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Abstract

Viewing dark triad as a positive personality trait, the researchers intend
to explore the constructive use of impression management with regard to
career success based on structural holes theory, paying particular
attention to social capital and network benefits as sequential mediators
between impression management and career success. A systematic
literature review was conducted comprising published research studies on
the chosen variables of interest. The researchers made use of several
websites and links, like Google Scholar, PsychINFO, ResearchGate, and
Web of Science. The systematic research was conducted to identify the
desired variables and review was summarized from 2000 to 2020.
Considering the past literature, it was proposed that impression
management improves social capital that further leads to network
benefits, thus, contributing to career success, whereas the dark triad
strengthens the relationship between impression management and social
capital. In last section, potential areas for future research in the context
of impression management and dark triad are identified and a research
agenda is put forward for the potential researchers. In future, researchers
may benefit from the proposed conceptual model and can conduct a
longitudinal quantitative research study considering the variables studied.
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A review of the bright side of dark triad and a road to career success

1. Introduction

Impression management and personality traits do have an impact on one’s career. Impression
management is a term used to describe the “interactive behaviours that individuals employ to
create, maintain, or manipulate the images that others hold of them” (Bolino et al., 2016).
Whereas a term “dark triad” is described as a combination of unacceptable personality or
individual’s traits (i.e., psychopathy, narcissism and Machiavellianism). Where impression
management is considered as a manipulating tactic, dark triad is considered as a dark side of a
personality in the literature. The hidden cost associated with the consequences of impression
management and this type of personality remained the area of interest for the researchers in
the last decade. However, the bright side and positive impact of impression management and
the dark triad on career success considering social capital and network benefits has not been
studied. In organizations, the major problem faced by the individuals adopting impression
management is that they are considered manipulative in nature. Also, the dark triad personality
is considered dark and taken as manipulative and selfish within the organization, whereas the
bright side of both, the impression management and the dark triad personality is overlooked
i.e., when they are involved in impression management to successfully build social capital and
to have access to network benefits that ultimately lead them to career success.

Coleman (1990) defines social capital as “any aspect of social structure that creates value and
facilitates the actions of the individuals within that social structure. As the creation of physical
capital involves changes in materials to facilitate production, and human capital involves
changes in an individual's skills and capabilities, similarly, social capital is created when the
relations among people change in ways that facilitate instrumental action” (Coleman, 1990).
A network can be defined as, “pattern of ties linking a defined set of persons or social actors”.
“Each person can be described in terms of his or her links with other people in the network.
The focal person in such an analysis (who is usually the person supplying the data) is referred
to as ‘ego’ and those he or she is tied to are ‘alters’ (Knoke & Kuklinski, 1982)”.

Burt (1992) emphasis on the “pattern of relationships” between the “alters” within “ego’s
social network™. It is considered that a structural hole is present between the two alters who
are not associated to each other. According to structural holes theory, “it is advantageous for
ego to be connected to many alters who are themselves unconnected to the other alters in ego's
network”. As per Burt's theory (1992; 1997), “networks rich in structural holes provide an
individual with three primary benefits: more unique and timely access to information, greater
control over resources and outcomes, career mentorship, and greater visibility and career
opportunities throughout the social system”. The concept of structural holes has a bridging
property of ties.

The structural holes theory emphasizes on the “pattern of the ties” between the “alters”.
Impression management effects career success and are mediated by three network related
benefits i.e., access to information, access to resources, and career sponsorship. Career success
is measured as the frequency of promotions during a career, the current salary and career
related satisfaction. It is considered that a structural hole is present between the two alters
when they are not associated to each other (Burt, 1992). An ego acts as a bridge between the
two alters who are not connected or associated to one another. According to Burt (1992), this
pattern brings advantages to ego, where an ego may be able to exchange information received
from one alter or/to the other. Ego benefits organization by providing information and
coordinating activities between disconnected alters (Burt, 1997). Now by applying this

LASSIJ, 2021, 5(2), 61-78 62



F. Tariq, M. Amad, & L. Lingjie

concept to the proposed research model, we assume that individual indulge themselves in
impression management to develop social ties with different alters in order to get an easy
access to information, resources and career mentorship that would ultimately benefit them in
their career success, in terms of promotion, salary raise or in finding a new job.

