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Do you find your rising stars hit an invisible glass ceiling, beyond which they 
either leave or stop performing to the level you expect?

Do you have highly able team members who struggle to deliver on time, despite 
clear objectives?

Do you find that your high-flyers work long hours and then go off sick, when you 
need them most?

Do you have teams that people secretly acknowledge are toxic, but you can’t 
seem to fix the problem?

Are you struggling to break through barriers on productivity? Performance? 
Profit?

Then Imposter Syndrome could be to blame.

The landmark 2019 Imposter Syndrome Research Study shows that the 
phenomenon could be costing British businesses billions…

… yet hardly any of them have processes in place to identify employees who are 
struggling with it - or strategies to support them.

IS 
IMPOSTER 
SYNDROME 
PRESENT 
IN YOUR 
BUSINESS?
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KEY FINDINGS

The research was carried out to 
professional research standards 
and included fifty qualitative 
interviews and 2,000 
respondents on a quantitative 
survey. 

Respondents were self-selecting 
and included men and women, 
with and without Imposter 
Syndrome,  mainly UK-based, 
from solo businesses through to 
FTSE-100 companies.

It was led by Clare Josa, who 
has a background in Masters-
Degree-level research and was 
formerly Head of Market 
Research for one of the UK’s 
most disruptive brands.

Ø Imposter Syndrome doesn’t just affect women - the research found that both 
men and women are affected at similar rates, though they handle it 
differently. 
Men are more likely to ‘push on through’, leading to mental health issues. 
Women are more likely to let it stop them from taking opportunities to shine 
or going for promotions.

Ø No business is immune - incidence rates were similar for all business sizes, 
except for start-ups, where it was lower, but still a problem. Yet hardly any 
businesses had policies in place to detect Imposter Syndrome or training to 
support people struggling with it.

Ø The research showed that Imposter Syndrome has a major impact on 
people’s individual and team performance, team dynamics, productivity and 
profit.

Ø Imposter Syndrome is a driving factor in star performers leaving a company 
and stalled personal development.

Ø It plays a key role in the gender pay gap and gender-related glass ceilings, 
even in firms with proactive policies to close the gender pay gap.
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HOW IS 
IMPOSTER 
SYNDROME 
AFFECTING 
YOUR 
BOTTOM 
LINE?

The 2019 Imposter Syndrome Research Study shows that 49% of male 
respondents and 52% of female respondents had struggled with Imposter 
Syndrome ‘regularly’ or ‘daily’ in the past year.

Imposter Syndrome doesn’t just affect an 
individual’s performance. 
It can lead to addictions and mental health issues, affecting productivity and 
attendance. 

It can damage team dynamics and create a toxic working environment. 

It can lead to subconscious self-sabotage at a personal level on projects that affect 
the company’s bottom line.

49% 52%
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HOW 
IMPOSTER 
SYNDROME 
HURTS 
PEOPLE
PERFORMANCE
PRODUCTIVITY
PROFIT

Not spoken up with my ideas or kept quiet when I 
knew I had the answers.
… which means their employer missed out on great ideas that would 
have had the potential to innovate or to increase employee or 
customer satisfaction.

56%

25%

35%

31%

Turned down opportunities I secretly wanted.
… meaning the employer has missed out on the potential that person could 

bring to the business. It can stall a person’s personal and professional 
development and even affect staff retention, as they blame their employer 

for their lack of advancement, despite it being Imposter Syndrome that led to 
them not taking the opportunities to shine. 

Not completed important projects.
… despite clear objectives and appraisals. The fear of being ‘found out as a 

fraud’ leads people to avoid challenging projects, not to return important client 
calls, and to leave business-critical work to the last minute, using ‘deadline 

adrenalin’ to push themselves through. This affects performance, productivity 
and profit, not just for that individual, but for those who work with them.

