have been associated with hierarchical
work structures, role ambiguity, and non-inclusive leadership practices. Chodoff et
al. (2023) and Samur et al. (2024) revealed that rigid professional hierarchies and
intensive supervision in medical residency programs increase women’s feelings of
inadequacy and their need for external validation. Similarly, LaDonna et al. (2025),
by empirically supporting the “Uninvited Guest Paradox,” argued that imposter expe-
riences among women physicians are reinforced not by individual cognitive bias but
by institutionalized gender discrimination and harassment. These findings indicate
that structural power asymmetries and exclusionary cultures function as external trig-
gers of impostorism.

At the sociocultural level; Clance and Imes (1978), Ridgeway (2011), and Kana-
tova (2023) emphasized that traditional gender roles and status construction pro-
cesses strengthen women'’s internalization of self-doubt. The concept of “gendered
socialization,” discussed by Deaux (1976) and Hirschfield (1982), has been empiri-
cally confirmed in more recent cross-cultural studies, demonstrating that women
are encouraged to be modest and compliant, which leads them to downplay their
achievements. Sen and Kiiglikkaragoz (2022) and Feigofsky (2022) further noted
that perfectionistic expectations and fear of failure create a persistent identity conflict
for professional women and function as long-term antecedents of imposter feelings.

Taken together, these findings reveal that imposter experiences are structurally
and culturally embedded. They emerge at the intersection of internal perfectionis-
tic tendencies, organizational inequalities, and gendered cultural norms. While indi-
vidual personality characteristics such as low self-efficacy may render women more
susceptible to imposter thoughts, the persistence of the phenomenon is largely sus-
tained by institutional climates and social narratives that devalue women’s profes-
sional legitimacy. This thematic synthesis suggests that future research should move
beyond exclusively psychological explanations and more explicitly focus on causal
mechanisms that integrate organizational and societal antecedents.

Theme 2: Consequences of the Imposter Phenomenon for Women Employees

The reviewed studies consistently demonstrate that the imposter phenomenon pro-
duces a wide range of negative outcomes for women employees, spanning psycho-
logical, professional, and organizational domains.

Across the 26 reviewed articles, the phenomenon was found to be strongly asso-
ciated with burnout, emotional exhaustion, anxiety, depression, reduced job satis-
faction, and avoidance of leadership or advancement opportunities. These outcomes
indicate that impostorism undermines both individual well-being and organizational
performance.
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Psychological consequences; Psychological distress constitutes the most fre-
quently reported category of outcomes. Quantitative studies conducted by Villwock
etal. (2016), Hernandez and Lopez (2023), and Gisselback et al. (2025) demonstrated
that higher impostor scores among women are associated with increased burnout,
emotional exhaustion, and depressive symptoms. Similarly, Liu et al. (2022) identi-
fied impostorism as an independent risk factor for both anxiety and burnout among
resident physicians, while Gaetano et al. (2025) linked it to suicidal ideation among
female orthopedic residents.

These studies converge on the idea that persistent self-doubt and fear of expo-
sure create a cycle of chronic stress and reduced psychological resilience. Qualitative
findings (e.g., Chodoff et al., 2023; Samur et al., 2024) provide detailed accounts
of how constant external evaluation and hierarchical surveillance in medical train-
ing environments intensify internalized feelings of inadequacy and fuel worthless-
ness and self-criticism. Overall, impostorism among women emerges as a threat to
identity stability that sustains negative self-perceptions despite objective competence
(Clance & Imes, 1978; Rampersad et al., 2025).

Professional and career-related consequences; Impostor feelings also generate
profound effects at the career level. Numerous studies (e.g., Bravata et al., 2020; Iwai
et al., 2023; Shanafelt et al., 2022) have shown that women with higher impostor
tendencies are less likely to pursue promotions, leadership roles, or new opportuni-
ties. This pattern aligns with what Parkman (2016) describes as “self-limiting career
behaviors.” Feigofsky (2022) and Hernanz et al. (2020) documented that impostor
feelings diminish professional confidence and hinder decisive career choices, while
Clark et al. (2022) and Clark et al. (2014) found that women exhibiting impostor
symptoms reported lower job satisfaction and compassion satisfaction, alongside
higher compassion fatigue. In addition, Gopal et al. (2023) observed that inadequate
organizational support and mentoring mechanisms exacerbate impostor feelings and
further constrain professional development.

