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THE INFLUENCE OF OBSERVABLE INTERVIEW BEHAVIORS ON
THE WILLINGNESS TO ACCEPT A JOB OFFER

Christopher P. Furner! and W. Lee Grubb?

ABSTRACT

Hiring is a complex optimization problem under substantial uncertainty. In addition to
uncertainty regarding how well candidates’ skills meet job requirements, recruiters must assess
and seek to improve candidates” willingness to accept an offer. This proposed study evaluates
the influence of pre-interview stress and impostorism on post interview trust in the employer
and hesitancy to accept an offer. Implications for recruiters as well as employment counselors
and candidates are discussed.
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INTRODUCTION which proposes that this construct can lead
For more than 40 years, the cost of hiring to not only a lack of trust in the employer,
new employees has been a prominent but as a result, hesitancy to accept a job
consideration among recruiters (e.g., Barron offer. While researchers have studied
& Bishop, 1985, Muehlemann & Leiser, employment interviews extensively, the
2018). The average costs of hiring new influence of observable interview behaviors
employees range from 10 to 17 weeks of suggesting stress and imposterism are not
wage payments (Blatter et al., 2012). This well understood in this context. The
highlights the importance of recruiter implications of this model suggest that
impression management, with the goal of employers should not only be aware of the
persuading qualified candidates to accept effects of these constructs, but also actively
offers. seek out imposterism behaviors during

interviews, and engage in activities that
foster trust in the organization and
hopefully increase the likelihood that the
candidate will accept an offer.

Indeed, quality candidates that have been
interviewed may not always be the ones
who are hired. Reasons for the poor hiring
decision may include competition among

candidates (Bennis & O'Toole, 2000), In order to build a model to guide recruiters
miscommunication  across  generations in this effort, we review relevant literature
during the interview (Jennings, 2000), in the context of employment interviews in
mismatched wage expectations, and schools the following section. Next, the model is
not equipping graduates with the relevant developed and propositions are elaborated.
skills (Cappelli, 2012). What is certain, is Implications for practitioners are discussed,
that companies need to have the best tools and summarizing remarks conclude the
on-hand to recognize talent. In doing so, paper.

recruiters are better prepared to reduce

their uncertainty about the ability of a LITERATURE REVIEW

candidate to meet an organizational need. In order to build a model of candidate trust

in an employer and willingness to accept an
offer, relevant literature related to
employment interviews, uncertainty
reduction, stress, impostorism, job search
intensity and interview self-efficacy are
discussed.

This article focuses on one small, but
substantially important portion of the
interview:  Understanding what role
imposterism and stress play in the
interview process. A model is developed

1. Ph.D., East Carolina University
2. Ph.D., East Carolina University

29



Employment Interviews

The Bureau of National Affairs (2000)
conducted a survey of HR professionals
and found that over the preceding 15 years,
the top 3 priorities of HR professions were
the recruiting, selection and placement of
new employees. Further, according to the
2019 Society for Human Resource
Management (SHRM) skills gap report: The
Global Skills Shortage, the most common
reason organizations report for struggling
to hire suitable candidates is competition
from other employers. Bateson et al. (2014)
note that organizations devote substantial
effort and resources for evaluating,
negotiating with and selecting job
candidates, since the consequences of a
poor hire are considerable. The selection of
job candidates is a complex optimization
problem in which the recruiter must match
the skillset of job candidates with the
requirements of the organization, under
substantial uncertainty, and constrained by
the organization’s ability to attract the
candidate (Drake & Furner, 2020). Since job
candidates often embellish and sometimes
outright misrepresent their abilities on
resumes (Furner & George, 2012), and
others misrepresent their interest in
accepting an offer on their cover letter
(McKillip & Lockhart, 1984), recruiters are
operating under substantial uncertainty.
Uncertainty about the abilities of a
candidate to perform job tasks is
problematic itself, however, uncertainty
regarding the willingness of a candidate to
accept an offer is problematic for recruiters
as well, since there are risks to making
multiple simultaneous offers for the same
position, and since strong candidates often
receive many offers in quick succession, if a
recruiter makes an offer to a candidate who
does not accept, then they will waste time,
during which other desirable candidates
may accept offers from competing firms.

