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Abstract 

Emerging managers often face impostor syndrome, a pervasive psychological pattern characterized by 

self-doubt and fear of being exposed as a fraud despite evident competence. This study explores 

psychological strategies to help these individuals overcome impostor syndrome and enhance their 

leadership potential. Strategies such as cognitive restructuring, mindfulness practices, mentorship, and 

emotional intelligence development are discussed in depth. By addressing the unique challenges of new 

managerial roles, this research contributes to the understanding of impostor syndrome's impact on 

professional growth and offers actionable solutions for fostering resilience and self-confidence in 

emerging leaders. 
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I. Introduction 

The journey from individual contributor to manager is a significant transition, marked by increased 

responsibility, new skill requirements, and heightened visibility. While this upward mobility is often 

celebrated as a marker of success, for many emerging managers, it can also be accompanied by the 

insidious feeling of being a fraud – a phenomenon known as imposter syndrome. This psychological 

experience, characterized by a persistent belief of intellectual or professional inadequacy despite evidence 

of competence, is not exclusive to any particular field or demographic. However, its prevalence appears 

particularly acute amongst individuals navigating the complexities of their first management roles. This 

transition often requires a shift in focus from task completion to strategic thinking, delegation, and 

inspiring teams, which can understandably trigger feelings of self-doubt. 

Define Impostor Syndrome and Its Prevalence Among Emerging Managers 

Impostor syndrome, also sometimes referred to as impostor phenomenon, is not a clinical diagnosis. 

Rather, it describes a pervasive and often debilitating psychological pattern wherein individuals doubt 

their accomplishments and fear being exposed as a "fraud." Those experiencing impostor syndrome often 

attribute their successes to luck, timing, or outside assistance rather than their capabilities. They may 

downplay their achievements, feel like they are "faking it," and live in constant worry of being caught out. 

The prevalence of impostor syndrome among emerging managers is noteworthy. This demographic is 

often experiencing a multitude of changes: learning new skills, taking on leadership responsibilities, and 

facing increased scrutiny from both subordinates and superiors. These factors can contribute to heightened 

feelings of inadequacy and self-doubt, making them particularly vulnerable to the clutches of imposter 

syndrome. Compounding this vulnerability is the lack of experience in the new role, combined with often 
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unspoken expectations and pressure to perform. Although concrete prevalence data among emerging 

managers is emerging, early studies suggest that between 25-50% of individuals in professional and 

leadership positions experience imposter syndrome. 

Discuss the Psychological, Social, and Professional Impact of Impostor Syndrome 

The consequences of impostor syndrome can be far-reaching, impacting individuals on multiple levels. 

Psychologically, it can lead to chronic anxiety, increased stress, low self-esteem, and depression. The 

constant fear of exposure can be emotionally draining, creating a cycle of self-doubt that can be difficult 

to break. Socially, individuals experiencing impostor syndrome may withdraw from colleagues, avoid 

taking risks, and struggle to form genuine connections due to a perceived need to maintain a façade of 

competence. This can hinder the development of crucial leadership skills like networking and 

collaboration. 

Professionally, imposter syndrome can severely limit an emerging manager’s potential. The self-doubt 

often leads to procrastination, lack of initiative, and an inability to delegate effectively. Individuals may 

either overwork, driven by a need to prove their worth or underperform for fear of making mistakes that 

will expose their inadequacies. These actions can lead to burnout, missed opportunities for advancement, 

and ultimately, decreased job satisfaction. Furthermore, leaders struggling with imposter syndrome may 

inadvertently create an environment of anxiety and distrust within their team, negatively impacting morale 

and productivity. 

Objective of the Study 

The primary objective of this study is to identify and analyze psychological strategies that can help 

emerging managers effectively navigate and overcome imposter syndrome. By exploring various 

techniques, from cognitive restructuring to self-compassion practices, we aim to provide practical tools 

and insights for this critical demographic to nurture self-belief, enhance leadership capacity, and achieve 

their full potential. 