Taken together, these findings indicate that the imposter phenomenon constitutes
a barrier to leadership development, particularly for women working in male-domi-
nated or hierarchical contexts (Joseph et al., 2023; Ridgeway, 2011). The persistent
need to “prove” competence depletes cognitive and emotional resources and often
results in overwork, perfectionistic compensatory behaviors, and impaired work—life
balance.

Organizational-Level Consequences; At the organizational level, impostorism
is associated with lower commitment, reduced productivity, and increased turnover
intentions. Studies conducted in clinical and academic contexts (Clark et al., 2022;
Gisselbaek et al., 2025; Shanafelt et al., 2022) have emphasized that organizations
lacking inclusive leadership or recognition systems inadvertently reinforce impos-
tor tendencies among women. The absence of psychological safety and role mod-
els diminishes feelings of belonging and contributes to higher attrition rates among
women professionals (Mulholland et al., 2023).

These patterns demonstrate that the imposter phenomenon is a systemic outcome
of gendered organizational cultures that frequently devalue women’s contributions.
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Synthesis and Implications; Across psychological, professional, and organiza-
tional levels, the reviewed literature reveals that the imposter phenomenon erodes
women’s self-efficacy and organizational commitment, producing cumulative effects
on well-being and career progression. The findings point to a clear paradox: although
women affected by impostorism often demonstrate high performance, internalized
self-doubt prevents them from perceiving their achievements as legitimate and con-
strains their advancement potential.

Theme 3: Coping Strategies and Interventions

Although the imposter phenomenon has been widely documented as a source of psy-
chological distress and career stagnation, a more limited yet growing segment of the
reviewed literature addresses how women cope with imposter feelings and which
organizational or systemic interventions may be effective. The findings cluster around
three interrelated domains: individual-level coping mechanisms, organizational inter-
ventions, and institutional strategies aimed at addressing gender inequality.

Individual-Level Coping Mechanisms Many studies emphasize that self-aware-
ness, emotion regulation, and peer support play an important role in women’s man-
agement of imposter feelings. For example, Lee et al. (2021) found that reflective
practice and self-compassion reduce anxiety and self-doubt by reframing perfection-
istic tendencies as opportunities for professional development. Similarly, Mulhol-
land et al. (2023) reported that informal peer networks and communities of practice
provide safe spaces for women academics to share experiences and reconstruct pro-
fessional identities. Lane (2015) and Parkman (2016) documented that mentoring,
constructive feedback, and recognition of achievements enhance women’s resilience
and help break cycles of overwork and self-criticism. In addition, Badawy and Sha-
ban (2025) and Tiirkel et al. (2025) demonstrated that self-reflection and cognitive
reframing recognizing competence through internal rather than external validation
significantly reduce the intensity of imposter feelings.

Taken together, these findings indicate that fostering self-compassion, self-effi-
cacy, and reciprocal support networks constitutes effective individual coping strate-
gies. However, most studies caution that these strategies have limited sustainability
unless they are supported by broader organizational changes.

Organizational-Level Interventions At the organizational level, interventions that
promote psychological safety, inclusive leadership, and a mentoring culture play a
central role in reducing imposter experiences among women. For instance, Gopal
et al. (2023) found that supportive supervisory relationships and constructive feed-
back loops reduce imposter perceptions among women working in clinical settings.
LaDonna et al. (2025) emphasized that organizations that frame impostorism not
as an individual weakness but as a consequence of structural barriers and gender
bias create safe environments in which women can express vulnerability and seek
guidance. Consistent with these findings, Clark et al. (2022) and Gisselbaek et al.
(2025) noted that workplaces characterized by empathy, recognition, and balanced
workloads are associated with lower imposter tendencies. Similarly, Parkman (2016)

@ Springer



57 Page 14 of 46 Gender Issues (2026) 43:57

and Para et al. (2024) proposed holistic frameworks that integrate mentoring, role
modeling, and recognition systems.

