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ABSTRACT

In psychology, impostor syndrome refers to a cognitive distortion that prevents individuals from experiencing

a genuine sense of accomplishment in relation to their work performance. The condition was first identified

in 1978 by psychologists Pauline Rose Clance and Suzanne Imes, who initially believed it to be a phenomenon
primarily affecting women. However, subsequent research has shown that impostor syndrome impacts
approximately 70% of employees at some point in their careers.

This study examines the prevalence of the phenomenon among the surveyed workers, identifies who is most
affected, and explores its impact on individual performance and career development. Another important
objective is to determine the extent to which the syndrome hinders or, conversely, motivates individual
performance.

The research was based on a questionnaire survey conducted in spring 2022 among Hungarian employees. The
survey assessed the prevalence of impostor syndrome by gender, age, and education level. Respondents were
also asked about the age at which the phenomenon first appeared, the number of years of work experience since
its onset, and its perceived impact on their job performance. The data were analysed using cross-tabulation and
statistical testing.

The results indicate that impostor syndrome remains present in 86.4% of respondents, while only 13.6%
reported that it has diminished with age and work experience. The phenomenon primarily affected women with
auniversity degree, for whom it represented a persistent and ongoing sense of internal anxiety. The intensity
of impostor syndrome tends to decrease with age and experience, showing a mild to moderate effect over

time. Overall, the findings suggest that the syndrome may have a slightly positive effect on performance, as its
inhibiting influence tends to weaken with increasing age.

The findings of this study provide valuable insights into the manifestation of impostor syndrome within the
Hungarian labour market and its implications for job performance. Moreover, they establish a foundation for
future international comparative studies, enabling analyses across different cultural and economic contexts.
Future research could expand the sample size, explore sectoral and regional specificities, distinguish between
managerial and non-managerial roles, and examine the characteristics of impostor syndrome among younger
workers (under 25) who are at the beginning of their careers.
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INTRODUCTION

The term ‘lucky cheater’ describes a feeling associated
with impostor syndrome, where someone doubts their
achievements and believes their success comes from
luck or having unintentionally misled others rather
than from their own abilities. Impostor syndrome, also
known as the imposter phenomenon or impostorism,
was first described by psychologists Clance and Imes
(1978), who surveyed more than 150 highly qualified
women excelling in their professional or academic
pursuits to explore how they perceived their achieve-
ments. (In this study, the term impostorism is used in-
terchangeably with impostor syndrome, as both refer
to the same psychological phenomenon.) Although
these women received regular external validation and
positive feedback for their accomplishments, they did
not internalize these experiences as genuine success-
es and therefore perceived themselves as “impostors.”
When asked about the reasons for their achievements,
some participants attributed them to luck, while others
felt that their abilities were overestimated by others.

Clance and Imes argued that this mental frame-
work of imposter syndrome was shaped by factors
such as gender stereotypes (for example, the belief
that a successful woman loses her femininity, which
can make success appear threatening) and certain
family dynamics. Their research suggested that the
women in the study experienced symptoms of gener-
alized anxiety, self-doubt, depression, and frustration,
all stemming from their inability to meet self-imposed
performance standards. Overall, the impostor phe-
nomenon describes a psychological experience of in-
tellectual and professional fraudulence (Clance & Imes,
1978).

The concept of imposter syndrome, first intro-
duced by Clance and Imes (1978), describes individuals
who typically demonstrate high levels of achievement
yet experience persistent anxiety regarding their suc-
cess. This anxiety arises from the belief that, despite
outward accomplishments, they are not as competent
as others perceive them to be. Because they fail, or
only partially succeed, in internalising their achieve-
ments, they experience continuous psychological
stress. In this state, individuals live with a constant fear
that their perceived fraudulence might be exposed to
others, will eventually be exposed to others (Clance &
Imes, 1978).

Later, Harvey and Katz (1985) identified three
principal indicators of the syndrome. According to their
findings, impostor syndrome may be present if a per-
son (1) believes they are deceiving others into overes-
timating their abilities; (2) attributes personal success
not to ability or knowledge, but to external factors
such as luck or an evaluator's misjudgement; and (3)
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lives in constant fear of being exposed as a fraud.
Young (2011) observed that individuals affected

by impostor syndrome are often adept at rationalis-

ing their success. Common self-reflective explanations
include statements such as: “l was lucky,” “l was just in
the right place at the right time,” “I'm successful because
they like me,” “If I can do it, anyone else can,” “I had a lot
of help,” “I had good connections,” “They just wanted to
be nice to me,” or “They just felt sorry for me” (Young,

20M, pp. 18-19).

In our study, we seek to answer the following re-
search questions:

(1) How widespread is this phenomenon in today's
Hungarian labour market?

(2) Who is affected by it? (in the research, we con-
sider it necessary to analyze male and female
participants separately, given that gender may
influence the development of the variables under
investigation) and, last but not least,

(3) What impact does it have on individuals’ work
performance and career development?

(4) T o what extent does the syndrome hinder or, con-
versely, motivate individual job performance?

We also assume that if imposter syndrome is re-
garded as a stress factor, its effects cannot be exclusively
negative. Following Selye's (1976) concept of stress, en-
countering stressors may in fact be beneficial, provided
that individuals understand the underlying mechanisms
and are able to adapt their life philosophy accordingly.

Based on these research questions, we formulat-
ed the following three hypotheses:

H1: The syndrome primarily affects women with
tertiary education.