Uncertainty Reduction Theory (URT)
(Berger, 1979) posits that when a decision-
maker is faced with choices in which all of
the information necessary to make a
decision is not available (e.g., such as when
recruiters are selecting job candidates for
employment), passive (observation) and/or
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active (information seeking) uncertainty
reduction strategies are used to reduce that
uncertainty (Downen et al., 2018). Pre-
employment interviews serve as a method
for recruiters to reduce some of the
uncertainty associated with the extent to
which a candidate is prepared to carry out
relevant job tasks since the recruiter can ask
open-ended questions, observe outward
signs of deception (Giordano et al., 2011), as
well observe tacit qualities, such as
professionalism and communication ability
(Young & Beier, 1977).

Indeed Kristof-Brown (2000) points out that
candidate screening seeks to maximize both
person-job fit (P-J] fit) and person-
organization fit (P-O fit). Determining P-J fit
requires matching the qualifications of
candidates (their knowledge, skill and
attitudes or KSA) with the requirements of
the job. Job requirements are determined by
hiring managers, while KSA qualifications
are provided by candidates, largely from
information taken from their resumes
(Lauver & Kristof-Brown, 2001). While
assessing KSA requires acting under some
degree of uncertainty because research
indicates that job candidates often
embellish or lie about their qualifications
and KSA on their resumes and cover letters
(Barrick et al., 2009; Levashina & Campion,
2009), assessing P-O fit is even more
wrought with uncertainty. Assessing P-O fit
requires recruiters to make judgments
regarding the candidates’” personality,
social habits and workplace behaviors
(Zinko, Furner, et al, 2017). Pre-
employment interviews provide recruiters
the opportunity to reduce uncertainty
related to not only assess P-J fit (by asking
questions which may indicate the
candidates” grasp on the KSAs that they
claim in their resumes) but also P-O fit (by
providing the opportunity to assess the
candidates” social ability, professionalism,
espoused attitudes and behaviors) (Turos &
Strange, 2018).

Trust in the Recruiter

Like recruiters, qualified job candidates are
also faced with an optimization problem
under uncertainty, as they seek to elicit



multiple offers from competing employers
without full knowledge about the work
environment, comfort level, the potential

for career growth and organizational
culture. As such, the job interview
represents an important uncertainty

reduction opportunity for the job candidate,
as their interactions with the recruiter not
only provide the opportunity to ask

questions about workload and other
relevant factors, but also gives the
candidate the ability to assess the

trustworthiness of the recruiter (Kirkwood
& Ralston, 1999).

The influence of applicant trust of recruiters
on interview outcomes has been well
documented by researchers. For example,
Saks (1989) investigated the influence of
recruiter characteristics on job offer
acceptance and found that candidates are
more likely to accept an offer when
recruiters provide realistic portrayals of the
work environment during the interview,
even when the portrayal is less desirable.
Expectation-confirmation theory would
suggest that subsequent job satisfaction
may be influenced by accurate portrayals,
particularly when the portrayal is negative.
This finding is consistent with Fisher et al.
(1979), who attributes the improvement in
likelihood to accept an offer to the
candidates” perception of the recruiter’s
trustworthiness, knowledge and credibility
(Fisher et al. found that recruiters who
provide unfavorable written information
about the job positively influence
perceptions of trustworthiness).

A job candidate’s trust in a recruiter has
been directly tied to offer selection (Celani
et al., 2008). Further, research suggests
facilitating candidate trust during the
interview process may have a positive
impact on work outcomes after employees
are hired. Employee trust in an employer
has been tied to multiple positive factors,

including  motivation  (Eskildsen &
Dahlgaard, 2000), commitment and
satisfaction  (Dirks &  Ferrin, 2001),

knowledge sharing (Mooradian et al., 2006),
and performance (Dirks & Ferrin, 2002).
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Willingness to Accept an Offer

Since this study seeks to reflect the
challenges that recruiters face in reducing
the wuncertainty regarding whether a
candidate will accept an offer, the outcome
of interest in this study is the willingness of
a candidate to accept an employment offer.
A number of factors have been studied
which influence candidates” willingness to
accept a job offer, including offer
characteristics such as benefits (Jennings et
al., 2003), as well as recruiter characteristics
such as how much information the recruiter
shared with the candidate (Jennings et al.,
2003) and candidates’ perceptions of the
invasiveness of the recruiter (Drake et al.,
2016), as well as candidate characteristics
including current employment status
(Abraham et al, 2013) and trust in the
employer (Celani et al., 2008).