Scope and Significance 

This research focuses specifically on the impact of imposter syndrome on emerging managers within the 

professional workplace. It is imperative to address this issue due to its significant implications for 

leadership development and professional growth. By providing practical strategies for managing imposter 

syndrome, this study contributes to a deeper understanding of the challenges faced by new leaders and 

offers proactive solutions for promoting individual and organizational success. Furthermore, addressing 

imposter syndrome contributes to creating more confident, authentic, and effective leaders, which 

ultimately benefits teams and the wider organization. 

 

II. Understanding Impostor Syndrome in Emerging Managers 

Impostor syndrome (IS), also known as the impostor phenomenon, is a psychological pattern in which an 

individual doubts their accomplishments and has a persistent internalized fear of being exposed as a fraud 

(Clance & Imes, 1978). This is despite objective evidence of their competence. It's not a clinical diagnosis, 

but rather a common experience, particularly in high-achieving individuals and those transitioning into 

new roles. Characteristic behaviors of IS include pervasive self-doubt, a crippling fear of failure despite 

success, and a tendency to overwork excessively to compensate for perceived shortcomings (Young, 

2011). Individuals with IS often attribute their successes to luck, timing, or external factors, rather than 

their abilities (Sakulku & Alexander, 2011). For example, an emerging manager may feel they were 

promoted due to staff shortages rather than their true potential. 
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In the context of emerging managers, IS manifests uniquely. While their previous roles likely involved 

demonstrating individual skills, leadership roles demand a different set of competencies, such as strategic 

thinking, delegation, and team motivation. This shift can trigger IS, leading managers to question their 

ability to lead effectively. They might experience self-doubt about their capacity to make important 

decisions, second-guess their judgment, and struggle to assert their authority. They may even be 

hypercritical of themselves and hesitant to take risks, fearing they'll be seen as incompetent by their team 

and superiors (Jöstl et al., 2021). 

Causes and Triggers 

The roots of IS are multifactorial, involving psychological predispositions and contextual workplace 

dynamics. Psychologically, perfectionism plays a significant role. Individuals with a strong need to be 

flawless often set impossibly high standards for themselves, creating fertile ground for self-doubt (Braum, 

2020). Low self-esteem further fuels IS, as individuals consistently undervalue their abilities and struggle 

to internalize positive feedback (Langford & Clance, 1993). This combination creates a vicious cycle 

where even achievements are viewed as aberrations, not indicators of genuine skill. The fear of judgment 

from others acts as a persistent stressor, making them reluctant to ask for help or admit mistakes, further 

amplifying their insecurities. 

Workplace dynamics also contribute to IS. Competitive environments, where individuals are constantly 

compared and ranked, can exacerbate feelings of inadequacy (Leary & Baumeister, 2000). The absence 

of mentorship can leave emerging managers feeling lost and unsure of their abilities, especially if they 

lack guidance on navigating the challenges of leadership. Peer comparison can also trigger IS as managers 

gauge themselves against the perceived successes of their colleagues. A lack of positive reinforcement or 

opportunities for feedback can further compound their feelings of incompetence. This is especially 

common when emerging managers are promoted quickly with little structured support. 

Impact on Professional Growth 

The impact of IS on professional growth for emerging managers can be significant. Their self-doubt often 

undermines their decision-making abilities. They may hesitate to make bold moves, take calculated risks, 

or trust their instincts, opting to play it safe—a decision that can potentially hinder innovation and team 

performance. IS can also adversely affect team management. Emerging managers may find it challenging 

to delegate effectively, either because they distrust the capabilities of their team or fear that they will be 

found out as a fraud (Rizzo et al., 2010). This leads to micromanagement and exhaustion and can hinder 

the development of their team members. Furthermore, individuals experiencing IS may delay career 

progression as they avoid applying for new opportunities or promotions due to a lack of confidence in 

their ability to succeed in more demanding roles. Ultimately, unaddressed IS can prevent a manager from 

reaching their full potential, limit their career advancement, and negatively impact the team's performance. 

 

III. Psychological Strategies to Overcome Impostor Syndrome 

Impostor syndrome, characterized by persistent feelings of inadequacy despite evidence of success 

(Clance & Imes, 1978), can be particularly detrimental to emerging managers. These individuals often 

face new challenges and responsibilities, making them vulnerable to self-doubt and undermining their 

potential. Addressing this phenomenon requires a multi-faceted approach focusing on cognitive, 

emotional, and social strategies. 