Not put myself forward for a promotion or award.
… not achieving this recognition is a major factor in challenges with talent 
retention. Not only does the employer miss out on that person’s skills in a 
higher-profile role, but if they leave (which star performers do, if they feel they 
have stopped growing), it can cost tens of thousands to replace them and 
cover their role during the recruitment and on-boarding process.
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Q: WHICH OF 
THESE 
WARNING SIGN 
BEHAVIOURS 
ARE YOU 
SEEING IN 
YOUR 
COMPANY?

Not taken credit for my success or claimed it was a 
team effort.
… this means employers are not seeing the full potential of their 
employees, and are more likely to overlook them for projects for which 
they are ideally suited. This also impacts the gender pay gap and 
gender parity in senior roles. Employers are likely to lose out on 
promoting someone who would have been great for a role, or lose 
them altogether because they don’t get the advanced opportunities 
they deserve.

50%

37%

72%

62%

Not asked for a pay rise I knew I had earned.
… this can trigger resentment, even though it was the employee’s decision. 
With women, it makes them more likely to apply externally for a promotion, 

because they don’t want to negotiate internally, which has a direct impact on 
the gender pay gap.

I get stuck in negative thinking / inner critic.
… this self-talk cycle stifles creativity and innovation, increases stress and 

anxiety, and can trigger conflict and challenges with team relationships. Being 
stuck in a rut of negative thinking makes it hard for people to come up with 

great ideas or to be positive about projects, especially in challenging times.

I worry or feel anxious.
… this leads to performance issues and also team relationship problems, as 
the stress and anxiety causes someone to behave more negatively towards 
others. Worry and anxiety can also trigger mental health issues and addictions.
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WHAT IMPOSTER SYNDROME IS – AND ISN’T

Imposter Syndrome happens when someone who is normally confident and successful convinces themselves 
they actually aren’t good enough, and fears they will be ‘found out’ as a fraud or not as good as they ‘should’ 
be – despite external evidence that they are doing well.

It triggers stress, fear, anxiety and performance issues, as well as affecting relationships at home.

Despite the ‘syndrome’ in its name, it’s not actually diagnosable, clinically. It is also known as ‘the imposter 
phenomenon’.

Contrary to the popular misunderstanding, it’s not about self-doubt or lack of confidence. And having Imposter 
Syndrome doesn’t mean someone isn’t up to the job - quite the opposite.

“Imposter Syndrome isn’t just self-doubt in a spiky suit. It’s 
the gap between who you see yourself as being and who 

you think you need to be, to succeed and lead.”

8
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THE DIFFERENCE BETWEEN IMPOSTER 
SYNDROME AND SELF-DOUBT OR LACK OF 
CONFIDENCE

The research clearly illustrates the differences between self-doubt (a 
mindset and confidence issue) and Imposter Syndrome (an identity-level 
‘who am I?’ problem). 

So the pep-talk techniques that help when self-doubt hits don’t touch the 
sides when Imposter Syndrome comes out to play.

Self-doubt is about what you can 
do. Imposter Syndrome is about 

who you think you are.

Q: CAN YOU 
THINK OF 

ANYONE IN 
YOUR 

ORGANISATION, 
BASED ON THIS 

DATA, WHO 
MIGHT BE 

STRUGGLING 
WITH IMPOSTER 

SYNDROME?
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HOW TO SPOT WHICH IS WHICH

Similarly, “I only got here through hard 
work” is about our actions and 
behaviours, not who we see ourselves 
as being. Using cognitive or mindset 
techniques can help us to acknowledge 
our achievements and the roles we 
played in them.

But when we move onto the blue 
statements, the language we use is 
different. It is all about who we think we 
are. They are identity-level statements. 
And these are strong indicators of 
Imposter Syndrome. If we’re running 
these in our self-talk then we need to 
use different strategies to clear them.

Some of the language people use to talk about Imposter Syndrome reflects self-doubt, not Imposter Syndrome. 
“I don’t know as much as I should” is actually about our capabilities, not our sense of identity. 

We can help with this through either getting the training we need or using cognitive strategies to help ourselves 
to see the external evidence of our abilities more objectively.