This study demonstrates how impression management leads to career success through social
capital and network benefits. The authors studied in detail the role of dark triad personality
characteristics at workplace and situations where dark triad personality characteristics can
result in positive outcomes. Also, the human capital and social capital outcomes are elaborated
considering the past literature. This research study is significant as it examines the positive role
of impression management and considers the bright side of dark triad and how it moderates the
relationship between impression management and social capital. The research authors have
utilized structural holes theory as an overarching theory that has been rarely used by past
researchers while studying dark triad and career success. Based on the previous research studies
and the assumptions of structural holes theory, it is assumed that the impression management
will contribute to social capital i.e., building social structure that will improve network benefits,
thus, leading to career success, whereas the relationship between impression management and
social capital will be strengthen in case of dark triad personality traits.

2. Research methodology

This research study is qualitative in its nature. A systematic literature review was conducted
comprising published research studies on the chosen variables of interest i.e., impression
management, social capital, network benefits, career success and dark triad. We conducted a
computerized search and made use of several websites and links like, Google Scholar,
PsychINFO, ResearchGate, and Web of Science. The systematic research was conducted to
identify the desired variables and review was summarized from the year 2000 to the year 2021.
Past literature on the selected variables were studied, the relevant literature was extracted and
analysed, the potential areas for research suggested by previous researchers were listed down
and the conceptual model links were made as per the assumptions of structural holes theory.

3. Bright side of dark triad and a road to career success: A review

Impression management in organizations can be defined as “interactive behaviours that
individuals employ to create, maintain, or manipulate the images that others hold of them”
(Bolino et al., 2016). Impression management allow individual to adapt to social standards,
gain credit, avoid blaming, retain or improve their self-concept, self-image, and exercise
powers (Tedeschi, 2013). Individuals involves in impression management and strive to impact
the perception that others hold about them (Jones & Pittman, 1982; Rosenfeld et al., 1995).
Past research studies have found that individuals are involved in impression management in
order to secure financial resources (Collewaert et al., 2021), to seek jobs (Ellis et al., 2002) and
to achieve great career success. Few research scholars have studied impression management
with Organizational Citizenship Behaviour (OCB) (Wulani et al., 2021), leader-member
exchange (Wulani et al., 2021), and with Machiavellianism as a predictor of impression
management (Uppal, 2021).

Social capital reflects “a complex set of dynamic relationships that exist within an
organization”. Different research scholars have theorized social capital as a set of resources
entrenched in relationships (e.g., Burt, 1992). It focuses on developing social ties and the
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advantages associated with the structural holes that exist within the social networks (Adler &
Kwaon, 2002). Also, social capital can be described as, “some aspect of social structure that
facilitates certain actions of individuals within the structure” (Coleman, 1990, p. 302). Past
research scholars have studied social capital with managerial behaviours (Li et al., 2014),
innovativeness (Wang et al., 2017), and different leadership styles (Raja et al., 2018). It has
been studied with several positive outcomes like employee performance (Hador, 2016), and
career success (Ouerdian & Mansour, 2019).

The network benefits include access to information, monetary or tangible resources, and wide
visibility, mentorship or career sponsorship within a social network. It is assumed that within
an organization, distinct functional groups exchange information across other groups as
different groups has different views or information that can help to attain the required
resources. Also, the social contacts that are at higher levels of the organization will also be
advantageous for the other person in several ways as individuals at higher level positions in
the organization occupy greater authority than those at lower-level positions. Individuals at
higher level positions contain greater access to information and also carry a broader
perspective on the organization’s relevant issues based on which incumbents can make career
related decisions (Edstrom & Galbraith, 1977). Scholars have studied network benefits with
the mentoring received and training and development (Ouerdian, & Mansour, 2019).