Cognitive-Behavioral Approaches 

Cognitive-behavioral therapy (CBT) offers powerful tools for dismantling the negative thought cycles  
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associated with impostor syndrome. A core principle is identifying and reframing negative thought 

patterns (Beck, 2011). Emerging managers often engage in thinking traps such as: "I only got here by 

luck," or "I'm not as capable as my colleagues." CBT helps individuals recognize these patterns as 

distortions rather than objective truths. 

Practical exercises can reinforce this reframing. Journaling accomplishments, specifically detailing 

contributions and positive outcomes, provide concrete evidence against the impostor narrative (Young, 

2011). Furthermore, actively challenging cognitive distortions – for example, questioning the assumption 

that a single mistake equates to incompetence – is critical. This involves examining the validity of the 

negative thought and replacing it with a more balanced and realistic perspective. 

Building Self-Awareness and Confidence 

Cultivating self-awareness is essential for overcoming the self-doubt inherent in impostor syndrome. 

Mindfulness techniques, such as meditation and focused breathing, encourage a non-judgmental 

observation of thoughts and feelings, aiding in identifying the triggers that fuel self-doubt (Kabat-Zinn, 

1990). Self-reflection, through activities like journaling, also enables emerging managers to understand 

their patterns and tendencies. 

Strategies focused on building confidence include self-affirmation exercises. Regularly acknowledging 

one's strengths, skills, and past successes helps counter the negative self-talk. Strengths-based assessments 

can further highlight competencies and unique contributions, fostering a sense of capability and bolstering 

self-belief (Peterson & Seligman, 2004). 

Seeking Support Systems 

Emerging managers often need support and validation, and the social aspect of overcoming impostor 

syndrome is crucial. Mentorship provides access to experienced individuals who can offer guidance, share 

their own experiences, and validate competence. Coaching offers structured feedback and development 

opportunities, while peer support networks create a safe space for sharing challenges and fostering 

collective problem-solving (Bandura, 1977). These networks normalize feelings of inadequacy and 

counteract the isolating effects of impostor syndrome. 

Organizational interventions are also essential. Fostering a culture of psychological safety through 

inclusive leadership training can encourage openness, transparency, and a growth mindset. Such initiatives 

can mitigate feelings of isolation and enable managers to seek support without fear of judgment. 

Developing Emotional Intelligence 

Emotional intelligence (EQ) provides the intrapersonal and interpersonal skills needed to navigate the 

challenges of management. Developing self-regulation allows emerging managers to manage negative 

emotions such as anxiety and self-doubt, preventing these feelings from taking over. Empathy, both for 

oneself and others, is also crucial, understanding that everyone experiences vulnerabilities. Furthermore, 

strong social skills help manage interpersonal dynamics, making it easier to seek support and give 

constructive feedback. 

Feedback, when delivered appropriately and with empathy, can play a vital role in building resilience 

(Goleman, 1995). Accepting constructive criticism as an opportunity for growth rather than confirmation 

of inadequacy is crucial. This process promotes a growth mindset and helps managers view challenges as 

opportunities for development, further eroding the grip of impostor syndrome. 

 

IV. Case Studies and Practical Applications 

Impostor syndrome, the persistent feeling of intellectual fraudulence despite evidence of competence, is  
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not a weakness; it's a common human experience that can affect even the most successful individuals. 

Examining how prominent leaders have navigated these feelings can provide valuable insights and 

inspiration. While many leaders are hesitant to publicly admit their struggles with impostor syndrome, 

some have shared their experiences, allowing us to analyze their strategies for overcoming this pervasive 

feeling. 

Consider Sheryl Sandberg, former COO of Meta, who often speaks of the self-doubt she experienced, 

particularly early in her career. In her book, Lean In, Sandberg admits to feeling like an outsider, constantly 

questioning her achievements and qualifications (Sandberg, 2013). Her solution wasn’t to deny these 

feelings but to actively challenge them. She adopted a strategy of self-compassion, reminding herself of 

her successes and learning to reframe setbacks as learning opportunities. She also emphasizes the 

importance of seeking honest feedback and mentorship, which helped her validate her skills and build 

confidence. This approach aligns with the therapeutic technique of cognitive restructuring, where negative 

thought patterns are actively challenged and replaced with more positive ones (Beck, 1979). 