These findings demonstrate that organizational culture plays a decisive role in
either reinforcing or alleviating imposter experiences. When institutions adopt trans-
parent evaluation systems, provide access to women mentors, and recognize diverse
definitions of competence, women’s professional confidence and sense of belonging
increase significantly.

Institutional and Policy-Level Strategies Beyond organizational initiatives, some
studies within the reviewed sample link the reduction of impostorism to broader
gender equality frameworks and institutional policy reforms. Filho et al. (2023) and
Lorello and Schrewe (2024) emphasized that aligning institutional practices with
Sustainable Development Goal 5 (Gender Equality) strengthens the structural inte-
gration of equality principles into promotion and leadership systems.

The implementation of gender-sensitive evaluation criteria and transparent promo-
tion mechanisms is considered critical for preventing imposter-triggering conditions
such as invisibility, bias, and exclusion. In addition, Badawy and Shaban (2025) and
Kanatova (2023) noted that formal mentoring opportunities and supportive profes-
sional networks reduce isolation and strengthen collective resilience among women
professionals.

Synthesis and Implications In summary, the reviewed studies demonstrate that
addressing the imposter phenomenon among women employees requires a multilevel
approach that integrates personal, organizational, and institutional dimensions. While
individual-level coping mechanisms such as self-reflection and peer support are valu-
able, their long-term effectiveness depends on the presence of inclusive organiza-
tional cultures and gender-sensitive institutional frameworks. The synthesis indicates
that conceptualizing impostorism not as an individual pathology but as a systemic
organizational issue represents the most promising pathway toward sustainable gen-
der equality and women’s professional empowerment.

Theme 4: Intersectional and Cultural Contexts

The fourth theme emerging from the reviewed studies addresses the intersectional
and cultural dimensions of the imposter phenomenon, demonstrating how women’s
experiences vary across national, professional, and sociocultural contexts. Although
the core psychological patterns of impostorism appear universal, the intensity, modes
of expression, and perceived legitimacy of these feelings are shaped by cultural
expectations, gender role norms, and intersecting identities such as age, profession,
and ethnicity.

Cross-cultural and Social Contexts Many studies emphasize that cultural values
and socialization processes play a decisive role in how women internalize impos-
ter feelings. For example, Kanatova (2023) and Rice et al. (2023) reported that in
collectivist societies where modesty and humility are socially valued, women tend
to downplay their achievements and attribute success to external factors, thereby
reinforcing imposter tendencies. In contrast, studies conducted in more individual-
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istic contexts (Carvajal et al., 2023; Gilbert, 2023) show that competitiveness and
performance orientation increase fear of failure and exposure, particularly among
women in leadership or academic positions. Zoia et al. (2024) observed that in South-
ern European cultures, women professionals experience dual pressure to conform to
traditional gender expectations while simultaneously meeting modern performance
demands, resulting in heightened cognitive dissonance and chronic self-doubt. Simi-
larly, Batur et al. (2024) demonstrated that in the Turkish context, the persistence of
gendered power distance and patriarchal norms renders women especially those in
roles historically associated with male authority, such as medicine or management
more vulnerable to imposter feelings.

Professional and Sectoral Differences The literature also reveals that imposter
experiences vary markedly across professional fields. Studies in healthcare and aca-
demia (Clark et al., 2022; LaDonna et al., 2025; Villwock et al., 2016) consistently
show that high-risk environments characterized by continuous evaluation, hierarchi-
cal surveillance, and perfectionism provide fertile ground for impostorism. In con-
trast, findings from business and creative sectors (Para et al., 2024; Parkman, 2016)
suggest that flexible organizational climates and access to mentoring can mitigate the
intensity of imposter feelings; however, gender bias in leadership pathways persists.

These differences indicate that professional cultures mediate how imposter feel-
ings are expressed and managed. While highly structured professions tend to amplify
imposter anxiety, collaborative and innovation-oriented fields may buffer its effects.