10
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IT’S NOT JUST A ‘GIRL THING’ – GENDER 
DIFFERENCES

The original research into Imposter Syndrome from 1978 (Clance & Imes) 
unintentionally created the urban myth that Imposter Syndrome only affects women. 
However, that was because their research sample only included women.

The 2019 Imposter Syndrome Research Study shows this is a phenomenon that 
affects men and women in nearly equal proportions, though the way they handle it is 
very different.

Of the respondents who said they knew what Imposter Syndrome was, 52% of 
women and 49% of men said they had experienced it ‘regularly’ or ‘daily’ in the past 
year.

An interesting factor in the gender divide is how levels of Imposter Syndrome change 
with seniority. The data shows that when a man gets promoted, the likelihood that 
Imposter Syndrome will affect his performance goes down significantly. However, for 
women, it jumps up.

11
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SENIORITY AFFECTS MEN & WOMEN DIFFERENTLY

MALE
Junior: 68%
Senior: 43%

Interviews indicated 
that men see their 

promotion as external 
validation of their 

abilities, and this can 
help them to let go of 
Imposter Syndrome, 

though the proportion 
struggling ‘daily’ or 

‘regularly’ was still at 
43%.

FEMALE
Junior: 44%
Senior: 55%

Interviews showed that 
senior women tended 
to compare 
themselves more to 
others, especially in 
businesses where 
being a woman in a 
leadership role is 
unusual, triggering 
Imposter Syndrome 
more frequently and 
intensely.

% of respondents 
experiencing 

Imposter Syndrome 
daily or regularly, 

based on 
seniority

68%

55%

44%
43%
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IGNORING IT DOESN’T MAKE IT GO AWAY

Q: WHAT COULD YOU 
DO TO SUPPORT 
WOMEN AS THEY 
ARE PROMOTED 
INTO MORE SENIOR 
ROLES THAT MIGHT 
TRIGGER IMPOSTER 
SYNDROME?

Remember: 

Imposter Syndrome DOESN’T mean 
someone isn’t good enough for the job. 

It means that they don’t believe that they are, 
which affects their performance, 
productivity, and mental health, as well as 
their team, and the company’s profit.

13
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WHAT DIFFERENCE DOES COMPANY SIZE MAKE?

Imposter Syndrome rates were similar across all 
sizes of business, except for start-ups (fewer than 
ten employees), where it was significantly lower.

Interviews indicated that this is because, in a start-
up, everyone is ‘mucking in’ and supporting each 
other. The hierarchy is more fluid, with brilliant 
ideas being welcome from everyone. There isn’t 
yet a strong appraisal system. Feedback on 
performance is near-instant. Everyone is working 
towards a common goal. People can see the 
difference they are making, as the business grows.

For companies with 10+ to 1,000+ employees, 
people found it much easier to compare 
themselves against others - a key factor in 
triggering Imposter Syndrome. 

77% of women and 60% of men who struggle with 
Imposter Syndrome regularly compare themselves 
to others and judge themselves to be lacking, even 
if the external feedback shows the opposite.

In larger companies, there was less of an 
emotional connection with the company’s goal or 
mission, people were more likely to feel their 
contribution was insignificant, and internal politics 
created ‘in-crowds’ that people felt they had to be 
part of, to be considered for promotion.

In addition, people reported how some teams in 
their company were known as toxic working 
environments, where team members lived in fear 
of upsetting the boss or making mistakes -
ironically, often driven by the boss’ Imposter 
Syndrome.

By far the highest rates of Imposter Syndrome 
were found in solo business owners, for whom a 
shocking 82% stated they had experienced 
Imposter Syndrome ‘regularly’ or ‘daily’ in the past 
year. There is a separate White Paper on how 
Imposter Syndrome affects entrepreneurs, which
you can find here.

14
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HOW CAN YOU SPOT IF AN EMPLOYEE IS 
STRUGGLING WITH IMPOSTER SYNDROME?

There is no brain scan that will tell you if a member of your team is 
struggling with Imposter Syndrome. 