Further, Drake and Furner (2020)
demonstrate lack of trust is a primary
driver of hesitancy to accept a job offer.
They conducted an experiment in which
candidates were told that recruiters screen
the social media accounts of their
candidates in one of three ways: 1) By
viewing public profile information, 2) by
asking candidates to befriend the
company’s profile, so that the company can
see the information shared by the
candidates and 3) by requesting the social
media passwords of candidates, so that the
company can see all social media content.
They found that viewing public profile
information did not affect hesitancy to
accept an offer, friend requests had a
negligible impact, and requests for social
media passwords had a substantial effect
on hesitancy to accept an offer.

To assess the likelihood that a candidate
may accept an offer, there are several clues
that a recruiter can look for. We discuss two
of these in the following section: Stress and
Impostorism. In addition, we identify two
candidate characteristics that influence
Stress and Impostorism.

PROPOSED MODEL

Figure 1 shows the relationships between
two observable behaviors (Imposterism and
Stress) and post-interview attitudes. We



further identify relationships between
candidate characteristics and interview
behaviors.  These  relationships  are
discussed further in the following
subsections.

/Observable Behaviors\

and physiological states and reactions (Day
& Allen, 2004). We expect that high I-SE
should result in less pre-interview stress
because candidates who have a higher
degree of confidence in their ability to
successfully interview are less likely to fear

/ Post-Interview \

Pla:
P1b

Interview Self-
Efficacy

P3a Trust in Employer

Job Search
Intensity

P2

Imposterism

Willingness to
Accept an Offer

Figure 1: Proposed Model

Interview self-efficacy (I-SE)

Researchers like Bandura have long shown
that self-efficacy (i.e., one's belief in one's
ability to succeed in specific situations or
accomplish a task) is an empirically
validated predictor of individual behavior
(e.g., Bandura, 1983; O'Leary, 1985).
Furthermore, efficacy beliefs regarding a
specific task are most relevant for
predicting and comprehending one’s
performance in a given situation (Gist et al.,
1989). Essentially, if an individual holds a
belief that they are good at something, they
are likely to succeed at tasks involving that
activity (Keith et al., 2015).

The social cognitive view of self-efficacy
proposes that it is not a static trait, but
rather it's dynamic, directly changeable,
and is directly associated with specific
performance domains (Nauta et al., 2009).
As such it can be associated with such
aspects as one’s ability to interview.

I-SE  measures a candidate’s views
regarding their job-interviewing abilities---
reflecting cognitions about task-specific
self-competence when it comes to enacting
appropriate  behaviors  during  the
interviews (Tay et al., 2006). In a sample of
working and unemployed adults, Wanberg
et al. (1999) showed that job search
competencies (i.e.,, such as I-SE) were
positively related to one’s ability to find
employment when being out of work.

Self-efficacy beliefs are usually determined
by four sources: performance attainment
(personal  accomplishments), vicarious
experience (modeling), verbal persuasion,
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making a mistake that could result in not
getting an offer, and experience less fear of
embarrassment or other social anxieties.

Pla: Candidates who report higher levels of
Interview self-efficacy will experience less
pre-interview stress.

Further, we predict that interview self-
efficacy will reduce feelings of imposterism
in two ways. First, since feelings of
imposterism stem from perceptions of
inadequacy related to one’s ability to
complete the task (Furner et al., 2013), and
self-efficacy refers to ones perceptions of
their ability to complete a task, we predict
that candidates who have faith in their
ability to interview will also have more
faith in their ability to present themselves
as competent. Second, some individuals
may score highly on I-SE because they have
confidence in their ability to persuade
others that they are competent, even if they
are actually imposters (i.e. even if they are
not particularly competent). In these
situations, we expect that candidates who
enjoy higher I-SE will exhibit fewer
observable imposterism behaviors, even if
they are imposters. One could say that they
are more effective imposters.

P1b: Candidates who report higher levels of
Interview self-efficacy will be less likely to
exhibit imposterism behaviors.

Job Search intensity

Job candidates differ in the extent to which
they are motivated by and emotionally tied
to their job search (Gault et al., 2018).
Candidates who already have stable jobs, or
who do not have financial stress, or who are



engaged in other activities that bring them
satisfaction experience lower levels of job
search intensity. Conversely those with
financial stress, the unemployed and those
with low levels of job satisfaction
experience higher levels of job search
intensity. In this sense, job search intensity
is a measure of the motivation of
individuals to secure a job. The construct
has been used in a variety of studies as both
an antecedent and as an outcome.