Intersectional and Compound Identities Although only a limited number of stud-
ies explicitly adopt an intersectional perspective, those that do clearly demonstrate
the combined effects of gender, race, and professional identity. For instance, Rice et
al. (2023) and Carvajal et al. (2023) found that women from ethnic minority back-
grounds face both racial bias and gendered expectations, which intensify imposter
experiences. Similarly, Gilbert (2023) noted that women pursuing transnational
careers internalize marginalization not only as discrimination but also as perceived
personal inadequacy. These findings indicate that impostorism should be understood
not only as gendered, but as a structurally intersectional phenomenon embedded
within broader systems of inequality.

Synthesis and Implications In conclusion, the reviewed literature demonstrates that
culture and context fundamentally shape how impostorism manifests among women.
The interaction of gender norms, professional cultures, and intersectional identities
determines both the triggers and expressions of imposter feelings. The phenomenon’s
sociocultural expression is context-specific and is strongly mediated by collective
values, social hierarchies, and institutional inclusivity. The Gendered Imposter Phe-
nomenon Mechanism synthesizing all themes is visualized in Fig. 2.

Discussion
The discussion of the findings is guided by the theoretical architecture established

in the introduction. Acker’s (1990, 2006) gendered organizations approach serves
as the primary analytical lens, framing the imposter phenomenon not as an individ-

@ Springer



57 Page 16 of 46 Gender Issues (2026) 43:57
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Fig. 2 Gendered impostorism mechanism among women employees

ual psychological condition but as an institutionally produced experience shaped by
masculine organizational norms. Three complementary frameworks operationalize
this primary lens at different analytical levels: Kanter’s (1977) tokenism approach
illuminates the mechanisms of underrepresentation and heightened visibility; But-
ler’s (1990) gender performativity framework reveals the continuous competence
performance burden imposed on women by gendered organizational norms; and
Crenshaw’s (1989) intersectionality framework accounts for the qualitatively differ-
entiated imposter experiences produced by overlapping structural inequalities. The
findings are interpreted within this multi-layered theoretical framework.

This study synthesizes 26 empirical studies on the imposter phenomenon among
women employees through a systematic and thematic approach. The discussion is
organized around three interpretive layers: (1) what the included studies directly
report, (2) the broader patterns emerging across studies, and (3) theoretical interpreta-
tions informed by feminist organizational theory. This layered approach aims to dis-
tinguish evidence-based synthesis from analytical inference and thereby strengthen
the argumentative integrity of the review.

Sectoral Concentration
The reviewed studies are predominantly concentrated in medical and healthcare set-

tings, with comparatively few investigations in technology, manufacturing, public
administration, or creative industries. This distribution is directly observable in the
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sample: of the 26 included studies, the majority examined nurses, physicians, or aca-
demic medical professionals. The cross-study pattern that emerges from this con-
centration is not merely bibliographic it signals a systematic evidence gap. Findings
about imposter dynamics in healthcare cannot be straightforwardly generalized to
male-dominated or structurally different sectors, where evaluation regimes, error tol-
erance, and norms of professional legitimacy differ substantially (Salari et al., 2025).
A theoretically grounded interpretation of this pattern draws on feminist labor schol-
arship: healthcare has historically been feminized, and its association with emotional
labor and flawlessness-as-moral-duty Acker, 2006) may render impostorism more
visible and thus more frequently studied in this context, while analogous mechanisms
in other sectors remain understudied. This is an inference the current data support
directionally but cannot confirm causally and it points to a structural limitation in the
field’s knowledge base rather than a settled conclusion.