H2: As work experience increases, the intensity of
impostorism decreases.

H3: Impostorism negatively affects individual career
development.

In this paper, we first identify which groups are
most affected by imposter syndrome according to the
literature. We then present the methodology and main
findings of our research conducted in Hungary, evalu-
ate which of our hypotheses are supported, and con-
clude by outlining directions for future research on this
topic.

WHO IS AFFECTED BY IMPOSTOR SYNDROME?

Clance and Imes initially believed that the impostor
phenomenon primarily affected women and was close-
ly linked to the world of work. However, subsequent
studies (Harvey, 1981; Cozzarelli & Major, 1990; Leary
et al,, 2000) have shown that no clear—let alone sig-
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nificant—gender differences can be associated with
impostorism. According to some authors (Kolligian &
Sternberg, 1991), impostor syndrome is most prevalent
among young people at the beginning of their careers
and tends to decline with age, or appears among in-
dividuals with little or no formal education. This claim,
however, was challenged by Vergauwe et al. (2015),
who found that impostor feelings are also common
among experienced managers with proven track re-
cords, for which no straightforward explanation was
evident.

Over time, researchers have increasingly agreed
that the development of the syndrome is linked to the
specific, often disadvantaged, circumstances of the
individual. Those entering education or employment
with some form of pre-existing difficulty or disadvan-
tage experience heightened pressure to perform. This
pressure to conform, coupled with a fear of failure, in-
tensifies the stress associated with potential “exposure”
as a fraud (Austin et al,, 2009; Bernard et al., 2018). For
these individuals, coping with imposter feelings can be
particularly challenging.

Feenstra et al. (2020) further argue that the in-
dividual's specific—often protected—characteristics
may play such a significant role in the development of
impostor syndrome that overcoming it on an individu-
al level may be nearly impossible. They emphasise the
importance of organisational factors: if organisations
actively challenge societal prejudices and stereotypes
and cultivate inclusive cultures that reinforce individ-
uals’ sense of belonging, members of disadvantaged
groups may become more resilient to the onset and
escalation of the syndrome.

Regarding its impact, Neureiter and Traut-Mat-
tausch (2016) found that impostor syndrome func-
tions as an internal barrier to career advancement. It
is negatively associated with work-related outcomes
and can consequently lead to lower earnings and di-
minished job satisfaction.

Researchers agree that imposter syndrome can-
not be regarded as a mental iliness or even as a stable
personality trait. Rather, it is a phenomenon that man-
ifests as an aversive emotional state and can affect
many individuals in various situations, including private
life (Kolligian & Sternberg, 1991; Leary et al,, 2000).

The scientific study of impostor syndrome in Hun-
gary is still lacking, although Felicia Szél's (2021) book
on the topic has undoubtedly contributed to raising
public awareness. As it is not a clinical diagnosis but
an emotional condition that may serve as a significant
source of stress both privately and professionally, most
of the Hungarian literature on the topic appears in
non-academic forms—such as blogs or popular psy-
chology websites—that explain it as an everyday psy-
chological phenomenon. At the same time, impostor
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syndrome has been addressed in a broader, primarily
social-psychological context in some Hungarian aca-
demic works (Kovécs, 2007; LaszI6fi, 2020).

Although without scientific significance, it is
worth noting that several well-known artists have
publicly stated that they have experienced symptoms
of impostor syndrome, including Tom Hanks, Michelle
Pfeiffer, and Emma Watson.

THE RESEARCH METHODOLOGY

The scale most commonly used to measure the im-
postor phenomenon was developed by Clance in 1985,
known as the Clance Impostor Phenomenon Scale
(CIPS) (Clance, 1985). This instrument assesses wheth-
er, and to what extent, the characteristics associated
with fear of exposure are present in an individual.

Two other instruments have also been developed
to identify impostor experiences: the Harvey Impostor
Phenomenon Scale (HIPS) (Harvey, 1981) and the Per-
ceived Fraudulence Scale (PFS) (Kolligian & Sternberg,
1991). Among the three, the CIPS and HIPS are con-
sidered the most accurate and reliable (Hoang, 2013;
Chrisman et al., 2015). The CIPS measures three main
dimensions of fear: fear of evaluation, fear of failure,
and fear of not being as competent as others.

In our research, we conducted an online quanti-
tative survey based on the Clance Impostor Phenom-
enon Scale (CIPS) in the spring of 2022. Data were
collected from individuals randomly reached by the
researchers; therefore, the sample is not representa-
tive. Although this sampling method does not allow
for statistical representativeness, it ensures access to
a demographically varied group of participants. The
questionnaire also included general background ques-
tions about sex, age, and the highest level of education,
allowing us to describe the diversity of the sample. This
heterogeneity supports the exploratory aims of the
study. Among the general data of the questionnaire,
we asked about the gender, age and highest level of
education of the respondents.

While retaining the 20 scale-based items of the
original CIPS, we added seven additional items de-
signed to capture more individualised aspects of the
respondents’ experiences. Thus, a modified and ex-
panded version of the classic CIPS was used to enable
a more nuanced and differentiated assessment of the
impostor phenomenon among participants.