For example, Werbel (2000) surveyed 219
job seekers and treated job search intensity
as a mediator of the relationship between
environmental exploration and initial
compensation. Abraham et al. (2013)
conducted an analysis of data from the
Panel Study Labor Market and Social Security
and found that among 4,000 respondents,
those who were unemployed were not only
more willing to accept new offers than
those who were employed but were more
willing to accept less appealing working
conditions, including fixed-term offers.

Many of the antecedents of job search
intensity have been tied to stress and other
emotional outcomes. For example, Van
Hooft and Crossley (2008) find that stress

mediates  the relationship  between
perceived locus of control, financial needs
and job search intensity. Indeed,

demonstrated relationships between stress
and job search intensity, particularly when
their goal orientation was high. Consistent
with these findings, we predict that:

P2: Candidates will experience higher levels
of stress when they report higher levels of
job search intensity.

Pre-Interview Stress

Psychological stress refers to a feeling of
tension and apprehension associated with
perceptions of change or demand (Finklea
& Osborn, 2019), and is widely studied
across many disciplines. In management,
stress has been studied in several contexts
including task pressure (Matteson &
Ivancevich, 1987), social issues related to
work and performance (Quick et al., 1997)
and the influence of gossip on work
reputation (Zinko, Tuchtan, et al.,, 2017).
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Indeed several studies have investigated job
candidate = stress  reactions  during
employment interviews. McCarthy and
Goffin (2004, p. 607) point out that stress is
particularly salient “...for prospective
employees, as the evaluative and
competitive nature of the job application
process often evokes feelings of anxiety,
frustration and distress.” Indeed espoused
stress states can influence recruiter
perceptions of candidates, resulting in
lower scores for candidates who exhibit
stress cues (Ayres & Crosby, 1995). In
addition, Schmit and Ryan (1992) found
that anxiety influenced both a cognitive
ability test and a personality test.

Trust is a heavily studied decision factor in
a variety of contexts (Serino et al., 2005).
The relationship between stress and trust
has been widely explored, generally finding
that trust in an individual reduces social
stress (Takahashi et al., 2005) and that in the
absence of trust, stress tends to be higher
(Troman, 2000). Guinot et al. (2014) found
that when employees trust their coworkers,
they report lower levels of job stress. We
propose that when candidates are feeling
higher levels of stress, they are less likely to
form trusting beliefs toward the recruiting
firm. Since trust is the willingness of an
individual to cede control to another party
with the expectation that the other party
will not harm the individual (Schoorman et
al., 2007), we predict that when job
candidates perceive stronger feelings of
anxiety regarding jobs that they apply to
(i.e. experience stress), they will be less
comfortable ceding control to the employer
(i.e. experience lower levels of trust).

P3a: Job candidates who report higher
levels of interview stress will report lower
levels of trust in the employer.

The relationship between trust and
willingness to transact has been studied
extensively in marketing and more recently
in e-commerce and virtual communities
(Furner et al., 2012). Indeed Drake and
Furner (2020) found that job applicants
report higher levels of hesitancy to accept
an offer when they report lower levels of



trust in the recruiter. We argue that the
same mechanisms by which stress
influences trust will also influence the
willingness of candidates to accept an offer.
When candidates experience more stress,
they will not only form weaker trusting
beliefs but also experience anxiety and
concerns about the ability of a job to meet
their personal needs and thus be less likely
to accept the offer.

P3b: Candidates who report higher levels of
stress will be less willing to accept an offer

Imposterism

Defined as "an internal experience of
intellectual phoniness in high achievers
who are wunable to internalize their
successful experiences" (Bernard et al., 2002,
p. 321), imposterism was originally
described by Clance and Imes (1978). They
were examining highly educated and well-
credentialed females and found that many
of them felt themselves to be frauds,
viewing themselves as impostors with low
competence levels even though they were
very successful.

A study by The Hub (2019) suggests that
imposterism affects up to 85% of the
population at times. As such, it is a
significant issue impacting a variety of
workplace dynamics. Indeed, these feelings
of inadequacy have been shown to manifest
in generalized anxiety, a lack of self-
confidence, depression or frustration
(Chrisman et al.,, 1995). Gediman (2005)
stated that this syndrome is comprised of
fear, doubt, worry and a defective cycle of
post-success anxiety which doesn’t allow
individuals to develop and benefit from all
of their latent abilities. Individuals suffering
from imposterism feel they are not
adequately suited for their job and engage
in behaviors to prevent others from
noticing their perceived inadequacies.