Variable Focus

Across the reviewed studies, outcome variables particularly burnout, anxiety, self-
esteem, job satisfaction, and perfectionism are far more frequently examined than
antecedents. This is an empirically observable pattern in the literature: the thematic
coding process revealed that antecedent-focused variables such as gender bias in
evaluation, non-inclusive leadership, and role ambiguity appeared in only a limited
subset of studies (e.g., LaDonna et al., 2025; Chodoff et al., 2023; Gopal et al., 2023;
Anderson, 2024). The pattern that emerges is an asymmetry between the documen-
tation of imposter consequences and the investigation of what produces imposter
experiences in the first place. This asymmetry has theoretical implications: when
research consistently maps outcomes without examining structural preconditions, the
cumulative literature risks framing impostorism as a stable individual trait rather than
a response to specific organizational conditions. Feminist organizational scholars
argue that this framing shift from structural to individual is not neutral but obscures
organizational responsibility (Acker, 1990; Ridgeway, 2011). This interpretive claim
goes beyond what individual studies in the sample directly assert; it represents the
reviewer’s theoretical reading of an aggregate pattern.

Gender Perspective

The reviewed studies consistently report higher imposter scores among women com-
pared to men, and some of the studies examined in this review specifically identify
gendered organizational mechanisms as contributing factors (Zaed et al., 2022). For
instance, LaDonna et al. (2025) empirically supported the argument that imposter
experiences among women physicians are reinforced by institutionalized gender
discrimination rather than individual cognitive bias alone. Sen and Kiigiikkaragoz
(2022) and Feigofsky (2022) similarly documented how perfectionistic expectations
and fear of failure create identity conflicts that function as long-term antecedents.
The pattern across these findings is that gender differences in imposter experiences
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are not simply a matter of individual psychological variation but are associated with
specific organizational conditions hierarchical structures, androcentric evaluation cri-
teria, and the absence of inclusive leadership. Theoretically, feminist scholarship has
long argued that such conditions position women as exceptional actors in environ-
ments designed around male norms (Heilman, 2012; Kanter, 1977), and the current
synthesis is consistent with this claim. However, it is important to note that most
studies in the sample measure imposter levels and their correlates rather than directly
testing structural mechanisms the structural interpretation, while well-supported
theoretically and directionally consistent with the data, represents an analytical infer-
ence beyond the studies’ own stated conclusions.

Intersectionality

A subset of the reviewed studies explicitly examines how race, ethnicity, and minor-
ity status interact with gender to shape imposter experiences. Rice et al. (2023) and
Carvajal et al. (2023) found that women from ethnic minority backgrounds face com-
pounded disadvantages racial bias and gendered expectations simultaneously that
intensify imposter vulnerability. Gilbert (2023) extended this by showing that women
pursuing transnational careers internalize structural marginalization as personal inad-
equacy. The pattern across these studies aligns with Crenshaw’s (1989) intersec-
tionality framework: imposter experiences cannot be explained through a singular
narrative of womanhood, and overlapping identity positions amplify both visibil-
ity pressure and exclusion risk (Collins, 2000). These findings are among the more
directly supported interpretive claims in this review, as the included studies them-
selves invoke intersectional frameworks and report findings at that level of analysis.

The Imposter Phenomenon as a Disciplinary Mechanism

Some of the qualitative studies examined in this review document the ongoing self-
monitoring that characterizes women’s professional experiences in hierarchical envi-
ronments. Chodoff et al. (2023) and Samur et al. (2024) describe how continuous
external evaluation and hierarchical surveillance in medical training lead women
to internalize standards of inadequacy and engage in persistent self-criticism. The
broader pattern that these accounts suggest is that imposter feelings do not merely
reflect anxiety about a single event but constitute a sustained mode of self-regulation
under conditions of scrutiny. This pattern invites a theoretical reading: when consid-
ered alongside Butler's (1990) concept of performativity, the data suggest that women
are not simply evaluated on competence but are expected to continuously perform
it under gendered conditions. This interpretive layer the imposter phenomenon as a
disciplinary mechanism of self-surveillance is a theoretically productive inference
from the data, though one that the included studies do not uniformly articulate in
these terms. Importantly, this dynamic has career-level consequences that most of the
studies examined in this review directly document: avoidance of promotion oppor-
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tunities, reduced leadership aspiration, and accumulated burnout (Feigofsky, 2022;
Hernanz et al., 2020; Ling et al., 2020).