However, the research showed that there are four key behavioural changes 
that can be useful early warning signs.

These Four Ps of Imposter Syndrome fit closely with the traditional stress 
responses - fight-flight-freeze, with the recent addition of the fourth stress 
response: fawning. 

As such, they are ‘autonomic’ stress responses - i.e. outside of an 
individual’s conscious control, until they have started.

They are:

Perfectionism, procrastination, paralysis and people-pleasing.

The data on the following page comes from respondents who said they 
struggle with Imposter Syndrome ‘daily’ or ‘regularly’, so these Four Ps are 
playing a major role in their lives.

THE FOUR PS OF 
IMPOSTER SYNDROME 

CAN HELP YOU TO 
SPOT SOMEONE WHO 

NEEDS SUPPORT

15
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‘People-pleasing’ fits with the ‘fawn’ aspect of 
the fight-flight-freeze response. People
reported saying yes, when they 
secretly wanted to say no. They 
would take on projects to help 
others, despite it affecting 
their existing obligations. 
They try to win favour –
approval - in order to feel 
like they belong. 65% 
Would say ‘yes’ when
they wanted to say ‘no’. 

Imposter Syndrome paralysis
is like a toddler’s game of hide 
and seek. By covering our eyes,  
pretending we can’t see the big, 
scary task we are secretly avoiding,
we freeze, believing we become 
invisible, too, so Imposter Syndrome 
won’t catch us out; we’re scared the task will 
show the world we’re not good enough. We then 
use the adrenalin of a looming deadline to push 
on through our fear to finally get the project done.

Whilst only 16% of respondents consciously 
identified with becoming perfectionists when 

Imposter Syndrome strikes, 52% showed 
damaging perfectionism behaviours.

These included choosing to work
much harder, with longer hours,

as though fighting or going to
war with the project. This led

to exhaustion, overwhelm,
performance issues and

mental health issues.

62% of respondents
procrastinated, where
they outwardly seemed
to be working towards

a goal, but their actions
kept them treading water,

instead of making progress.
This ‘busyness’ fills time with

non-value-add actions that can create
burnout, not breakthroughs. It relates to

‘flight’ from the fight-flight-freeze stress response.

65%
People Pleasing

16% - 52%
Perfectionism

54%
Paralysis

62%
Procrastination

THE FOUR PS OF IMPOSTER SYNDROME 16
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Perfectionism has a knock-on effect for productivity for that individual and for their wider team, where 
people may change their behaviour to avoid criticism from their boss, whose new, impossibly high 
standards are impossible to achieve. The boss may previously have been brilliant, but they turn into a 
micro-managing perfectionist. The team can become more risk-averse. Previously happy team members 
can even quit to avoid stress triggered by the manager’s Imposter Syndrome-led perfectionism.

With procrastination, we convince ourselves these small actions have to be performed; that we can’t 
move forward without them. But they lead to us drowning in our ‘to do’ lists and being slow in making 
tangible progress. We are subconsciously using ‘busyness’ to hide the fact that we’re not taking real action 
because that could lead to us being ‘found out’, even if it means letting others
down and missing group deadlines.

With the paralysis freeze response, people often mislead others, to hide the 
fact that they are avoiding a task. It’s common for people to try to blame others, 
if they are found out. They become the proverbial ‘rabbit in the headlights’, 
unable to move or take action on the task, in an effort to keep themselves safe.

People-pleasing can seem like a good thing to colleagues, as someone is
ultra-helpful. But the delays and stress this overwhelm causes affect everyone.
It can lead to issues with work-life balance as an employee over-gives and over-
works, in order to feel they are helping others. In the entrepreneurial world, this 
was also leading to discounting, without being asked, and lack of clear 
boundaries with clients. 

Q: CAN YOU THINK 
OF ANYONE IN YOUR 
TEAM WHO IS 
SHOWING ONE OR 
MORE OF THESE 
EARLY WARNING 
SIGNS?