Another compelling example is Michelle Obama, former First Lady of the United States, who, despite her 

considerable accomplishments, has frequently discussed her “impostor syndrome” feelings, especially 

regarding her role in the public eye. In countless interviews, she has referred to experiencing feelings of 

inadequacy and wondering if she was 'good enough' to succeed. Her strategy involved focusing on her 

purpose and values rather than fixating on external validations (Obama, 2018). She channeled her energy 

into tangible actions that aligned with her principles – like starting health and education initiatives – which, 

in turn, bolstered her sense of competence and purpose. This is an example of how taking focused action 

and aligning activity with inherent values can help to combat feelings of being a fraud, a sentiment backed 

by research linking purpose with career satisfaction (Wrzesniewski et al., 2003). 

These examples, while anecdotal, illustrate the diverse ways in which high-achieving individuals can 

counter the effects of impostor syndrome. They highlight the importance of self-awareness, seeking 

external validation, and the power of reframing internal narratives. Crucially, they demonstrate that 

struggling with these feelings is not an indicator of failure but rather an opportunity for growth and self-

improvement. 

Brief Accounts of How They Implemented Specific Psychological Strategies 

Sandberg’s approach of proactively seeking feedback exemplifies the use of external validation. This 

strategy is crucial because individuals with impostor syndrome struggle with trusting their self-assessment. 

By purposefully seeking performance evaluations and mentorship, emerging managers can gain an 

objective perspective on their strengths and skills. Her strategy of practicing self-compassion, especially 

when faced with setbacks, is a powerful method often encouraged in mindfulness-based therapies for 

reducing self-criticism (Neff, 2011). 

Michelle Obama’s focus on aligning her actions with her values demonstrates purpose-driven action as a 

potent tool for countering impostor syndrome. By directing her energy toward initiatives that were 

meaningful to her, she gained a sense of control and accomplishment which, in turn, alleviated feelings of 

inadequacy. This approach demonstrates the importance of connecting personal values with work roles to 

enhance meaningfulness and combat feelings of being 'out of place'. 

These examples illustrate that the strategies for dealing with impostor syndrome are not one-size-fits-all. 

Some might find comfort in external feedback, while others might excel using purpose and values. The 

crucial point is that these feelings are not to be ignored, they must be actively challenged and managed 

through specific strategies. 
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Implementation in Corporate Training Programs 

To effectively address impostor syndrome in emerging managers, corporate training programs should go 

beyond general awareness and focus on practical, actionable techniques. Workshops should be designed 

to foster a safe and open environment where individuals feel comfortable discussing their vulnerabilities. 

This inclusivity is the first step in normalizing the experience and combating shame, a key component of 

impostor syndrome. 

Designing Workshops and Initiatives for Emerging Managers 

Here are some key elements that can be incorporated into corporate training programs: 

1. Impostor Syndrome Education: A foundational workshop should focus on educating emerging 

managers about the nature of impostor syndrome, its causes, and its diverse manifestations. This could 

involve sharing case studies, discussing the research, and dispelling myths. This provides a language 

to understand the feelings and reduces the feelings of social isolation. 

2. Self-Awareness Exercises: Workshops should incorporate activities designed to help emerging 

managers identify their specific triggers and behavioral patterns associated with impostor syndrome. 

This might include journaling exercises, guided reflections, and self-assessment tools based on 

validated psychological scales. Such activities can raise self-awareness and allow emerging leaders to 

pinpoint where they need the most support. 

3. Cognitive Restructuring Techniques: Training should actively teach emerging managers how to 

challenge their negative thoughts and internal dialogue through methods like cognitive restructuring. 

This could include role-playing scenarios, guided practice sessions, and the use of positive 

affirmations. This technique helps to challenge the automatic negative thoughts that are often coupled 

with feelings of inadequacy. 

4. Feedback and Mentoring Programs: Training should provide a platform for emerging managers to 

practice giving and receiving constructive feedback. Pairing each emerging manager with an 

experienced mentor can provide ongoing support, guidance, and external validation. These systems 

ensure that participants regularly receive an objective perspective on their capabilities. 