Career success has been a focus of attention to researchers since 1970 (Sullivan & Baruch,
2009). What are the factors that predict career success is an important question not for the
individuals only but for the organization as well (Arthur et al., 2005)? Career success is
categorized as objective career success and subjective career success. Also, this has received
much attention in research work (Arthur et al., 2005). Objective career success is, “directly
observable by others and that is measurable in a standardized way (Arthur et al., 2005) by
weighing a person’s career against societal norms concerning salary, job level, promotion
history, or occupational prestige (Dries et al., 2009)”, whereas, subjective career success is
defined as, “the focal career actor’s evaluation and experience of achieving personally
meaningful career outcomes” (Shockley et al., 2016). It is perceived as vocation related
satisfaction (Seibert et al., 2013) or perceived career success (Heslin, 2003). Previously,
proactive career behaviours (Smale et al., 2019) and career enhancing opportunities are
identified as supporting blocks to career success (Hagtvedt et al., 2019). In literature, career
success has been studied with organizational embeddedness (Kiazad et al., 2020).

Term the “dark triad” is described as, “constellation of three empirically related yet
theoretically distinct dimensions of exploitative personality; subclinical narcissism, subclinical
psychopathy, and Machiavellianism” (Paulhus, & Williams, 2002). Such traits are linked to the
unacceptable workplace behaviours, such as workplace deviance, speaking lie, and less
involvement in the OCB (Zettler & Solga, 2013). Still, the dark triad personality traits can be
contemplated as a distinctive construct towards positive outcomes (Jones & Paulhus, 2010;
2011; 2014). Past literature has studied dark triad with seven deadly sins (Brud et al., 2020)
and big five traits (Jonason & Sherman, 2020). According to scholars, the dark triad
(Machiavellianism, narcissism, and psychopathy) have certain disregard towards others
wellbeing, callousness and disagreeableness (Jones & Figueredo, 2013). Moreover, within the
dark triad literature, the recent calls highlight a need to understand under what condition and
situation, the dark triad personality traits can be adaptive (Schyns, 2015). It has been found that
the literature is silent regarding the bright side of the dark triad.
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Machiavellianism is a personality trait that depicts “ingenious, selfish, and manipulative people
using deceitful strategies to pursue their goals”. Psychopathy is categorized by “selfishness,
impulsivity, shallowness, lack of remorse or empathy and manipulating nature”. Narcissists
regularly seek attention, appreciation, and encouragement and have superiority complex. They
love to be admired and often act cruelly and without empathy. Machiavellianism refers to “a
strategy of social conduct that involves manipulating others for personal gain, often against the
other's self-interest” (Wilson et al., 1996). Individuals with Machiavellianism personality traits
lack empathy (Paal & Bereczkei, 2007), feel selfish, they manipulate and exploit others for
self-benefit, and also speak lie (Jones & Paulhus, 2009). They overlook the rule of mutually
exchanged benefits (Gunnthorsdottir et al., 2002). Besides this, several factors reflect that
Machiavellianism is related to extra-role behaviours positively. Jonason et al. (2012) revealed
that using soft tactics encompassing OCB like cooperating with others, helping behaviour,
extending favour, or impression management, is related to Machiavellianism. Individuals with
Machiavellianism traits may incline towards impression management and display OCB to build
positive impression (Bereczkei et al., 2010). Whereas psychopathy is “a personality trait
involving an arrogant and deceitful interpersonal style, and an impulsive and irresponsible
behavioural style” (Boey & Vantilborgh, 2016).