HOW THE FOUR PS AFFECT TEAMS
17
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THREE KEY FACTORS 
IN THE GLASS 
CEILING & GENDER 
PAY GAP

The ‘glass ceiling’ is where minorities, be they gender 
or race related, are seen as able to get to a certain level 
in a company, but not beyond. The gender pay gap, 
with men earning more than women, is still prevalent, 
along with lack of women at senior levels, despite years 
of initiatives and legislation in the UK.

1

2

3

Leadership Culture
In many workplaces, women are still expected to 
behave like men, in order to succeed. Their natural 
qualities are not sufficiently valued and they do not 
want to join the ‘alpha-male’ culture at senior levels.

Lack Of Flexible Working
For too many women, they have to choose between 
their career and their family life. The lack of flexible 
working and the expectation of increased hours and 
travel in senior roles means many take lower-level 
jobs or go freelance, instead of accepting a promotion.

Imposter Syndrome
Promotions are given to people who are seen as being 
confident, competent and credible. They ‘own’ their 
role in successes and put themselves forwards for 
opportunities to shine. Imposter Syndrome is the 
biggest barrier to this.

The research showed that there are three key factors:

18
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HOW IMPOSTER SYNDROME CONTRIBUTES TO THE 
GENDER PAY GAP

Female respondents on the 2019 Imposter Syndrome survey who struggle with Imposter Syndrome reported that 
they took the following actions that contribute to the gender pay gap and lack of gender parity in senior roles:

Choose
not to volunteer 
for opportunities 
that would allow 

their skills to 
shine

30%
Don’t apply

for promotions for
which they know they 
are qualified, for fear 
of being ‘found out as 

a fraud’  or public 
failure

Put their 
success down to 

fluke, timing or team 
effort, rather than 

‘owning’ their abilities 
and their role in

the results

Less likely
to speak up with

great ideas or 
controversial opinions, 

for fear of being 
criticised or
‘found out’

30% 51%45% 61%

19

And 37% of female respondents said they had not asked 
for a pay rise they knew they deserved, in the past year.
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SUBCONSCIOUS
SELF-
SABOTAGE IS 
COSTING 
CAREERS

Women who struggle with Imposter Syndrome are much more likely than men 
to deflect praise and to speak up about their faults and mistakes, rather than 
their achievements, especially in response to positive feedback.

Female respondents in the research also showed a strong tendency to 
becoming ‘addicted’ to getting more qualifications or waiting until they had 
more experience, in order to feel they were ‘finally’ ready to take the next step 
up; though that day often never came.  Whereas men were more likely to take 
the risk and to believe they would ‘learn on the job’.

Women talked about feeling the need to prove themselves, much more than 
men did. Women felt they had to be more qualified than a man, to be taken 
seriously and to feel good enough.

“When I’m qualified in X, then I’ll feel good enough.”
This is a very expensive form of procrastination, both for the individual and the 
business.

High-achieving women who struggle with Imposter Syndrome will tend to 
avoid opportunities that would lead to promotions and are much less likely to 
ask for pay increases, to which they may be entitled.

These are all reasons why someone with talent might be overlooked when a 
promotion comes up. They are also reasons why the gender pay gap is 
proving so hard to close. 

20
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u Even positive discrimination and quotas won’t fix the 
gender pay gap, because, as we saw earlier, Imposter 
Syndrome gets worse when you promote a woman 
beyond the self-imposed glass ceiling she 
subconsciously created for herself – and we need to 
create a culture within organisations that allows 
everyone to thrive.

u Yet most businesses have a culture where talking about 
Imposter Syndrome is taboo – or even seen as a sign of 
weakness – and they have no strategy or employee 
training to deal with it.

u We have to proactively support people to ditch Imposter 
Syndrome, with policies and appropriate training and 
support, if we are serious about closing the gender pay 
gap and having gender parity at senior levels of 
organisations.