Such self-perceptions issues have been
known to affect all aspects of one’s
workplace actions, for fear that some
significant person within the organization
will ‘discover” that the employee is an
impostor (Clance & Imes, 1978). As such,
when a capable person is suffering from
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imposterism, they may experience self-
doubt about their ability to secure a
competing offer from another company,
increasing their risk aversion, and
compelling them to accept the offer in hand.
Following this reasoning, we predict that:

P4: Individuals who score
imposterism  will report a
willingness to accept an offer.

high on
higher

DISCUSSION

Interest in imposterism has grown in the
past few years, with the construct gaining
attention in mainstream media (e.g.,
Leviton, 2020). In addition, labor markets
are tightening, making it more difficult to
recruit and retain capable employees. As
such, recruiters are faced with even more
uncertainty regarding which candidates to
make offers to. Understanding how
imposterism and stress (behaviors which
are observable by astute interviewers) may
serve to increase the success of recruiters in
making the right offers to the right
candidates.  Specific ~implications are
discussed below.

Practical Implications

Recruiters should know if a candidate has
the KSAs necessary for the job before the
interview, based on information contained
in the resume. During the interview, the
recruiter is assessing the extent to which the
candidate possesses the KSAs that they
claim to, as well as other soft skills and
characteristics. Our proposition that
willingness to accept an offer depends on
the level of stress and imposterism
expressed by the candidate suggests that
recruiters should be looking for signs of
these indicators. In addition, if a recruiter
feels that KSA and soft skills are acceptable,
and perceives stress or imposterism, the
recruiter should be prepared to make an
offer immediately after interviews are
concluded, to reduce the time during which
the candidate can develop feelings of stress,
loss of trust and potentially hesitancy to
accept an offer, and the probability that the
candidate receives a competing offer.

In addition, research suggests that cognitive
dissonance can be affected by reducing the



importance of the dissonant beliefs, adding
more consonant beliefs that were seen by
the individual as more significant that the
dissonant beliefs, or alter the dissonant
beliefs so that they are no longer seen as
inconsistent by the individual (Brehm &
Cohen, 1962). As the recency effects shows,
(see Baddeley & Hitch, 1993 for an
overview of the recency effect), an
individual who has recently come off a
success is likely to carry those positive
emotions forward for a period. As such, an
offer should be made to the candidate as
soon as possible (i.e., before the imposter
effects can counter the positive outcome of
the interview). Candidates may experience
cognitive dissonance during a delay
between the interview and the offer if they
may feel that they did well during the
interview, but also feel that they are not
good enough for the job (i.e. the imposter
phenomenon). The strength of the
dissonance is based upon the number of
beliefs, and the importance attached to each
belief (Freedman, 1965). Feelings of lack of
trust in the employer may exacerbate
feelings of dissonance as time passes.

Secondly, recruiters should endeavor to
foster strong feelings of trust during the
interview. Other studies have identified the
importance of trust in decisions (i.e. Furner
et al.,, 2014), and our findings highlight this
importance. Some trust-inducing behaviors
that recruiters can adopt include providing
a realistic preview of job responsibilities
rather than an overly positive preview
(Saks, 1989), espousing empathy and an
interest in the candidate, and
communicating in manor which projects
personal focus (George et al., 2004).

For career counselors, this suggests that I-
SE should be taught along with other
interview skills. Self-efficacy can be
increased with practice, meditation and
mental activities which foster a positive
attitude. Adding these to existing training
may reduce stress and imposterism,
potentially leading to better interview
outcomes.
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Theoretical Implications

In addition to extending research on
willingness to accept employment offers,
this study also extends research on
imposterism. P1 and P2 are purely
theoretical, while P3 and P4 are largely
practical. Imposterism has been treated as a
static individual characteristic (Bernard et
al, 2002), however, this study treats
imposterism as an antecedent as well as an
outcome in the employment interview
context. Our model suggests that interview
self-efficacy can be effective in not only
more impressive interview performance,
but also better in modeling behaviors which
would lead a recruiter to believe that a
candidate might accept an offer, which
could potentially result in more offers. Our
study also serves for a call for more
research on observable interview behaviors
which may serve as clues to recruiters
about the suitability of job candidates as
well as their impression of the recruiting
organization and their intentions regarding
accepting offers.