5. Skill-Building Workshops: Specifically tailored workshops focused on skill development in areas 

where emerging managers feel most insecure, allowing for the practical application of their skills and 

knowledge in a controlled environment. This could be anything from public speaking to technical 

training, addressing the specific areas of insecurity that often fuel impostor syndrome. This direct 

competence building can act as a powerful antidote to feelings of incompetence. 

6. Creating a Culture of Psychological Safety: The training should emphasize the importance of 

creating a team culture where vulnerability and open communication are encouraged. Leaders can be 

trained to recognize the signs of impostor syndrome in their team members and be equipped to offer 

appropriate support. This emphasis creates a safe environment where emerging leaders can be honest 

about their struggles without fear of judgment. 

By implementing these types of initiatives, corporations can empower emerging managers to not only 

recognize and manage their impostor syndrome but also to thrive and reach their full potential. Rather than 

allowing self-doubt to undermine talent, organizations can create environments that foster growth, 

resilience, and authentic leadership. 

 

V. Challenges and Limitations 

While the concept of utilizing psychological strategies to mitigate impostor syndrome in emerging man- 
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agers holds significant promise, numerous challenges and limitations impede both its research and 

practical application. These barriers can be broadly categorized into those affecting implementation and 

those stemming from the limitations of existing research. 

Barriers to Implementation 

Successfully translating research findings into tangible, impactful interventions within organizations 

requires careful consideration of various logistical and socio-cultural factors. Two significant barriers 

stand out: resistance to change and stigmatization of mental health in professional settings, and a general 

lack of awareness and resources, particularly in smaller to medium-sized organizations. 

● Resistance to Change and Stigma Around Mental Health: A fundamental obstacle to implementing 

psychological strategies for addressing impostor syndrome is the pervasive resistance to change found 

within many organizational cultures. Established norms and communication patterns can be deeply 

ingrained, making it difficult to introduce new approaches centered around psychological well-being. 

For instance, a company might prioritize quantifiable metrics and see initiatives focused on mental 

health as "soft" or unproductive (Edmondson, 1999). This resistance is often coupled with the enduring 

stigma surrounding mental health issues. Even if managers are aware of their struggles with impostor 

syndrome, they may be hesitant to acknowledge it or seek support due to fear of being perceived as 

weak, incompetent, or unreliable (Corrigan, 2004). This fear is particularly acute for emerging 

managers, who are already navigating the challenges of establishing credibility and authority. As a 

result, valuable interventions may be underutilized, even when they are available because individuals 

are reluctant to participate or share their experiences openly. The pressure to maintain a façade of 

competence is strong among emerging managers, making it a deeply personal and often hidden 

struggle (Young, 2011). 

● Lack of Awareness and Resources in Small to Medium-Sized Organizations: While larger 

corporations may have the resources to implement comprehensive training programs and access to 

mental health professionals, small to medium-sized enterprises (SMEs) often face significant 

limitations. These organizations frequently lack dedicated human resources personnel specializing in 

mental health and well-being, which results in a dearth of targeted interventions. Furthermore, budgets 

for employee development may be limited, making it challenging to acquire the necessary resources, 

such as workshops, coaching, or counseling (Hagen & Sharma, 2019). This disparity is particularly 

problematic because SMEs often rely heavily on the performance of their managers, and untreated 

impostor syndrome can lead to decreased productivity, burnout, and high turnover (Sakulku & 

Alexander, 2011). Moreover, smaller teams might feel more pressure to be 'always on' and may 

struggle to prioritize well-being, making it less likely that psychological interventions become part of 

day-to-day management practices. The absence of formal structures and support systems within SMEs 

poses a real challenge to effective implementation. 

Limitations of Existing Research 

While a good body of literature exists on impostor syndrome, significant gaps limit our ability to 

effectively address the specific needs of emerging managers and refine appropriate interventions. 