POSITIVE DISCRIMINATION 
IS NOT THE ANSWER

Q: BASED ON THIS, HOW 
MIGHT IMPOSTER 
SYNDROME BE AFFECTING 
THE GENDER PAY GAP AND 
GENDER PARITY IN SENIOR 
ROLES WITHIN YOUR 
ORGANISATION?

21

“To fix the gender pay gap, we must 
first address Imposter Syndrome.”
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WHAT CAN YOU DO ABOUT IMPOSTER SYNDROME?
THREE COMMON RESPONSES THAT RISK MAKING 
IMPOSTER SYNDROME WORSE

When respondents were asked what they had done to tackle Imposter Syndrome and what had or hadn’t 
worked, there were some key themes.

The most common one was simply to ignore Imposter Syndrome, ‘pushing on through’ the fear and 
anxiety it triggers. However, the neuroscience and psychology of performance means this risks 
making matters worse, as I discuss in detail in my book, Ditching Imposter Syndrome.

Indeed, ignoring Imposter Syndrome and ‘forcing’ yourself to take action,
despite it, is a major trigger for mental health issues, particularly in men, 
who were more likely to take this approach than women. 

The study found that men are five times more likely than women to turn
to alcohol or medication to numb the stress and anxiety caused by
Imposter Syndrome.

There is also evidence that this type of suppression of emotions is a 
contributory factor in suicides amongst senior managers.

MEN ARE FIVE TIMES 
MORE LIKELY THAN 

WOMEN TO TURN TO 
ALCOHOL OR 

MEDICATION TO COPE 
WITH IMPOSTER 

SYNDROME

1. IGNORE IT

22
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The second most common response was to turn to 
standard solutions like coaching, counselling and 
therapy. 

Respondents reported that these rarely produced a 
lasting effect and, in fact, sometimes made things 
worse, because people became more acutely 
aware of their Imposter Syndrome triggers, but 
didn’t know how to stop the cycle.

Traditional coaching does not cover the depth of 
work required to clear Imposter Syndrome. It is a 
specialist area that requires additional training.

Counselling or therapy were both reported to have 
helped with anxiety, but tended only to have an 
effect on Imposter Syndrome when there was an 
obvious original trigger event, such as a trauma, 
which there often wasn’t.

2. COACHING, 
COUNSELLING & THERAPY

23
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WHAT CAN YOU DO ABOUT IT?
THREE COMMON RESPONSES THAT RISK MAKING 
IMPOSTER SYNDROME WORSE

The third most common response was to try ‘positive thinking’ - trying to drown out the negative self-talk with 
positive thoughts and affirmations. But this usually had little effect, for three reasons:

1. Our habitual thoughts are ‘hard-wired’ in the brain’s neural connections and changing these autopilot 
thought-responses takes conscious effort and specific techniques. Simply thinking an affirmation a few times 
won’t change the subconscious thought habits that drive our behaviours.

2. Imposter Syndrome isn’t triggered at a ‘thinking level’ - those thoughts are surface-level symptoms of the 
problem – you’re trying to use the ‘effect’ to change the ‘cause’, as we will see in the Imposter Syndrome 
Iceberg model, on page 25. 

3. This ‘papering over the cracks’ and ‘pretending’ you’re feeling ok, at the thinking level, can trigger the 
backfire effect, where the thinking mind digs its heels in, making it harder to let go of Imposter Syndrome.

Other business-damaging responses to Imposter Syndrome included leaving their company, looking for a role 
that wouldn’t trigger it, and shutting down: only showing up as the ‘safe’ parts of who they really are, or wearing 
masks to pretend to be something or someone they weren’t.

3. POSITIVE THINKING

24
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THE IMPOSTER SYNDROME ICEBERG
25

The Imposter Syndrome Iceberg model explains how deeply unconscious the fear of feeling like a fraud and 
other Imposter Syndrome triggers can be.

For most of us, we are aware of our actions, though many of them – such as self-sabotage – are subconscious 
and we only notice them when it’s too late. Our actions are driven by our thoughts, which can run like an ignored 
radio station in our heads, choosing on our behalf what we will do.