Responses were recorded on a 10-point scale,
which can be aggregated to a 5-point scale if neces-
sary, ensuring comparability with previous studies that
employed different measurement formats. The re-
sponses were evaluated according to the criteria pre-
sented in Table 1.
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TABLE 1 Classification of Imposter Phenomenon Scores

MANAGEMENT, VOL. 30, 2025, NO. 2, PP. 157-174

The imposter phenomenon scale

Classification of the evaluation

0-80 None to mild impostorism
81-120 Moderate impostorism
121-160 Significant impostorism
161-200 Intense impostorism

SOURCE: own construction based on Clance (1985)

TABLE 2 Detailed test results in the age group 26-35

Female Male
Test results Secondary level of | University Elementary Secondary University
X level of edu-
education degree school . degree
cation

None to mild Impostorism 2 7 2
Moderate impostorism 2 8 1 4
Significant impostorism 1 7 1
Intense impostorism 1 1 2

SOURCE: own construction

RESEARCH RESULTS

Our research was based on a sample of 180 respond-
ents, which allowed us to analyse the distribution of
participants across different age groups. We chose to
examine age because, in line with the findings of Kol-
ligian and Sternberg (1997), we assumed that the prev-
alence or intensity of the phenomenon might decrease
with age.

With one exception, the sample included nearly
equal proportions of adults in each age group: 21.7%
were aged 26-35, 18.9% were 36-45, 37.2% were 46—
55, and 19.4% were over 55 years old. Participants un-
der the age of 25 represented only 2.8% of the sample.

In addition to age, the questionnaire collected
information on gender, level of education, whether
respondents currently experience or have previously
experienced imposter syndrome, whether it had re-
solved, and—if so—what impact it had on their work
performance.

Overall, 70.2% of respondents were female and
27.8% were male. In terms of education, 84.4% held a
tertiary degree, 15% a secondary qualification, and 0.6%
a primary education. Detailed results are presented by
age group in the following sections.

In the 26-35 age group, 39 respondents com-

pleted the questionnaire. Of these, 26% were male
and 74% female. The majority (79%) held a university
degree, 18% had completed secondary education, and
only 3% had a primary-level education.

As shown in Table 2, within this age group—re-
gardless of the level of impostorism—female re-
spondents and those with higher educational attain-
ment were predominant (74% and 79%, respectively).
In terms of classification, the most common category
was moderate impostorism (38%).

When asked whether they still experience symp-
toms of imposter syndrome, 37 respondents (94%) an-
swered yes. Two respondents reported that they had
previously experienced this syndrome during their ca-
reers—one during 5-18 years of work experience and
the other after 25 years of work experience—but had
not experienced it at the time of the survey.

An interesting finding in this age group concerns
the direction of the impact of internal anxiety on work
performance. For the majority of respondents (64%),
anxiety related to potential “exposure” had an inspira-
tional rather than detrimental effect on performance,
while only 10% reported that it had a clearly negative
impact.

Among respondents aged 36-45, 76% were fe-
male and 24% were male. In terms of education, 97%
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TABLE 3 Detailed test results in the age group 36-45
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Test results

Female

Male

Secondary level
of education

University degree

Secondary level of
education

University degree

None to mild impostorism

16

5

Moderate impostorism

4

2

Significant impostorism 1

SOURCE: own construction

TABLE 4 Detailed test results in the age group 46-55

Female Male
Test results Secondary level o Secondary level of o
of education University degree education University degree
None to mild impostorism 1 29 5 9
Moderate impostorism 10
Significant impostorism 4 4 1 1

SOURCE: own construction

held a university degree, while 3% had completed
secondary education. Table 3 shows a distribution of
impostorism levels similar to that of the previous age
group, with a slight predominance of moderate impos-
torism (62%).

A total of 34 respondents belonged to this age
group, of whom 30 reported that they still experience
imposter syndrome. Four respondents indicated that
the condition had subsided, typically after 9-10 years
of work experience and upon reaching the age of 25—
30.

Perceived internal anxiety had a similar effect on
work performance as in the previous age group: for the
majority of respondents (55%), it acted as a motivating
rather than hindering factor, while 1% experienced im-
poster syndrome as a distinctly aggravating influence
on performance.

In the 46-55 age group, there were 67 respond-
ents. Of these, 72% were female and 28% were male. In
terms of education, 84% held a university degree and
16% had completed secondary education.

As shown in Table 4, imposter syndrome remained
prevalent among respondents with higher education,
typically to a slight or moderate extent. However, the
proportion of respondents classified as experiencing
significant impostorism increased compared with the

younger age groups.

When asked whether they still experience im-
poster syndrome, 53 respondents answered yes, while
12 indicated that they had experienced the condition
only at an earlier stage of their lives. Most of these
respondents reported changes occurring around the
ages of 35, 40, 45, 48, and 49, corresponding to ap-
proximately 10, 15, 20, and 25 years of professional ex-
perience.

Notably, 71% of respondents—the highest pro-
portion across all age groups—stated that this inter-
nal anxiety served as a stimulus for their work perfor-
mance, while 10.5% viewed it as a hindrance.

Among respondents aged 55 and above, 31% were
male and 69% were female. In terms of education, 86%
had completed university studies and 14% had com-
pleted secondary education. Similar to the pattern ob-
served in Table 4, impostor syndrome appeared only
to a mild extent, most frequently among women with
university education.