● Gaps in the Literature on Impostor Syndrome Specific to Emerging Managers: Much of the 

existing literature on impostor syndrome has focused on high-achieving individuals across diverse 

fields (e.g., Clance & Imes, 1978) or specific populations like students or academics (e.g., Kumar & 

Jagacinski, 2006). While this foundational research provides valuable insights, there's a notable lack 

of specific focus on emerging managers. This group, typically individuals transitioning from 
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individual contributor roles to managing teams, faces unique challenges (Charan, Drotter, & Noel, 

2011). They are simultaneously grappling with feelings of inadequacy in their new leadership positions 

while trying to adapt to the responsibilities of leading others. Research should explore whether the 

manifestation and impact of impostor syndrome differs for this demographic, and if current strategies 

are optimally effective. The power dynamics inherent in management roles, the need to delegate 

effectively, and the responsibility of mentoring team members likely influence the experience of 

impostor syndrome in distinctive ways (Grover, 2002). For instance, the fear of being "found out" 

might be exacerbated by the manager's need to make decisions and guide their team. Moreover, the 

literature does not adequately address the role of organizational culture and leadership in triggering or 

mitigating the impact of impostor feelings in emerging leaders. Further research needs to explore the 

interplay between individual psychology and the organizational environment. 

Furthermore, the current research often treats impostor syndrome as a homogeneous phenomenon, failing 

to account for its heterogeneous nature. Future research should investigate factors related to age, gender, 

cultural background, prior work experience, and other variables impacting the experience and effective 

management of this syndrome. More longitudinal data is also needed to assess if interventions offer long-

term relief. In sum, while the literature provides a valuable foundation, further research tailored for the 

emerging manager is critical for advancing the field and improving practical applications. Without these 

specific insights, interventions may be less effective or even miss the distinctive nuances of the experience 

for this group. 

Addressing impostor syndrome in emerging managers requires a multi-faceted approach that 

simultaneously tackles practical barriers to implementation and strengthens the research base. Overcoming 

resistance to change, stigma around mental health, and resource limitations are crucial steps for fostering 

environments where these issues can be openly acknowledged and effectively addressed. Concurrently, 

more targeted research, specifically focusing on the experiences of emerging managers, is needed to 

develop evidence-based and contextually relevant strategies that can sustainably mitigate the impact of 

impostor syndrome within this critical group of future leaders. Addressing these challenges and limitations 

is paramount for unlocking the full potential of psychological interventions to empower emerging 

managers and foster more supportive and psychologically healthy workplaces.  

 

VI. Conclusion and Recommendations 

This research has explored the pervasive challenge of impostor syndrome among emerging managers, 

highlighting its detrimental effects on their well-being, performance, and leadership potential. The 

findings underscore that impostor syndrome is not merely a matter of insecurity, but a complex 

psychological phenomenon characterized by self-doubt, fear of exposure, and an attribution of success to 

external factors rather than intrinsic ability (Clance & Imes, 1978). Our investigation revealed that this 

insidious cycle can significantly hinder the development of emerging leaders, leading to missed 

opportunities, decreased job satisfaction, and even burnout. 

Through the examination of various psychological strategies, we have identified several potent avenues 

for addressing this pervasive issue. We established the importance of fostering self-awareness through 

techniques such as journaling and mindful reflection. We recognized the power of cognitive restructuring, 

which challenges negative thought patterns and promotes a more balanced and realistic self-perception 

(Beck, 1976). Furthermore, we noted that skill development, combined with a shift towards a growth 

mindset (Dweck, 2006), provides emerging leaders with concrete tools and a positive outlook when 
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encountering challenges. The research also highlighted the vital role of seeking mentorship, which 

provides valuable guidance and validation from more experienced professionals, thereby helping these 

emerging leaders navigate their career trajectories with confidence. 

Recap of Strategies and Their Impact on Overcoming Impostor Syndrome 

The strategies discussed in this paper, while not exhaustive, offer a practical framework for emerging 

managers to combat impostor syndrome. We found that self-reflection, facilitated by techniques like 

journaling, allows individuals to identify the specific triggers and manifestations of their impostor feelings, 

providing the necessary foundation for targeted intervention. Cognitive restructuring, as described by 

Beck (1976), proved crucial in dismantling irrational beliefs that fuel impostor thoughts, allowing these 

managers to reframe their experiences and perceptions more accurately. This technique is particularly 

effective when combined with cultivating a growth mindset (Dweck, 2006), where challenges are viewed 

as opportunities for learning and growth rather than threats to self-worth. 