Those thoughts – neurologically – are affected by the filters in the brain 
that are set by our beliefs about what we can and can’t do.

These are driven by what’s important to us, 
at the ’values’ level. This is also where our 
subconscious fears hang out.

And finally, at the ‘who am I?’ identity level, 
lurk the triggers for Imposter Syndrome.

This is why classic self-doubt (beliefs-level) and 
positive thinking techniques won’t clear Imposter 
Syndrome – they don’t act deeply enough. But 
there is still plenty you can do to ditch it.
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OPEN UP THE 
CONVERSATION: 

“YOU ARE NOT 
ALONE!”

1

When people opened up the conversation, the relief that 
what they were feeling was common reduced their self-
judgement, so they could start taking positive action to clear 
Imposter Syndrome.

Yet most companies are scared to do this. CEOs reported 
that they didn’t want employees talking about Imposter 
Syndrome, in case it allowed it to become an ‘excuse for 
poor performance’, damaging their business.

Ironically, not talking about it is already damaging those 
businesses.

There are ways to facilitate that discussion 
that can create near-instant breakthroughs, 
on a company-wide basis. 

There are three core strategies that companies need to adopt, to be able to identify 
and support employees with Imposter Syndrome.

Time and again, research respondents said that the breakthrough came for them once 
they realised they were not alone.

One of the classic symptoms of Imposter Syndrome is lying awake in the middle of the 
night, worrying that everyone else has got their act together, and that you’re the only one 
secretly scared that ‘they’ will find out you’re not good enough.

According to the research, women were twenty times more likely than men to initiate 
those discussions with friends and colleagues, but the vast majority were still keeping 
their struggles a secret.

26
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Respondents reported that learning about what Imposter Syndrome is -
and isn’t - helped them to understand what was happening and to start to 
reclaim their power to believe in themselves.

They found that there were many myths and too much misinformation on 
the internet, including ideas like Imposter Syndrome being ‘incurable’ - or 
it being a ‘positive sign’ that you have high-potential – or useful, to keep 
you ‘humble’, despite its damaging effects.

Respondents said they preferred in-house seminars, reading research 
and books, and going on courses, to have maximum impact.

It’s not just those with Imposter Syndrome who benefit from this training.

HR teams and business leaders need to know how to spot the early 
warning signs, along with practical steps they can take to support their 
team members both short-term and longer-term, if Imposter Syndrome is 
an issue.

PROVIDE 
ACCURATE 

INFORMATION 
AND TRAINING

2
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Respondents reported that one of the most effective ways to reduce the 
symptoms of Imposter Syndrome (giving them the time and headspace to start 
working on the root cause triggers) was to cut their stress levels and their 
negative self-talk through regular meditation and mindfulness.

Indeed, there are neurological and biochemical reasons why chronic stress 
can make Imposter Syndrome more common and more intense.

Stress triggers the autonomic fight-flight-freeze-fawn response and the 
associated negative self-talk can turn a minor bout of Imposter Syndrome into 
a serious issue, having immediate effects on performance and productivity, as 
well as mental health and wellbeing.

Stress can also lead to serious mental health issues, such as hypervigilance 
and Complex PTSD, especially when combined with Imposter Syndrome.

Proactively reducing stress levels in the 
workplace and teaching mindfulness or 
meditation techniques teaches people how to 
‘pause’ the stress cycle and inner critic, so they 
can choose more healthy responses to their 
Imposter Syndrome triggers.

It is also essential that employers proactively 
prevent toxic working environments, which the 
research showed are shockingly common and
can have devastating effects on employees.

CUT STRESS 
LEVELS AND 

TOXIC 
WORKING 

ENVIRONMENTS

3
Q: WHICH OF THESE 

THREE ACTIONS 
COULD YOU 

IMPLEMENT FIRST IN 
YOUR ORGANISATION? 

WHOSE SUPPORT 
MIGHT YOU NEED TO 

CHAMPION THIS?
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WHAT COULD YOU DO, TODAY?