According to the questionnaire, 27 respondents
reported that they were currently experiencing im-
poster syndrome, while six stated that they were not.
Among this group, the ages most frequently men-
tioned as the point at which the condition had ceased
were 30, 40, 55, 59, and 60.
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TABLE 5 Detailed test results in the age group 55 above

MANAGEMENT, VOL. 30, 2025, NO. 2, PP. 157-174

Female Male
Test results University desree | S€condary level of University Secondary level of
ydeg education degree education
None to mild impostorism 3 14 2 6
Moderate impostorism 4 3
Significant impostorism

SOURCE: own construction

In this age group, 65% of respondents indicated
that imposter-related anxiety motivated their work
performance, while only one respondent felt that
it hindered it. Presumably due to their greater pro-
fessional experience and routine, this age group also
showed the highest proportion of individuals whose
performance was not fundamentally affected by the
phenomenon.

RESULTS OF STATISTICAL SURVEY
Testing relationships between variables

We used IBM SPSS software to perform the statistical
analyses. After the descriptive statistics, tests of as-
sociation were conducted to determine whether sig-
nificant relationships could be detected between age
group, level of education, and the strength of impos-
torism.

First, the normality of the data distribution across
age groups was examined at the 5% significance level.
According to the Shapiro-Wilk test (W(180) = .884, p
= .000), all variables had p < 0.05, indicating that the
residuals could not be considered normally distributed.
A similar result was obtained for education: the Shap-
iro-Wilk test (W(180) = 462, p = .000) also showed
p < 0.05 for all variables tested, confirming that these
variables were not normally distributed either.

However, this deviation from normality is not
problematic given the large sample size, as the Central
Limit Theorem supports the robustness of the analysis
under such conditions.

In accordance with standard practices in behav-
ioral and social science research, statistical significance
in this study is determined using two thresholds. Re-
sults with a p-value of less than 0.05 are deemed sta-
tistically significant. Meanwhile, findings with a p-val-
ue between 0.05 and 0.10 are considered marginally
significant.

1. Relationship between age group and imposterism
To investigate H: the hypothesis that feelings of im-
postorism decrease with increased work experience,
we analyzed whether the intensity of impostorism
varies significantly across different age groups. We
compared the four levels of impostorism within each
age category to identify any patterns related to age.

For respondents aged 26 to 35, the Levene test
showed that the variances for mild and moderate im-
postorism are equal (F = 1393, p = .241). The t-test
results indicate a statistically significant difference
between mild and moderate impostorism within this
age group (t (180) = —3.836, p < .05). The mean values
suggest that individuals in the 26 to 35 age group tend
to experience moderate impostorism more frequently
(M =1.00) compared to mild impostorism (M = 0.12).

n the same age group, the Levene's test indicat-
ed equal variances when comparing significant and
strong impostorism (F = 0.270, p = .605). The t-test
results showed no significant difference between sig-
nificant and strong impostorism (t (180) = 0.257, p =
.798); therefore, we accept the null hypothesis (Ho).
The mean values suggest that this age group is slight-
ly more prone to significant impostorism (M = 0.34)
compared to strong impostorism (M = 0.31).

In the 36-45 age group, the Levene test showed
that the variances were equal for both mild versus
moderate impostorism (F = 3.707, p = .057) and signif-
icant versus strong impostorism (F = 0407, p = .525).
For the comparison of mild versus moderate impos-
torism, the t-test result (t (180) = 0.713, p = 477) did
not reveal a significant difference, leading to the ac-
ceptance of the null hypothesis (Ho). Similarly, for sig-
nificant versus strong impostorism, the t-test result (t
(180) = —-0.321, p = .749) was not substantial, and Ho
was also accepted. Based on the mean scores, the 36—
45 age group is characterized by mild impostorism (M
= 0.21), strong impostorism (M = 0.19), and significant
impostorism (M = 0.16), while moderate impostorism
is not typical for this group.

In the 46-55 age group, the assumption of ho-
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mogeneity of variances was not upheld when compar-
ing mild and moderate impostorism, as indicated by
Levene's test (F = 10216, p < .05). Therefore, Welch's
t-test was employed for analysis. The results of the
Welch test revealed a statistically significant difference
between mild and moderate impostorism, with t (180)
=8.753 and p < .05. This suggests that individuals in the
46-55 age group are more likely to experience mild
impostorism (M = 0.43) than moderate impostorism
(M =0.00).

Furthermore, when comparing significant and
strong impostorism within the same age group, Lev-
ene’s test indicated that the assumption of homoge-
neity of variances was satisfied (F = 0.098, p = .755).
The t-test results showed no statistically significant
difference between significant and strong impostor-
ism, with t (180) = -0.158 and p = .875, leading to the
acceptance of the null hypothesis (Ho). In terms of
mean scores, this age group is most affected by strong
impostorism (M = 0.31), while significant impostorism
(M = 0.30) is only slightly less prevalent.

For the 55+ age group and mild versus moderate
impostorism, the assumption of homogeneity of var-
iances was violated (F = 5.037, p < .05), and therefore,
Welch's t-test was applied. The Welch test result indi-
cates a statistically significant difference between mild
and moderate impostorism (t (180) = 5575, p < .05).
Consistent with the mean values, respondents aged
55 and above are predominantly characterised by mild
impostorism (M = 0.24), while moderate impostorism
is virtually absent.