The subclinical psychopathy is associated with the lack of sensitivity or empathy toward others
(O’Boyle et al, 2013), cruelty, impulsivity, lack of empathy (O'Boyle et al., 2015) and
sympathy towards others. On the other hand, narcissism can be labelled as individuals who are
categorized by dominance, entitlement, impressiveness, and superiority complex. Narcissists
view themselves as highly worth, have self-love, and believe themselves as superior to others
(Paunonen et al., 2006). The “negative characteristics (of narcissism) principally have to do
with the tendency to exploit others for personal gain and benefit. This disposition is due to the
narcissist's sense of entitlement” (Paunonen et al., 2006). Narcissist individuals believe that
mutually benefitting other and rules of responsibility are not for them (Campbell et al., 2000).
However, there is a bright side of subclinical narcissism and they are motivated to participate
in impression management (Bourdage, et al., 2012), utilization of soft tactics (Jonason et al.,
2012), and also have identity needs (Jones & Paulhus, 2010).

This study has contributed by expanding research in the field of impression management. It
has added value to the literature available on the chosen variables of interest by integrating and
interlinking structural holes theory to explain how individuals through impression management
develop social capital and achieve career success. This is significant because research has yet
to explore and identify the positive use of impression management and the bright side of dark
triad personality traits that can affect individual’s career positively. In addition, the field of
career success is underexplored. Thus, there was a need to explore the underexplored but
potentially thought-provoking, new or alternative approaches that play vital role in predicting
career success (Spurk et al., 2019). Also, several different mediating mechanisms predicting
career success are the area of interest for researchers (Spurk et al., 2019). There is a lack of
research study that could study the achievement and dealing with career success through career
counselling or mentorship (Spurk et al., 2019).

Considering the prevailing interest of researchers in the field of impression management and
the dark triad personality, this is surprising that in past, limited research studies had been
conducted linking the bright side of the dark triad and discretionary behaviours (Spain et al.,
2014) and other positive related outcomes in the workplace. Previously, the traits of dark triad
were examined separately despite the covariance among them (Jonason et al., 2012). There
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was a need to explore the situational and target characteristics that impact impression
management effectiveness (Bourdage et al., 2017). There is a need to determine the social
capital framework, the outcomes of social capital and the association between human capital
and social capital (Suseno & Rowley, 2016). Researchers have called attention to consider the
constructs that may help to elucidate the relationship between social capital and career success
(Ouerdian & Mansour, 2019).

The purpose of this research is to utilize the structural holes theory as an overarching theory to
support the bright side of impression management and dark triad and how it leads to career
success through building social networks. This research study makes theoretical contribution
to the literature, as it investigates the positive side of impression management and how an
individual utilize his impression management skills and adopt it as a behaviour to build social
capital and to attain network benefits which ultimately impact their career success. The
mediating role of social capital is adding value to the literature as it is answering how social
capital can lead to network benefits. Consequences of social capital and antecedents of career
success are also explained. The role of social capital and network benefits is crucial in
determining the outcomes. However, the bright side of dark triad personality also have role in
impression management and building social capital. Within this framework, it is possible to
assume that both impression management and social capital are very important to reach desired
career objectives (career success).

3.1.  Impression management

Individuals are concerned about the self-image and how others perceive them. Impression
management enables individual to adapt to social standards, gain credit or stop blaming, retain
or improve their self-image, and exercise power (Tedeschi, 2013). Impression management at
workplace denotes such behaviours that individuals adopt to build, retain or transform the self-
images and perceptions that others perceive about them (Bolino et al., 2015). In past, the
research scholars have examined the significance of impression management at workplace and
its advantages and disadvantages in diverse work settings. There are five dimensions of
impression management (Jones & Pittman, 1982) that includes exemplification, self-
promotion, ingratiation, (positive dimensions of impression management), intimidation, and
supplication (negative dimensions of impression management) (Bolino & Turnley, 1999).
Exemplification is “an attempt to appear dedicated by going above and beyond the call of
duty”. Ingratiation is “the use of flattery or doing favours for others in order to be viewed as
likeable”. Self-promotion involves “the use of self-directed compliments in order to make the
target view the self as competent”. Supplication “advertises the misgivings or shortcomings of
an individual in an attempt to appear needy”. Lastly, intimidation is, “an attempt to be viewed
as dangerous, coercive, or threatening”. Here, we have considered only the positive
dimensions of impression management. Research studies have found that individuals behave,
display or portray actions to transform their self-image and the perceptions about them in their
networks (Bolino et al., 2016).