Methodological Reflections

The methodological profile of the reviewed literature is predominantly quantitative and
cross-sectional. This is an observable feature of the sample, not an interpretive claim.
The pattern this creates is a literature that can document associations between imposter
scores and burnout, for example but that is structurally limited in its ability to trace how
imposter experiences develop over time, how organizational cultures produce them,
or how women’s strategies change in response to shifting conditions. Longitudinal
designs would capture temporal dynamics; qualitative and ethnographic approaches
would access the processual and relational dimensions of impostorism; multilevel
designs would allow testing of whether organizational-level variables moderate indi-
vidual imposter experiences. The theoretical implication is that the current method-
ological consensus produces a cross-sectional picture of a dynamic phenomenon a
limitation that future research designs should explicitly address (Hutchins et al., 2018).

Geographic Concentration

The geographic distribution of included studies is heavily skewed toward the United
States, with a secondary cluster in Western European and high-income contexts. This
is a direct, observable characteristic of the sample. The cross-study pattern it generates
is a literature whose baseline assumptions about organizational culture, professional
identity, and gender dynamics reflect Western, individualistic, achievement-oriented
contexts (Bravata et al., 2020; Hutchins & Rainbolt, 2018). The comparatively few
studies from non-Western contexts including Batur et al. (2024) from Tiirkiye and
Kanatova (2023) examining collectivist settings suggest that the triggers, expres-
sions, and intensities of imposter experiences differ across cultural environments. In
collectivist or high-power-distance settings, for instance, modesty norms and patriar-
chal hierarchies may produce impostorism through different mechanisms than com-
petitive individualism does. The theoretical inference here, drawing on cross-cultural
organizational scholarship (Hofstede, 2001; Ridgeway, 2011), is that treating U.S.
derived findings as universally generalizable risks misattributing culturally specific
dynamics to a universal psychological tendency. This is a directionally supported
interpretation not a finding the included studies collectively test and it points to a
critical agenda for geographically diversified future research (Zoia et al., 2024).

Conclusion
This systematic review of 26 studies on the imposter phenomenon among women

employees demonstrates that the phenomenon is not merely an individual psycho-
logical condition but one embedded within broader structural, organizational, and
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cultural systems. The thematic synthesis identified four interrelated dimensions
antecedents, consequences, coping strategies, and intersectional/cultural contexts
that together illustrate how impostor feelings are produced and sustained within
professional environments. Despite these insights, the reviewed literature remains
limited in several respects. Most studies were conducted in healthcare settings and
relied heavily on cross-sectional quantitative designs, restricting the ability to iden-
tify causal and developmental dynamics. Moreover, the geographical concentration
of studies primarily in the United States limits the cross-cultural generalizability of
findings, constraining understanding of how impostor experiences manifest across
diverse socio-cultural and institutional contexts. Future research should therefore
extend beyond dominant sectors and regions, employing longitudinal, comparative,
and mixed-method approaches to capture the multifaceted nature of impostorism.
Incorporating intersectional and cross-cultural analyses will be essential to develop-
ing more inclusive theoretical and practical frameworks. For practitioners and policy-
makers, addressing the imposter phenomenon requires going beyond individual-level
interventions. Organizational efforts must include inclusive leadership practices,
transparent evaluation and promotion systems, and mentorship models grounded in
gender equality principles. Integrating such multi-level strategies can foster wom-
en’s professional legitimacy, psychological safety, and equitable participation across
global work contexts.

Research Gap and Recommendations for Further Research

The results of this systematic review reveal that existing studies on the imposter
phenomenon among women employees remain conceptually fragmented and geo-
graphically concentrated. The vast majority of research has been conducted in health-
care and academic settings within Western contexts, particularly the United States,
resulting in limited understanding of the phenomenon across different cultural and
sectoral environments. Furthermore, while most studies focus on individual-level
psychological outcomes, organizational and structural antecedents such as leadership
practices, promotion transparency, and psychological safety remain largely over-
looked. The dominance of quantitative and cross-sectional designs also restricts the
ability to explore the developmental trajectory of impostor feelings and their contex-
tual dynamics. Finally, there is a notable absence of intersectional approaches that
account for the combined effects of gender, ethnicity, and minority status (Table 1).