For the comparison between significant and
strong impostorism within the 55+ age group, homo-
geneity of variances was again violated (F = 5.021, p
< .05), so Welch's t-test was used. The result (t(180) =
1118, p = .267) shows no statistically significant differ-
ence between significant and strong impostorism, and
therefore Ho is accepted. Based on the mean scores,
this age group exhibits higher levels of strong impos-
torism (M = 1.00), with notable but lower levels of sig-
nificant impostorism (M = 0.85).

2. Results of the tests on the relationship between
education and impostorism:
To address hypothesis H, which suggests that im-
postorism is more common among individuals with
tertiary education, we investigated whether the in-
tensity of impostorism varies based on educational
attainment. To explore this, we compared levels of im-
postorism between respondents with secondary ed-
ucation and those with tertiary education across four
categories of impostorism.

Secondary education and mild to moderate impos-
torism

The assumption of homogeneity of variances was
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confirmed (Levene's test: F = 1975, p = 163). The re-
sults of the t-test indicate that there is no statistically
significant difference in impostorism levels between
individuals experiencing mild and moderate impostor-
ism among those with secondary education (t (102) =
-0.582, p = .562). However, the mean values suggest
that respondents with secondary education display
slightly higher moderate impostorism (M = 1.00, SD =
0.000) compared to mild impostorism (M = 0.85, SD
= 0.356).

Secondary education and significant to strong im-
postorism

Levene's test indicated that the variances were
not equal (F = 41139, p < .001), so we applied Welch's
t-test. The results of the Welch test revealed a statis-
tically significant difference at the 5% level between
significant and strong impostorism among individuals
with secondary education (t(74) = 2.909, p = .004).
The mean values suggest that respondents with sec-
ondary education predominantly experience signif-
icant impostorism (M = 0.93, SD = 0.255), although
strong impostorism (M = 0.63, SD = 0.471) is also pres-
ent.

University education and mild to moderate impos-
torism

Levene's test indicated that the variances are ho-
mogeneous (F = 1.975, p = 163). However, the t-test
did not reveal a statistically significant difference be-
tween mild and moderate impostorism among re-
spondents with tertiary education (t (102) = 0.582, p
= .562). Based on the means, individuals with tertiary
education are primarily characterized by mild impos-
torism, while moderate impostorism is nearly non-ex-
istent. Mild impostorism was notably more prevalent
among individuals with tertiary education (M =115, SD
= 0.356), while moderate impostorism was nearly non-
existent in this group (M = 0.00, SD = 0.000).

University education and significant to strong im-
postorism

Levene's test indicated unequal variances (F =
63.353, p < .001); therefore, Welch's t-test was used.
The results of the Welch test reveal a statistically sig-
nificant difference between significant and strong im-
postorism among individuals with tertiary education
(t(74) = -3.336, p < .001). The mean values suggest
that respondents with tertiary education are more fre-
quently characterized by strong impostorism (M = 0.3],
SD = 0.471), while significant impostorism occurs less
often (M = 0.05, SD = 0.21).

Multinomial regression model
Method of analysis

A multinomial logistic regression was conducted
to estimate the probability that respondents fall into
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TABLE 6 Explanatory variables used in multinomial logistic regression

Explanatory variable

Content of the question asked

Answer options

Gender

1= Male

2 = Female

Age

1= under 25 years
2 = between 26-35 years
3 = between 36-45 years
4 = 46-55 years

5 = Over 55 years

Education

1 = Basic degree

2 = Intermediate

3 = Advanced

SOURCE: own construction

one of four categories of impostorism: mild, moderate,
significant, or strong. All analyses were performed at a
5% significance level.

The total sample size is N =180, which meets the
recommended minimum of ten observations per es-
timated parameter for multinomial models. However,
the distribution of respondents across the outcome
categories is uneven, with only two respondents in
the “moderate impostorism” category. While the over-
all sample size is adequate, the sparsity of data in this
category limits the stability and interpretability of the
parameter estimates. As a result, coefficients for this
level should be interpreted with caution.

Consistent with the assumptions of multinomial
logistic regression, the model does not require normal-
ly distributed residuals or homogeneity of variances;
however, it does assume independence of observa-
tions and the absence of multicollinearity among pre-
dictors.

Appendix 2 presents diagnostic residual plots (in-
cluding a histogram and P-P plot), which reveal no-
table deviations from normality. These deviations do
not violate the model assumptions but are reported for
transparency in diagnostic reporting.

The independent variables included in the model
are summarized in Table 6. In multinomial logistic re-
gression, which involves a dependent variable consist-
ing of four categories, the model estimates three logit
equations. Each equation compares one outcome cat-
egory to a chosen reference group. These comparisons
allow us to analyze how changes in the explanatory
variables influence the likelihood of belonging to each
impostorism category.

In multinomial logistic regression, the depend-
ent variable has four outcome categories. The analysis
estimates a single model that consists of three logit
equations, each comparing one outcome category to
a designated reference category. This structure allows
the model to assess how changes in the independent
variables affect the probability of membership in each
impostorism category relative to the reference group.
For clarity, the reference category in our analysis is the
“strong impostorism” group, against which all other
categories are compared.

One of our primary research objectives is to eval-
uate the hypothesis (Hs) that impostorism negative-
ly impacts individual career development. To assess
whether the intensity of impostorism is associated
with factors that influence career progression, we
use a multinomial logistic regression framework. We
will examine this hypothesis in the following section,
where we will present the empirical results of the re-
gression model.

Empirical results

The number of respondents and the percentage dis-
tribution for each value of the dependent variable are
presented in Table 7 below.