A career refers to “the occupational positions a worker holds over time” (Dessler et al., 2015).
According to Arthur et al. (2005) career means “sequence of an employee’s work experience
over years; the desirable outcome of this experience is called career success”. Whereas Dries
(2011) defines it as “when employees succeed in achieving meaningful goals, they see
themselves as successful”. Career success represents “the achievement of meaningful
outcomes in an individual’s work overtime” (Arthur et al., 2005). Career success is divided
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into two categories. Subjective career success such as satisfaction, achievement and objective
career success include increment, salary, promotion and role. Organizational commitment, job
satisfaction and work engagement are positively associated with career success (Ballout, 2009).
Findings of the previous empirical research direct that individual observes and is conscious
about their self-image in the workplace (Smith & Webster, 2017), mainly when social factors
may affect their career. Past research has found that people who are engaged in impression
management receives benefits and rewards discordant with other members than those who are
not engage in impression management. Also, impression management when used positively
leads to better work performance (Guo et al., 2019), thus contributing to career success.

Under the structural holes theory which posits that this is advantageous for ego to be associated
or connected to different alters with in a social network. Thus, we argue that impression
management through different mediating mechanism will affect an individual’s career
positively. Thus, it is proposed that:

Proposition 1: Impression management is positively related to career success.
3.2.  Social capital

According to Nahapiet and Ghoshal (1998), social capital is composed of three distinct
dimensions. These dimensions comprise of a structural dimension that depicts the flow and
strength of relationships within the network. The structural dimension comprises the resources
that enable or facilitate the communication, information sharing, and the degree to which the
pattern of ties and networks within the organization facilitates others. The second dimension
includes the cognitive dimension that denotes the “shared representations, interpretations, and
systems of meaning among parties” (Nahapiet & Ghoshal, 1998). The cognitive dimension
represents the shared values, purpose, beliefs and norms within the social network at
workplace. Third dimension includes relational dimension that reflects the trust, commitment
and obligations as a result of the sequence of the interaction.

Social capital at workplace provide network benefits in terms of access to information, material
or monetary resources, projection, acceptability, mentorship or support within a network. Thus,
successfully developing a social capital in the workplace has a vitality in getting network
benefits and career success in terms of getting hired in an organization, building or maintaining
a strong reputation (Diekmann et al., 2015), receiving promotions (Blickle et al., 2011), and
proficiently utilizing the social network for personal and organizational benefit (Bolino et al.,
2015). Researchers have investigated the significance and usefulness of impression
management. Similarly, it is important to understand impression management’s behavioural,
cognitive and other outcomes (e.g., Barsness et al., 2015). Also, there was a need to explore
and comprehend the factors that stimulates individual to engage in diversified pattern of ties,
networks, or impression management (Bolino et al., 2015). Individuals engage in impression
management to form or retain their self-image in order to improve or grow their social capital
(Baron & Markman, 2000), and avail mentorship, career enhancing sponsorship opportunities
or resources (Wayne & Liden, 1995).

The benefits of building social capital may be wide and may involve capability to collect
information, avail power related opportunities within social network and identification of novel
opportunities (Adler & Kwon, 2002). Network benefits are the key variables in structural holes
theory that include access to information, resources and career mentorship. These network
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benefits are the effects of social capital that an individual built at workplace. Having an ease
access to the information, support in terms of mentorship or sponsorship and access to other
resources like funds, tools, supplies, and space may affect feelings like psychological
empowerment (Spreitzer, 1996), control, autonomy, and competency (Gist & Mitchell, 1992).
Thus, who feel greater psychological empowerment will feel more satisfied with his career
progress. Also, having relevant information related to the organization helps an individual to
attain the needed and required resources and in time. Thus, information opens avenues towards
resources. These network benefits can be availed through advanced social capital. The scholars
have identified a positive link between impression management and social networking
(McAllister et al., 2018). Thus, aligned with the structural holes theory that explains that an
ego tied to different alters in a social network will have an easy access to three different types
of network benefit.