CONCLUSION

We  described how  pre-employment
interviews serve as an important
uncertainty reduction mechanism for

recruiters who seek to assess the P-] and P-
O fit of job candidates and to foster trust
which can both increase the propensity of
the candidate to accept an offer, and may
lead to better employee outcomes after the
candidate is hired. These interviews are
conducted before a candidate is selected,
and are seen by many candidates as a
stressful step in the process (McCarthy &
Goffin, 2004). Our model suggests that I-SE
can  influence observable interview
behaviors (stress and imposterism) which
in turn influence trust in an employer and
willingness to accept an offer. Implications
for recruiters including reducing the time
between the interview and the offer, while
implications for counselors and candidates
include teaching I-SE.



REFERENCES

Abraham, M., Auspurg, K. Béhr, S,
Frodermann, C., Gundert, S., & Hinz,
T. (2013). Unemployment and
willingness to accept job offers: results
of a factorial survey experiment.
Journal for Labour Market Research,
46(4), 283-305.

[Record #9 is using a reference type
undefined in this output style.]

Ayres, J., & Crosby, S. (1995). Two studies
concerning the predictive validity of
the personal report of communication
apprehension in employment
interviews. Communication Research
Reports, 12(2), 145-151.

Baddeley, A. D., & Hitch, G. (1993). The
recency effect: Implicit learning with
explicit retrieval? Memory & Cognition,
21(2), 146-155.

Bandura, A. (1983). Self-efficacy
determinants of anticipated fears and
calamities. Journal of personality and
social psychology, 45(2), 464.

Barrick, M. R., Shaffer, ]J. A., & DeGrassi, S.
W. (2009). What you see may not be
what you get: relationships among
self-presentation tactics and ratings of
interview and job performance.
Journal of Applied Psychology, 94(6),
1394.

Barron, J. M., & Bishop, J. (1985). Extensive
search, intensive search, and hiring
costs: New evidence on employer
hiring activity. Economic inquiry, 23(3),
363-382.

Bateson, J. E., Wirtz, J.,, Burke, E. F., &
Vaughan, C. ]. (2014). Sifting to
efficiently select the right service

employees. Organizational Dynamics,
43(4), 312-320.

Bennis, W., & O'Toole, ]J. (2000). Don't hire
the wrong CEO. Harvard business
review, 78(3), 170-170.

Berger, C. R. (1979). Beyond initial
interaction: Uncertainty,
understanding, and the development
of interpersonal relationships.

Language and social psychology, 122-144.

36

Bernard, N. S., Dollinger, S. J., & Ramaniah,
N. V. (2002). Applying the big five
personality factors to the impostor

phenomenon. Journal of Personality
Assessment, 78(2), 321-333.

Blatter, M., Muehlemann, S., & Schenker, S.
(2012). The costs of hiring skilled

workers. European Economic Review,
56(1), 20-35.

Brehm, J. W, & Cohen, A. R. (1962).
Explorations in Cognitive Dissonance.
Wiley.

Cappelli, P. (2012). Why good people can't get
jobs: The skills gap and what companies
can do about it. Wharton Digital Press.

Celani, A., Deutsch-Salamon, S., & Singh, P.
(2008). In justice we trust: A model of
the role of trust in the organization in
applicant reactions to the selection

process. Human Resource Management
Review, 18(2), 63-76.

Chrisman, S. M., Pieper, W., Clance, P. R,
Holland, C., & Glickauf-Hughes, C.
(1995). Validation of the Clance
imposter phenomenon scale. Journal of
Personality Assessment, 65(3), 456-467.

Clance, P. R, & Imes, S. A. (1978). The

imposter phenomenon in high
achieving women: Dynamics and
therapeutic intervention.
Psychotherapy:  Theory, Research &
Practice, 15(3), 241.

Day, R, & Allen, T. D. (2004). The
relationship between career

motivation and self-efficacy with
protégé career success. Journal of
Vocational Behavior, 64(1), 72-91.

Dirks, K. T., & Ferrin, D. L. (2001). The role
of trust in organizational settings.
Organization science, 12(4), 450-467.

Dirks, K. T., & Ferrin, D. L. (2002). Trust in
leadership: Meta-analytic findings
and implications for research and
practice. Journal of Applied Psychology,
87(4), 611-628.

Downen, T., Furner, Z., & Cataldi, B. (2018).
The effects on anchoring of increasing
quantities of disconfirming evidence.



International Journal of Management and
Decision Making.

Drake, J. O. & Furner, C. P. (2020).
Screening job candidates with social
media: A manipulation of disclosure
requests. Journal of Organizational and
End User Computing, 30(4).