The 2019 Imposter Syndrome Research Study showed, beyond doubt, that 
Imposter Syndrome is having a severe, negative effect on employees and 
businesses, yet most businesses are either unaware of how it is impacting 
them or are choosing to ignore it.

The single most important thing a business can do is to open up the 
discussion about this, in a way that allows people to realise they are not 
alone, without Imposter Syndrome suddenly becoming a company-wide 
‘badge of honour’.

This is what creates the first breakthroughs, towards solving the problem.

“You are not alone! And you can do something 
about Imposter Syndrome!”
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WHAT COULD YOU DO, TODAY?

The next stage is to have processes in place to proactively 
identify employees who may be struggling with Imposter 
Syndrome, so you can then offer them appropriate support.

This may be as part of your existing performance 
management system or as part of regular meetings between 
employees and their manager.

This may require training of key members of your leadership 
and HR teams, to be able to develop and implement these 
policies.

And finally, you need to have solutions you can offer, so that 
employees can ditch Imposter Syndrome, once and for all, 
rather than having to push on through, despite it - which hurts 
both them and the business.

This might be certified coaching, training, mentoring or other 
skilled interventions.

Q: WHAT COULD YOU DO, 
TODAY, TO START TO 

IMPLEMENT A COMPANY-
WIDE IMPOSTER 

SYNDROME DETECTION 
AND SUPPORT POLICY?
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To find out more about how Imposter Syndrome is
affecting your organisation and what you can do 
about it, book a call with Clare Josa here:

www.clarejosa.com/call

Clare Josa has fifteen years’ experience in the field of personal 
performance, ditching Imposter Syndrome and clearing self-
imposed glass ceilings with business leaders. She can:

FIND OUT EXACTLY 
HOW IS IMPOSTER 
SYNDROME 
AFFECTING YOUR 
ORGANISATION

u Take your team through the research, pulling out more 
detail relevant to your business - in-person or via video 
conferencing

u Run a workshop for you to go through the research and 
then look in detail at how Imposter Syndrome is affecting 
your teams and gender parity / the gender pay gap

u Work with you as a leadership consultant, to do the above 
and to help you to draw up your policies and action plans

u Deliver bespoke in-house training for your leaders and 
their teams (including the option of online programmes, 
face-to-face or hybrid)

u Work 1:1 with key leaders who need deep-dive support

u Train your in-house coaches to become certified Imposter 
Syndrome Coaches
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WANT TO QUOTE THIS RESEARCH OR 
INTERVIEW THE AUTHOR?

To quote this research or to interview Clare Josa about it, 
please contact her team to get permission or to book a call:

www.clarejosa.com/contact-clare/

At the time of publishing, the results from this research have 
already been featured in:
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ABOUT
THE AUTHOR

She also runs a CPD certification programme for existing coaches who want to qualify 
in Imposter Syndrome, whether they are an in-house coach or working externally.

A recognised expert in the neuroscience and psychology of performance, as well as 
training design, her original career as an engineer means her inspirational approach is 
grounded in practical common sense, creating breakthroughs not burnout.

She adds to this demystified ancient wisdom from the worlds of yoga and meditation 
(she is qualified to teach both) to create practical strategies that allow you to change 
your life in less time than it takes a kettle to boil.

She is the author of eight books and has been interviewed by the likes of The 
Independent, The Daily Telegraph and Radio 4, amongst many others. Clare speaks 
internationally on how to change the world by changing yourself.

To find out more about working with Clare, visit: www.ClareJosa.com

For more information on Imposter Syndrome: www.ditchingimpostersyndrome.com

Clare Josa has been supporting businesses and leaders 
through bespoke training and consulting, 1:1 mentoring, 
workshops, masterminds and online courses since 2003.

Clare is considered the UK's leading authority on Imposter 
Syndrome, having spent the past fifteen years working with 
business leaders to help them to overcome it, as well as leading 
the landmark 2019 Imposter Syndrome Research Study and 
publishing her new book: Ditching Imposter Syndrome.
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