It is argued that individuals through impression management build network of ties with
different alters to get an easy access to different network benefits (access to information,
resources, and sponsorship). Hence, it is hypothesized that:

Proposition 2a: Impression management is positively related to social capital.
Proposition 2b: Social capital mediates the relationship between impression management and
network benefits.

3.3. Network benefits

In structural holes theory, social capital effects career related outcomes through several
network benefits such as ease access to information, resources, and sponsorship. It is assumed
that an employee's contact with members within functional department or other departments at
workplace will provide access to information. Though, other functional departments may have
other resources to provide but the resources available might not be as useful as the available
information to be utilized and exchanged across the functional boundaries. In addition, the
social capital at higher positions in the organization can provide network benefits and resources
or sponsorship, thus effecting career as compared to the social capital on other hierarchical
positions or in other functional departments.

Probably, the social capital available in the organization at high hierarchy that possess
autonomy and authority may facilitate one in building, developing or strengthening one’s
career than other social capital at low hierarchy. The social capital at high hierarchy provides
much relevant information and perspective about an organization that can be helpful for an
individual at the time of career related decision making (Edstrom & Galbraith, 1977). Also,
the social contacts at higher level (positions) have more authority to make decisions or allocate
resources than the social contacts at low hierarchical position. Individuals with social power
occupy more authority and control to influence or allocate resources. Also, there is a possibility
that the social contacts may have affiliation with other social capital with social powers in the
organization, thus, having easy and quick access to resources (Thompson, 1967). Hence,
maintaining social and developmental ties with contacts at high hierarchy may facilitate an
individual to avail network benefits and provision of career mentorship. Mentoring refers to
“a developmental relationship in which a less experienced organization member receives help
and guidance from a more experienced member whose intent is to improve the career
opportunities and growth of the junior person” (Kram & Isabella, 1985).
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Individuals are expected to pay attention to the workplace social situations and social
networking. Individual builds social capital to avail the benefits associated with the networks.
Thus, it will open avenues towards career success. Social networking will increase access to
information, resources and career mentorship. High manager involvement or mentorship will
provide knowledge and facilitate to improve the work-place skills of employees. Individuals
strive to develop linkages to gather information, access to resources and mentorship to protect
his or her career. They pretend to be helping and faithful. Thus, appearing to be faithful and
altruistic is a significant behaviour that facilitates an individual to become a part of the
organizational social structure or system (LePine et al., 2002). Individuals utilize their social
capital and make use of network benefits for goal setting, career opportunities and career
success (Uppal, 2021, McAllister et al., 2018). Hence, engagement in impression management
is a manner through which individual can build or extend his or her social capital in order to
have access to network benefits to achieve career success. Based on structural holes theory
which posits that the social capital will lead to an individual’s easy access to different network
benefits which will ultimately lead to an individual’s career success, it is argued that:

Proposition 3a: Social capital is positively related to network benefits.
Proposition 3b: Network benefit mediates the relationship between social capital and career
success.

3.4. Career success

The research scholars have taken initiative and considered organizational, demographics,
motivational, human capital, work-family, and other variables to develop career success
models. Although, a variety of research has been done on the antecedents of career outcome,
but the role of dark triad and impression management have not been fully explored. Importance
of impression management cannot be ignored, and it is advised to build networks, thus,
facilitating to achieve career related goals (e.g., Bolles, 1992). The organizational research
takes into account both intrinsic and extrinsic career outcomes (Seibert et al., 1999; Wayne et
al., 1999). Extrinsic career outcomes cover the objective and measurable achievements e.g.,
salary and promotions, whereas intrinsic career outcomes are subjective e.g., feelings of
satisfaction, identification and accomplishments during a career. According to research
scholars, cited constructs are related and distinct as well (Wayne et al., 1999). Also, both
constructs are imperative as together they represent both conventionally considered criteria of
career success like salary, promotion, etc., and the subjective feelings of career success
satisfaction, achievements, etc. (Seibert et al., 1999).