Drake, J. R., Hall, D. J., Becton, B., & Posey,
C. (2016). Job Applicants' Information
Privacy Protection Responses: Using

Social Media for Candidate Screening.
AIS Transactions on HCI, 8(4), 160-184.

Eskildsen, J. K., & Dahlgaard, J. J. (2000). A
causal model  for  employee
satisfaction. Total Quality Management,
11(8), 1081-1094.

Finklea, ]J. T., & Osborn, D. S. (2019).
Understanding  the  Relationship
Between Commitment Anxiety and

Career Tension. Journal of Employment
Counseling, 56(3), 117-126.

Fisher, C. D., Ilgen, D. R., & Hoyer, W. D.
(1979). Source Credibility, Information
Favorability, and Job Offer
Acceptancel. Academy of Management
Journal, 22(1), 94-103.

Freedman, J. L. (1965). Long-term
behavioral effects of cognitive
dissonance. Journal of Experimental
Social Psychology, 1(2), 145-155.

Furner, C. P., & George, J. F. (2012).
Cultural Determinants of Media
Choice for Deception. Computers in
Human Behavior, 28(4), 1427-1438.

Furner, C. P.,, McDowell, W. C., & Zinko, R.

(2013). Media selection and the
imposter phenomenon: a
multinational investigation.

Communications of the IIMA, 13(4), 2.

Furner, C. P., Racherla, P., & Zhu, Z. (2012).
Uncertinty, trust and purchase
intention based on online product
reviews: an introduction to a
multinational  study. International
Journal of Networking and Virtual
Organizations, 11(3-4), 260-276.

Furner, C. P., Racherla, P., & Zhu, Z. (2014).
A multinational study of espoused

37

national  cultural and  review
characteristics in the formation of
trust in online product reviews.
International  Journal — of  Services
Technology and Management 12, 20(1-3),
14-30.

Gault, J., Leach, E., Duey, M., & Benzing, T.
(2018). Enhancing the value of
professional experience in
undergraduate education:
Implications for academic and career

counseling. Journal of Employment
Counseling, 55(4), 144-154.

George, J. F., Marett, K., & Tilley, P. (2004).
Deception detection under varying

electronic media and warning
conditions. 37th Annual Hawaii
International Conference on System
Sciences, 2004,

Giordano, G., George, ], Marett, K., &
Keane, B. (2011). Reviewers and the
detection of deceptive information in

recorded interviews. Journal of applied
social psychology, 41(2), 252-269.

Gist, M. E., Schwoerer, C., & Rosen, B.
(1989). Effects of alternative training
methods on  self-efficacy  and
performance in computer software
training. Journal of Applied Psychology,

74(6), 884.
Guinot, J., Chiva, R., & Roca-Puig, V. (2014).
Interpersonal trust, stress and

satisfaction at work: An empirical
study. Personnel Review.

Hub, T. (2019). Impostor Syndrome Survey
Results. Retrieved 2/15/2020 from
https:/ /www.thehubevents.com/reso
urces/impostor-syndrome-survey-

results-116/

Jennings, A. T. (2000). Hiring generation-X.
Journal of Accountancy, 189(2), 55.

Jennings, M., Werbel, ]J. D., & Power, M. L.
(2003). The impact of benefits on
graduating student willingness to
accept job offers. The Journal of
Business Communication (1973), 40(4),
289-302.

Keith, M. ], Babb, J. S., Lowry, P. B, Furner,
C. P, & Abdullat, A. (2015). The role



https://www.thehubevents.com/resources/impostor-syndrome-survey-results-116/
https://www.thehubevents.com/resources/impostor-syndrome-survey-results-116/
https://www.thehubevents.com/resources/impostor-syndrome-survey-results-116/

of mobile-computing self-efficacy in
consumer information disclosure.
Information Systems Journal, 25(6), 637-
667.

Kirkwood, W. G., & Ralston, S. M. (1999).
Inviting meaningful applicant
performances in employment
interviews. The Journal of Business
Communication, 36(1), 55-76.

Kristof-Brown, A. L. (2000). Perceived
applicant fit: distinguishing between
recruiters' perceptions of person-job
and person-organization fit. Personnel
Psychology, 53(3), 643-671.

Lauver, K. J., & Kristof-Brown, A. (2001).
Distinguishing between employees'
perceptions of  person-job and

person-organization fit. Journal of
Vocational Behavior, 59(3), 454-470.

Levashina, J., & Campion, M. A. (2009).
Expected practices in background
checking: review of the human
resource  management literature.
Employee Responsibilities and Rights
Journal, 21(3), 231-249.