The test of model fit includes a likelihood ratio ¥
test that compares the full model, which includes all
explanatory variables, to a null model containing no
predictors. The result of this test (x*(21) = 45425, p =
.002) indicates that the full model provides a statisti-
cally significant improvement in fit over the null model,
meaning that the independent variables meaningfully
contribute to explaining impostorism group member-
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TABLE 7 Sample distribution of the dependent variable in the multinomial regression model

Item number (N) Marginal Percentage
None to mild impostorism 102 56.7%
) Moderate impostorism 2 11%
Impostorism — - -
Significant impostorism 44 24.4%
Intense impostorism 32 17.8%
Total 180 100.0%

SOURCE: own construction

TABLE 8 Sample distribution of the dependent variable in the multinomial regression model

Item number (N) Marginal Percentage
None to mild impostorism 102 56.7%
) Moderate impostorism 2 11%
Impostorism — - -
Significant impostorism 44 24.4%
Intense impostorism 32 17.8%
Total 180 100.0%

SOURCE: own construction based on database

ship. Detailed results of this comparison are provided
in Appendix Table 1 (Model Fitting Information).

To further evaluate model adequacy, we report
three commonly used pseudo R? indicators: Cox and
Snell R* = 223, Nagelkerke R*> = .256, and McFadden R?
= 123. These values, which are summarized in Appendix
Table 2 (Pseudo R-Square Statistics), provide a meas-
ure of how much variance in the outcome variable is
explained by the model.

Although pseudo R? values are not directly com-
parable to those used in linear regression, values in this
range—particularly McFadden's R*>—are generally re-
garded as indicating acceptable model performance in
behavioral research contexts. In more accessible terms,
these indicators confirm that the model we developed
predicts the categorization of individuals into different
impostorism levels significantly better than random
chance. As shown in Appendix Table 3, the reported
pseudo R? values demonstrate that the model is ca-
pable of identifying meaningful relationships between
impostorism and explanatory variables such as age,
gender, and education. While the model fit is not per-
fect, it aligns with accepted standards in psychological
and social science research. For all multinomial com-
parisons, the “strong impostorism” category served as
the reference category.

Furthermore, the results include likelihood ratio

tests for the overall contribution of each independ-
ent variable to the model (Table 8), helping us iden-
tify which predictors have the strongest effect on the
probability of belonging to a particular impostorism
category

Using the conventional a = .05 threshold, the
dummy variable representing women was found
to be a statistically significant predictor at the 5%
significance level.

The predictive values from the multinomial logis-
tic regression model are shown in Table 7. The coef-
ficients indicate how the explanatory variables affect
the odds of belonging to a particular impostorism cat-
egory compared to the reference group.

This part of the output also shows how well the
model performs in predicting impostorism category
membership. The classification accuracy of the cate-
gories is reflected in the row percentages, which repre-
sent the proportion of correctly classified cases within
each impostorism category.

The model correctly predicted 87.3% of individ-
uals in the mild impostorism category (89 / (89 + O
+9 +4) x100). In addition, 29.5% of individuals in the
significant impostorism group and 12.5% of those in
the strong impostorism group were correctly classified.

Overall, the model performed well in predicting
cases of mild impostorism; however, when considered
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Mild Moderate Significatn Strong %
impostorism impostorism impostorism impostorism
None to mild impostorism 89 0 9 4 873
Moderate impostorism 0 0 2 0 0,0
Significant impostorism 28 0 13 3 29,5
Intense impostorism 20 0 8 4 12,5
% 76,1 0,0 17,8 6,1 58,9
SOURCE: own construction based on database
TABLE 10 Parameter estimation, first category
Mild impostorism
B Std.Error Sig Exp(B)
Intercept -.013 1207 991
Female_Dummy -.695 .556 212 499
Comparative_Dummy -146 542 788 864
Superlative_Dummy -1.001 .000 1.000 367
Age_26-35_dummy 1173 1.266 354 3.230
Age_36-45_dummy 2014 1.297 121 7493
Age_46-55_dummy 2.350 1.237 058 10.486
Age_Above55_dummy 2942 1337 028 18.949

SOURCE: own construction based on database

as a whole, it showed relatively low accuracy across
all four categories, with an overall classification rate of
58.9%.

The regression coefficients presented in Table 8
identify which independent variables significantly pre-
dict the likelihood of belonging to the mild, moderate,
or significant impostorism categories. The first set of
coefficients pertains to mild impostorism.

The age category variable was treated as cate-
gorical, with each category represented by a dummy
variable comparing older groups to the youngest ref-
erence group (under 25 years). All four age-related co-
efficients were positive, with only the last two reaching
statistical significance.

Specifically, the variable Age_46-55_dummy (b
= 2.350, SE = 1.237, p < 1) was significant at the 10%
level, while Age_55+_dummy (b = 2.942, SE =1.337,p
<.05) was significant at the 5% level. These results sug-
gest that respondents aged 46-55 and 55+ are more
likely to fall within the mild impostorism category and
less likely to belong to the moderate or significant
groups than those aged under 25.

The odds ratios (Exp(B)) show that, compared
to respondents under the age of 25 (who serve as the
reference group), individuals aged 46-55 and those
aged 55 and older have significantly higher odds of
being classified in the mild impostorism category. Spe-
cifically, the likelihood of being categorized as experi-
encing mild impostorism is approximately 10.5 times
greater for respondents aged 46-55 and 18.9 times
greater for those aged 55 and older, in comparison to
the under-25 group.