There are two reasons to expect network benefits i.e., access to information and resources as
an avenue to objective career success. Firstly, immense information or resources improves
individual’s work performance. Availability of information and provision of resources are the
elements that develops a feeling of empowerment and a sense of belongingness in an
individual thus, leading to increased motivation and improved work performance (e.g.,
Spreitzer, 1996). Burt (1992; 1997) claimed that individuals who are capable to utilize their
positions within social networks as a boundary spanner, adds greater value to the organization.
Indeed, uniqueness within the social network is linked to job performance (Sparrowe et al.,
2001). Thus, aligned with the assumptions of structural holes theory, we argue that:

Proposition 4: Network benefit is positively related to career success.
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3.5. Dark triad

There are few reasons to assume that dark triad is related to impression management. For
instance, individuals with high level of dark triad assume that they can take advantages by
indulging themselves in impression management. Hence, individuals high on dark triad are
“selfish” and non-altruistic (Konrath et al., 2016; O'Boyle et al., 2015). Thus, impression
management may lead to numerous benefits. For instance, individual might expect reciprocity
and realizes that impression management supports acceptability (Pontari & Schlenker, 2006)
that enables power privilege (Schlenker, 1980), and expects that other resources and benefits
can be accessed through self-image. Also, individuals with dark triad are less concerned about
what is right or honesty (Muris et al., 2017) and manipulates others. Considering this,
individual high on dark triad assumes that they can benefit themselves more from impression
management. Indeed, some dark triad seems to be linked with the benefits associated with
impression management (Hart et al., 2018).

The dark triad refers to “a constellation of undesirable personality traits (i.e., narcissism,
psychopathy, and Machiavellianism)”. It is in the limelight of the researchers. As,
Machiavellians care about their career, and they manipulate others for their own benefit or
cause (O'Boyle et al., 2013), hence, it is assumed that individuals with dark triad will be
involved in impression management. Although Machiavellians may find impression
management as uninteresting, the concern for career success will be the reasons for engaging
in impression management. It has been found in previous research studies that Machiavellians
are involved in impression management to impress the target to achieve career success (Uppal,
2021, Blickle et al., 2020). Good impression management will develop social capital and it will
highlight different network benefits towards career success. Narcissist has a potential to
become competent or at least appear competent at workplace. Also, narcissists are inclined
towards self-promotion (Kowalski et al., 2018) and expect appraisals too (Maccoby, 2000).
This enables them to adapt to different circumstances at workplace. Thus, narcissists indulge
themselves in impression management to build social capital. Appearing altruistic towards
others and the organization possibly leads to recognition and admiration from other co-workers
(Halbesleben et al., 2010). Individuals with psychopathy traits involve themselves in
impression management for their personal benefits. Individuals high in psychopathy exhibit
strong communication skills in social settings and are politically astute (Babiak, 2007). They
perceive that establishing ties and facilitating others at workplace is socially beneficial. Besides
this, engaging in helping behaviour enables an individual to be a part of social or political
gatherings within organization and also promotes goodwill.

For individuals with dark triad, impression management brings distinctive opportunity to take
advantage from being indulged in impression management and to maintain or build ties with
other friends or colleagues and to resolve their issues with rivals (Kessler et al., 2010).
Assuming their aggressive and antagonistic nature, dark triad personalities tend to irritate or
create trouble for others (Furnham et al., 2013), thus, resulting in the increased number of
rivals. However, as individual with dark triad has to fulfil his or her interest and also for the
personal benefits, he or she maintains some level of amicability in the social circle. Thus, the
dark triad is related to be a part of alliance to avail associated benefits (Jonason et al., 2012)
and portraying a charismatic image (Jonason et al., 2012). Based on structural holes theory, it
is argued that the dark triad is related to enhanced application of impression management to
build social networks for their personal benefits (McAllister et al., 2018). Thus, under
structural holes theory, it is argued that as dark triad personalities have greater concern for their
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career, therefore, they will tend to be involved in impression management to build and extend
their social networks with different alters that will have a positive effect on their career success
through network benefits.