To address these gaps, future research should pursue longitudinal, comparative,
and mixed-method designs that examine impostorism across diverse sectors, regions,
and organizational settings. Studies exploring the antecedents, consequences, coping
strategies, and intersectional/cultural contexts identified in this review (as shown in
Table 2) would enrich theoretical understanding and guide evidence-based organiza-
tional interventions. Such work would enable a more holistic view of the imposter
phenomenon as a socio-structural manifestation of gender inequality rather than a
purely psychological experience.

In particular, future research would benefit from extending the analysis of the
imposter phenomenon to sectors such as technology, engineering, law, public admin-
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istration, entrepreneurship, and creative industries, where organizational logics and
performance norms differ substantially from healthcare and academia. In technology
and engineering fields, rapid innovation cycles, male-dominated cultures, and meri-
tocratic discourses may intensify impostor feelings by framing competence as innate
rather than developed. In legal and public administration contexts, rigid hierarchies,
formalized authority, and status-based evaluation systems may reinforce gendered
credibility gaps and increase women'’s self-doubt despite formal qualifications. Entre-
prencurial and creative industries, while often perceived as flexible and progressive,
may produce unique impostor dynamics through precarious employment, visibility
pressures, and the internalization of success narratives centered on exceptionalism
and risk-taking. Examining these sectors through a gender equality lens would allow
researchers to identify sector-specific organizational mechanisms that shape impostor
experiences and to develop more context-sensitive interventions.

Table 1 Workflow of thematic

) ’ Stage Process description Output
synthesis and coding process Stage Initial extraction of 26 eligible Dataset of
1-Identification  studies from Web of Science included
and Scopus databases, filtered articles

according to PRISMA inclu-
sion and exclusion criteria (e.g.,
empirical, gender-related,
workplace-focused)

Stage 2-Descrip-  Extraction of key study features: ~ Descrip-

tive Coding author, year, country, sample, tive
method, variables, and findings. synthesis
Summaries were organized in table
Excel for cross-study comparison

Stage 3-Open Identification of recurring concepts Initial

Coding and relationships (e.g., perfection- code list

ism, burnout, gender bias, mentor-
ship, cultural factors) through
inductive reading

Stage 4 -Axial Clustering of related codes under ~ Pre-

Grouping broader conceptual dimensions ac- liminary
cording to thematic similarity and  thematic
theoretical relevance categories

Stage 5-Thematic Integration of categories into four  Final

Synthesis overarching analytical themes: (1) thematic
Antecedents, (2) Consequences, framework

(3) Coping Strategies, and (4)
Intersectional/Cultural Contexts

Stage Cross-theme comparison to Synthe-
6-Interpretation  identify conceptual gaps, sectoral/  sized find-
methodological limitations, and ings and
directions for future research research
gaps
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Table 2 Presents detailed
recommendations for future
research directions based on
these identified gaps

Sectoral diversity

Longitudinal and
mixed methods
designs

Organizational
antecedents

Intersectionality
approach

Gender roles and
norms

Future studies should extend beyond
healthcare and academia to sectors such

as technology, engineering, law, public
administration, entrepreneurship, and cre-
ative industries. Comparative and multi-
level research designs are recommended to
examine how sector-specific organizational
logics (e.g., innovation speed, hierarchical
rigidity, precarity, meritocratic discourse)
shape impostor experiences among women

Longitudinal and mixed method studies
that test the time course and causality of
the imposter phenomenon are important
for understanding the temporal course of
the phenomenon and establishing cause-
and-effect relationships

Experimental testing of variables such

as performance appraisal, promotion/pay
transparency, inclusive leadership, and
psychological safety is recommended. Ex-
perimental and quasi-experimental designs
that test organizational antecedents such
as inclusive leadership and psychological
safety are recommended

Research should be conducted that focuses
on the interaction of gender, ethnicity, and
minority status. Studies are recommended
that address gender roles, gender-based
expectations, gender-based prejudices,
minority groups, etc., and that consider
these as antecedents

Structural and cultural factors that shape
women’s perceptions of competence
should be considered as antecedents of the
phenomenon

Appendix 1
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