Given the small number of respondents under 25
(n = 5), further detailed analysis is limited. However,
four of these individuals experienced moderate or sig-
nificant impostorism, which may reflect employers’ in-
creasingly high expectations of young workers early in
their careers (Téthné & Kelemen-Erdés, 2020).

For the second category, moderate impostorism,
none of the variables were significant.

Compared to the first model, the predictor var-
iable “education” shows that the variable “secondary
level” (b = 14.52, s.e. = 858, p = .000) is positive and
statistically significant. The corresponding odds ratio
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Moderate impostorism
B Std.Error Sig Exp(B)
Intercept -8430 32822.099 1.000
Female_Dummy -13.962 280.745 960 8.640
Comparative_Dummy 3763 32375.801 1.000 43.057
Superlative_Dummy -9.248 32382.392 1.000 9.633
Age_26-35_dummy 5.657 534.223 .999 286.334
Age_36-45_dummy -7.906 5427.005 .999 .000
Age_46-55_dummy -7436 5411402 .999 .001
Age_Above55_dummy -7.210 5429.689 999 001
SOURCE: own construction based on database
TABLE 12 Parameter estimation, third category
Significatn impostorism
B Std.Error Sig Exp(B)
Intercept 17139 3926142 997
Female_Dummy -.852 622 170 426
Comparative_Dummy 14.520 858 .000 6.689
Superlative_Dummy -18.887 3926.142 997 6.275
Age_26-35_dummy 844 1323 524 2326
Age_36-45_dummy 273 1.386 844 1315
Age_46-55_dummy 612 1322 643 1.844
Age_Above55_dummy 1304 1429 362 3.683
SOURCE: own construction based on database
(Exp(B)) is greater than 1, indicating that individuals ~ DISCUSSION

with higher educational attainment are more likely
to experience significant or strong impostorism than
those with lower levels of education.

These findings are consistent with earlier re-
search by Clance & Imes (1978) and Vergauwe (2015),
who also reported that impostorism tends to be more
pronounced among highly qualified and professionally
experienced individuals. Possible explanations include
internal anxiety linked to pressure to conform, low
self-esteem despite success, perfectionism, fear of
being “found out,” and heightened perceived prestige
loss.

Our aggregated results show that impostor syndrome
is still present in 86.4% of the research participants
(69% women, 31% men, most of them holding a uni-
versity degree), while only 13.6% felt that it had disap-
peared with age or increasing professional experience.

At the beginning of our research, we formulated
three hypotheses, the acceptance or rejection of which
indicate specific trends in the prevalence of impostor
syndrome in Hungary:

Hi was accepted. Women with tertiary education
demonstrated a higher likelihood of belonging to the
more severe impostorism categories, indicating that
this demographic group is disproportionately affected
by impostor-related experiences.

H. was also accepted. Using age as a proxy for
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Negative
impact: 17
pers. (10%)

Neutral impact:

FIGURE 1 The effect of impostor syndrome on work performance

SOURCE: own construction based on research results

work experience, the analysis showed that older re-
spondents were significantly more likely to fall into
the mild impostorism category. In contrast, younger
individuals were more often found in the moderate or
severe categories. These findings support the assump-
tion that impostorism tends to decrease with the ac-
cumulation of professional experience.

Hs was accepted as well. Higher levels of impos-
torism were linked to declines in perceived work per-
formance and lower career confidence, demonstrating
that impostorism negatively impacts individual career
development (Figure 1).

Overall, nearly two-thirds of participants (n = 116)
reported that impostor syndrome had a positive effect
on their work performance, 47 felt no particular effect,
and 17 reported a negative effect. Consequently, the
third hypothesis is not supported. According to Gresh-
am-Dolby (2022), mentors in workplace mentoring
programs are well positioned to have a positive impact
on their mentees’ imposter syndrome. Recognizing
imposter syndrome and providing the necessary re-
sources promotes mentees’ professional development
and sense of security, thereby advancing their career
development.

Among those who indicated that the internal
stress associated with the syndrome had lessened
or disappeared over time, most said this typical-
ly occurred before the age of 40. Responses to this
open-ended question included statements such as:

“I am a perfectionist, so it persists to some extent
even now.”

“A positive attitude toward life and the positive

feedback | received later helped eliminate this feeling.”

“Life and work experience mitigate it.”

“Success lies in education and knowledge.”

“Experience abroad and developing foreign lan-
guage skills made me more self-confident.”

“Self-awareness helps.”

Several respondents also suggested that impos-
torism and its resolution are not necessarily linked to
age or work experience but rather represent a psycho-
logical pattern rooted in childhood experiences, which
can only be overcome with external support or ther-

apy.

CONCLUSION

The results of this pilot study provide valuable pre-
liminary insights; however, the limited sample size
constrains the extent to which robust, generalizable
conclusions can be drawn. Given the novelty of the
research topic, our foundational investigation fo-
cused on the Hungarian labour market, allowing for
an initial, localized exploration of the phenomenon.
Nonetheless, a key objective for future work is to ex-
tend this research through international comparative
studies, with the aim of identifying cross-cultural and
structural variations in the manifestation of impostor
syndrome and enhancing the external validity of our
findings.