Proposition 5: Dark triad moderate the relationship between impression management and
social capital in such a way that the relationship will be stronger in presence of
dark triad personality traits.

Figure 1: Conceptual framework of study; research model depicts a sequential mediation model
considering social capital and network benefits as mediators and career success as an outcome. It also
depicts dark triad as a moderator between impression management and social capital.

Dark Triad

Network Benefits:
(access to
information, access
to resources and
access to career
mentorship)

Impression Career Success

Management

Social Capital

4. Conclusion

Impression management plays a crucial role in an individual’s life because it affects an
individual’s career outcomes. Dark triad personality is famous for being manipulative and
selfish. In this research study, we have discussed the positive role of impression management
to develop social networks that will lead to three network benefits i.e., access to information,
resources and sponsorship. These network benefits as a result will aid in career success.
Individual who are high on dark triad, they are being having concern about their career, will
indulge themselves in impression management to build high social networks and to privilege
themselves with the network benefits, ultimately, enjoying fruitful career outcomes.

4.1.  Practical and theoretical implications

This study adds value to the existing literature. This study seeks to identify the bright side and
moderating role of dark triad towards impression management, and network benefits. The aim
of this study was to study and supplement the literature on the positive role of impression
management and to view the bright side of dark triad and its effect on career outcomes.
Moreover, it has studied the impression management and its positive role towards career
success. Social capital is studied as a contributor towards network benefits and career success.
This research study offers useful insights for the practitioners as well. The employees should
pursue social resources and develop social capital to achieve a greater career success. The
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undesirable personality traits such as being self-directed or being other-oriented perfectionism
are if adaptive or if combined with other personality traits, may have positive results. The
managers should identify those personalities and should also try to recognize those traits that
can be used as adaptive.

Organizations should facilitate informal and personal learning of both mentor and protégés
where they can discuss with each other what they need to learn from other. Individuals should
be provided mentorship and training programs to make an adaptive use of impression
management without putting others in harm and maintain integrity. For organizations, our
findings imply that impression management has a significant role in employee’s career success,
and individuals with dark triad can better utilize their personality traits by positively adopting
impression management that will help them in building or maintaining social capital, thus,
leading in achieving access to different network benefits within organization, affecting their
career. It adds in the literature of impression management and career success, as this research
study has taken the new outcomes of impression management and rarely considered antecedent
of career success. Therefore, this study has peculiar distinction as compare to other studies. By
taking dark triad as a moderator between impression management and social capital, this study
contributes theoretically. It highlights the situation, under which dark triad can come up
adaptive. This study promotes the bright side of dark triad, which if can be considered and
utilized positively, can help in achieving positive career outcomes.

4.2.  Limitations and future research suggestions

There are limitations that can serve as avenues for future research studies. Firstly, research is
needed to determine the role of impression management during an interview or how it works
for the new entrants in developing social capital and attaining mentorship affecting their career
outcomes. In addition, a longitudinal research study can be conducted considering the studied
variables of interest. Also, there is a need to explore other mediating mechanisms between
impression management and career success. The antecedents of impression management and
other outcomes of career success effecting employee wellbeing and health can be a focus of
research. Besides this, other boundary conditions, personality traits, employee self-concept or
other contextual factors can serve as a better option for future research. Moreover, there is a
need to examine the role or location of contacts that affects access to information, resources,
and sponsorship opportunities differently at different stages of a career. Also, future researchers
can explore the type of mentoring provided by each mentor and under what kind of leadership
style, individuals are more inclined towards impression management.
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