Leviton, A. (2020, February 12, 2020). Got
impostor syndrome? Congratulations,
you're not a sociopath! Seattle Times.

Matteson, M. T., & Ivancevich, J. M. (1987).
Controlling work stress: Effective human
resource and management strategies.
Jossey-Bass.

McCarthy, J., & Goffin, R. (2004). Measuring
job interview anxiety: Beyond weak
knees and sweaty palms. Personnel
Psychology, 57(3), 607-637.

McKillip, J., & Lockhart, D. C. (1984). The
effectiveness of cover-letter appeals.
The Journal of social psychology, 122(1),
85-91.

Mooradian, T., Renzl, B.,, & Matzler, K.
(2006). Who trusts? Personality, trust
and knowledge sharing. Management
learning, 37(4), 523-540.

Muehlemann, S., & Leiser, M. S. (2018).

Hiring costs and labor market
tightness. Labour Economics, 52, 122-
131.

38

Nauta, A., Van Vianen, A. Van der
Heijden, B., Van Dam, K, &
Willemsen, M. (2009). Understanding
the factors that promote employability
orientation: The impact of
employability culture, career
satisfaction, and role breadth self-
efficacy. Journal of Occupational and
Organizational Psychology, 82(2), 233-
251.

O'Leary, A. (1985). Self-efficacy and health.
Behaviour Research and Therapy, 23(4),
437-451.

Quick, J. C., Quick, J. D., Nelson, D. L., &
Hurrell Jr, J. J. (1997). Preventive stress
management in organizations. American
Psychological Association.

Saks, A. M. (1989). An examination of the
combined effects of realistic job
previews, job attractiveness and
recruiter affect on job acceptance
decisions. Applied Psychology, 38(2),
145-163.

Schmit, M. J., & Ryan, A. M. (1992). Test-
taking dispositions: A missing link?
Journal of Applied Psychology, 77(5),
629.

Schoorman, F. D., Mayer, R. C., & Davis, ].
H. (2007). An integrative model of
organizational trust: Past, present, and

future. Academy of management review,
32(2), 344-354.

Serino, C. A., Furner, C. P., & Smatt, C.
(2005). Making it personal: How
personalization affects trust over time.
Proceedings of the 38th Hawaii
International Conference on System
Sciences, Waikaloa, HI.

Takahashi, T., lkeda, K., Ishikawa, M.,
Kitamura, N., Tsukasaki, T., Nakama,
D., & Kameda, T. (2005). Interpersonal
trust and social stress-induced cortisol
elevation. Neuroreport, 16(2), 197-199.

Tay, C.,, Ang, S., & Van Dyne, L. (2006).
Personality, biographical
characteristics, and job interview

success: A longitudinal study of the
mediating effects of interviewing self-
efficacy and the moderating effects of



internal locus of causality. Journal of
Applied Psychology, 91(2), 446.

Troman, G. (2000). Teacher stress in the
low-trust society. British journal of
sociology of education, 21(3), 331-353.

Turos, J. M., & Strange, C. C. (2018).
Recruiter Evaluation of Candidates
for Employment: Does Study Abroad
Make a Difference? Journal of
Employment Counseling, 55(3), 96-103.

Van Hooft, E. A., & Crossley, C. D. (2008).
The joint role of locus of control and
perceived financial need in job search.
International Journal of Selection and
Assessment, 16(3), 258-271.

Wanberg, C. R., Kanfer, R., & Rotundo, M.
(1999). Unemployed individuals:
Motives, job-search competencies, and
job-search constraints as predictors of

job seeking and reemployment.
Journal of Applied Psychology, 84(6),
897.

*k%k

39

Werbel, J. D. (2000). Relationships among
career  exploration, job  search
intensity, and job search effectiveness

in graduating college students. Journal
of Vocational Behavior, 57(3), 379-394.

Young, D. M., & Beier, E. G. (1977). The role
of applicant nonverbal
communication in the employment
interview. Journal of Employment
Counseling, 14(4), 154-165.

Zinko, R., Furner, Z. Z., Hunt, J., & Dalton,
A. (2017). Establishing a reputation.
Journal —of Employment Counseling,
54(2), 87-96.

Zinko, R., Tuchtan, C., Hunt, J., Meurs, J.,
Furner, C., & Prati, L. M. (2017).
Gossip: a channel for the development
of personal reputation. International
Journal of Organizational Analysis.