Further in-depth research based on a larger and
more diverse sample is essential to examine the phe-
nomenon across sectoral, geographic, and occupation-
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al dimensions. Particular attention should be paid to
how impostor syndrome manifests among young, ear-
ly-career employees, who may be especially vulner-
able to distortions in self-assessment and perceived
competence. Another promising direction for future
research involves identifying employer-side tools and
strategies that could prevent or mitigate the develop-
ment of internalized anxiety among employees.

The present survey does not address how the ef-
fects of impostor syndrome on individual performance
may vary depending on contextual factors such as in-
dustry, leadership role, work mode (in-person, remote,
or hybrid), the competitiveness of organizational cul-
ture, the measurability of work outcomes, and organ-
izational attitudes toward success and failure. These

LUCKY CHEATERS: UNDERSTANDING THE HUNGARIAN
PROFESSIONAL ENVIRONMENT EFFECTS OF THE IMPOSTOR
SYNDROME

factors are clearly relevant and warrant dedicated ex-
amination in subsequent studies. Consistent with the
findings of Kolligiani and Sternberg (1991), who report-
ed that impostorism is most prevalent among individ-
uals at the beginning of their careers, further domestic
investigation of this age-related pattern would be of
considerable value.

It would also be useful to assess whether the
self-reported performance-enhancing effect of im-
postor syndrome corresponds to objectively measured
performance appraisals by employers. A deeper under-
standing of this discrepancy is important, as untreat-
ed impostor syndrome can impose a major emotional
burden on individuals and may lead to burnout or de-
pression in the long term.
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APPENDIX 1

TABLE 1 Model Fitting Information

Model Fitting Criteria Likelihood Ratio Tests
Model AlC BIC -2 Log Likelihood Chi-Square df Sig
Intercept Only 131,935 141,514 125,935
Final 128,510 205141 80,510 45,425 21 ,002
SOURCE: own editing
TABLE 2 Goodness of Fit
Chi-Square df Sig
172 Pearson 28,433 33 694
Deviance 29,595 33 637

SOURCE: own editing

TABLE 3 Pseudo R-Square

Cox and Snell 223
Nagelkerke 256
McFadden 123

SOURCE: own editing

APPENDIX 2

Normal P-P Plot of Regression Standardized Residual

Dependent Variable: Imposztorizmus
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FIGURE 1 PNormal P-P Plot of Regression Standardized Residual Dependet Variable

SOURCE: Based on IBM SPSS
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SRETNI VARALICE: RAZUMIJEVANJE UCINAKA SINDROMA VARALICE NA
MADARSKO PROFESIONALNO OKRUZENJE

SAZETAK

U psihologiji, sindrom varalice odnosi se na kognitivno iskrivljenje koje sprjecava pojedince da dozive istinski
osjecaj postignuca u odnosu na svoj radni ucinak. Stanje su prvi put identificirale psihologinje Pauline Rose
Clance i Suzanne Imes 1978. godine, koje su isprva vjerovale da je to fenomen koji prvenstveno pogada Zene.
Medutim, naknadna istrazivanja pokazala su da sindrom varalice pogada otprilike 70% zaposlenika u nekom
trenutku njihove karijere.

Ova studija ispituje prevalenciju fenomena medu ispitanim radnicima, identificira tko je najvise pogoden i
istrauje njegov utjecaj na individualni ucinak i razvoj karijere. Drugi vazan cilj je utvrditi u kojoj mjeri sindrom
ometaili, obrnuto, motivira individualni ucinak.

Istrazivanje se temeljilo na anketnom istrazivanju provedenom u proljece 2022. medu madarskim
zaposlenicima. Istrazivanje je procijenilo prevalenciju sindroma varalice prema spolu, dobi i razini obrazovanja.
Ispitanici su takoder pitani o dobi u kojoj se fenomen prvi put pojavio, broju godina radnog iskustva od njegovog
pocetka i njegovom percipiranom utjecaju na njihovu radnu uspjesnost. Podaci su analizirani koriStenjem
unakrsne tablice i statistickog testiranja.

Rezultati pokazuju da sindrom varalice ostaje prisutan kod 86,4% ispitanika, dok je samo 13,6% izjavilo da se
smanjio s godinama i radnim iskustvom. Fenomen je prvenstveno pogadao 7ene sa sveucilisnom diplomom, za
koje je predstavljao uporan i trajan osjecaj unutarnje tjeskobe. Intenzitet sindroma varalice obicno se smanjuje
s godinama i iskustvom, pokazuju¢i blagi do umjereni ucinak tijekom vremena. Sveukupno, nalazi sugeriraju

da sindrom moze imati blago pozitivan ucinak na radnu uspjesnost, jer njegov inhibirajui utjecaj obicno slabi s
porastom dobi.

Nalazi ove studije pruzaju vrijedne uvide u manifestaciju sindroma varalice na madarskom trZistu rada i njegove
implikacije na radnu uspje$nost. Stovise, oni postavljaju temelj za budu¢e medunarodne komparativne studije,
omogucujudi analize u razli¢itim kulturnim i ekonomskim kontekstima. Buduca istrazivanja mogla bi proSiriti
velicinu uzorka, istraziti sektorske i regionalne specificnosti, razlikovati menadzerske i nemenadzerske uloge
te ispitati karakteristike sindroma varalice medu mladim radnicima (mladima od 25 godina) koji su na pocetku
svoje karijere.
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