Moreover, the importance of skill acquisition cannot be overstated. When emerging managers develop 

competence in their roles, their self-doubt tends to diminish as they accumulate tangible experience and 

evidence of success. This development is highly effective when coupled with active mentorship, which 

offers not only guidance on skills but also acts as a crucial source of validation and emotional support. 

Mentors, who understand the challenges of leadership, can provide a crucial voice in countering the 

imposter and reassuring emerging managers about their capabilities (Johnson et al., 2014). Ultimately, 

integrating these strategies is crucial for emerging managers to internalize their successes and embrace 

their leadership abilities without the constraints of self-doubt. 

Future Research Directions 

While the present research provides valuable insights, it also unveils avenues for further exploration. 

Future research should consider longitudinal studies tracking the long-term impact of these strategies on 

the career trajectories of emerging leaders. This would provide a clearer picture of the sustainability of the 

implemented changes and uncover potential challenges that may emerge over time. Furthermore, it is 

imperative to explore the effectiveness of these interventions across diverse demographics and cultural 

contexts. The cultural implications of imposter syndrome may differ, affecting how individuals experience 

and react to these feelings (Parkman, 2016). Such studies should also investigate the role of organizational 

culture in fostering or hindering the manifestation of impostor syndrome. It would be beneficial to study 

specific interventions tailored towards organizational changes that promote positive self-perceptions for 

emerging managers. 

Another valuable avenue would be to study the effectiveness of different delivery methods of these 

psychological strategies. For instance, are group workshops more effective than individual coaching? 

Does online learning offer comparable benefits to face-to-face training? Such research would provide 

organizations with evidence-based guidance on how to best implement these interventions for maximum 

efficacy. Finally, research should aim to develop and validate robust assessment tools that can reliably 

measure impostor syndrome in emerging managers, allowing for more precise identification and 

intervention strategies. 

Exploring the Long-Term Impact of These Strategies on Leadership Development 

A key area for ongoing investigation is how these psychological strategies translate into enhanced 

leadership development over time. It is essential to understand whether individuals who successfully 

overcome impostor syndrome through these strategies exhibit greater confidence, resilience, and 

effectiveness as leaders in the long run. Further, longitudinal studies should examine if these interventions 
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result in demonstrable positive effects on team performance, employee engagement, and overall 

organizational success. It is equally pertinent to explore the relationship between these strategies, and 

leadership styles and whether overcoming impostor syndrome leads to more participative, inclusive, and 

empowering leadership styles (Eagly & Carli, 2007). Examining these long-term impacts will help 

organizations appreciate the tangible benefits of investing in mental well-being and supportive 

development for their emerging leaders. 

Call to Action 

This research serves as a clear call to action for organizations and emerging leaders alike. Organizations 

must recognize that impostor syndrome is not an individual failing, but a systemic issue that requires 

proactive intervention. This involves cultivating work environments that prioritize psychological safety, 

where vulnerability is embraced rather than punished, and feedback is given constructively with a focus 

on growth. Encouraging open dialogue about mental health, providing access to mental health resources, 

and promoting mentorship programs, are crucial steps. Investing in evidence-based training programs that 

equip emerging managers with the psychological strategies outlined in this research is essential for 

building a resilient and confident leadership pipeline. 

Furthermore, emerging managers themselves must take responsibility for their mental well-being. This 

starts with self-awareness, being willing to acknowledge feelings of impostorism, and proactively 

applying the strategies outlined in this paper. Seeking mentorship, practicing cognitive restructuring, and 

embracing a growth mindset are essential tools for overcoming self-doubt. Developing a network of 

supportive peers and seeking feedback openly can foster self-confidence and resilience over time (Ibarra, 

2015). By collaboratively addressing impostor syndrome, organizations can create a healthier and more 

effective leadership environment where emerging managers are equipped to thrive and contribute to their 

full potential. The path towards true leadership emerges not from the absence of self-doubt, but from the 

courage to confront it and move forward with confidence and resilience. 
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