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This study examined the impostor phenomenon in relationship to 
psychological type among bankers and human 

service professionals in higher education. 
Higher impostor phenomenon scores of female 
human service professionals and male bankers 

were related to introversion. 

Abstract 

This study examined psychological type and the impostor phenomenon in bankers (18 males, 
37 females) and human service professionals (41 males, 45 females). Although men in these pro
fessions, as well as men and women within professions, differed slightly in psychological type 
from one another, women in human service professions differed significantly from female 
bankers on several type combinations involving SN and TF. Introverted professionals had 
higher mean impostor phenomenon scores than extraverts, and more introverted and feeling 
females in the human service professions had high impostor scores. 

A number of researchers (Glance, 1985; a~thentic .behaviors, such as remaining 
Glance & O'Toole, 1988; Harvey, 1981; silent or uSing flattery; (c) using charm to win 
Hirschfield, 1982; Sherman, 1988; Topping, approval; and (d) maintaining the intellectual 
1983) have assumed that highly qualified pro- phoniness idea as a protection against social 
fessionals, especially women, may fail to rejection. 
reach their potential for success because Initially conceptualized as the product of 
they suffer from the effects of the "impostor sex role socialization and a condition which 
phenomenon." This phenomenon, as primarily affected women, the impostor 
described by Glance and Imes (1978), is phenomenon has been found in both men 
characterized by a strong disbelief in one's and women (Glance & Imes, 1978; Harvey, 
own intelligence, a conviction that those 1981; Topping, 1983; Topping & Kimmel 
who believe otherwise are wrong, feelings of 1985). One explanation for the finding that 
phoniness, and a belief that successes ex- both sexes suffer from feelings of intellec-
perienced are not the product of one's ability tual phoniness could lie in the population 
and effort but rather a consequence of luck. used in these studies, primarily faculty 
Glance and Imes suggest that four types of members alld graduate students in 
behavior tend to maintain the impostor psychology. Gibbs (1985) hypotheSized that 
phenomenon: (a) being diligent and hard psychotherapists were vulnerable to the im-
working; (b) engaging in intellectually in- postor phenomenon because of the ex-

Page 34 Journal of Psychological Type, Volume 20 



pressive nature of the profession. She also 
suggested that male psychologists are less 
likely to experience this phenomenon than 
women because men are more likely to be in
strumental, or goal-directed, in their ap
proach to therapy. Yet both men and women 
therapists are emotionally expressive. 

It is possible that psychological type may 
offer an explanation (Lawler, 1984). Lawler 
proposed that: (a) introverts would be more 
vulnerable to the impostor phenomenon than 
extraverts; (b) persons who have thinking as 
their inferior function would be more 
vulnerable than others; (c) introverted feeling 
types with intuition as auxiliary would be 
most vulnerable; and (d) extraverted thinking 
types with sensing as auxiliary would be 
least vulnerable. Her results indicated that 
introverts experienced the impostor 
phenomenon more than extraverts and that 
introverted persons who preferred sensing 
as their perceiving function were most 
vulnerable. 

Because of the relatively low number of 
sensing types in Lawler's (1984) sample (23 
of 130), one might question whether the im
postor phenomenon is a stable factor or 
whether it is maintained or exacerbated in an 
environment in which one's psychological 
type is in a minority. Previous research has 
shown that sensing introverts are relatively 
rare among human service professionals 
such as psychologists and counselors 
(Myers & McCaulley, 1985) and more 
numerous among male bankers (Mosley & 
Pietri, 1985). These differences in 
psychological types among various profes
sionals suggest that the relationships be
tween type preferences and the impostor 
phenomenon might be attributed in part to 
the relative scarcity of the type in the popula
tion studied. 

Another possible explanation for relation
ships between psychological type and the 
impostor phenomenon is the conflict be
tween social role expectations and occupa
tional role expectations. Stokes (1987) pro
posed that women have difficulty admitting 
their thinking preference, a preference in
compatible with the female social role, and 
that both NF and FP women encounter 
resistance to career advancement. Converse
ly, Pollitt (1982) concluded that intuitive and 
thinking and judging women succeed in the 
private sector just as men do if their 
preferences are compatible with their oc
cupational roles. Given the findings that men 
and women are equally affected by the im-

postor phenomenon and that introverts are 
more affected than extraverts, further in
vestigation is needed to reveal relationships 
between psychological type and the im
postor phenomenon within and between pro
fessionals in different occupations. 

To respond to this need, the present study 
compared the relationships between 
psychological type and the impostor 
phenomenon in two groups, bankers and 
higher education professionals. Also ex
amined were group and sex differences in 
psychological type and the impostor 
phenomenon. 

Method 

Subjects. To secure partiCipants for this 
research, two procedures were used: a mail
ed survey and a survey conducted through 
the cooperation of banking officials. Both 
surveys were conducted at approximately 
the same time. In the mailed survey, a packet 
containing a letter encouraging participa
tion, explaining the process, and insuring 
anonymity was sent to 104 members of the 
North Carolina Association of Women 
Deans, Administrators, and Counselors 
(NCAWDAC); they were also requested to ask 
a male colleague to participate so that a sam
ple of males with similar jobs could be ob
tained. Included in the packet were the 
Myers-Briggs Type Indicator (MBTI), the Im
postor Test (IP), computer scoring sheets, 
stamped self-addressed envelopes for the 
return of the materials, and instructions for 
completing the forms for both the associa
tion member and her colleague. The surveys 
for a sample of banking personnel, all of 
whom had previously completed the MBTI, 
were delivered to and picked up at a central 
location. 

The participants were 87 professionals 
employed in higher education (human ser
vices professionals) and 55 employed in 
banking institutions (bankers), resulting in 
about a 42% response rate for the human 
services professionals and about 90% for the 
bankers. The 45 females (NCAWDAC 
members) and 42 males (their colleagues) in 
the human services group and 37 females 
and 18 males in the bankers group were 
similar in age, with the modal age range for 
females being from 40 to 50 and that for 
males from 30 to 40. The participants in both 
groups had varied job titles, such as credit 
analyst and vice president in the banking 
group and adviser and dean in the human ser-
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vices professionals. However, while the 
modal education of the bankers was a bac
calaureate degree or less, that of the human 
service professionals was a master's degree 
or above. The title occurring most often for 
the female bankers was manager (n = 5); for 
the male bankers, accountant (n = 4); for the 
female professionals in higher education, 
dean (n = 9); and for the male professionals in 
higher education, director (n = 9). 

Materials. All subjects received the MBTI, 
Form G, and the Impostor Test (IP). The IP 
scale (Clance, 1985) is a 20-item instrument 
designed to measure the extent to which in
dividuals view themselves as frauds or fakes. 
Subjects are asked to rate each item on a 
5-point scale, with 1 denoting "not at all true" 
and 5, "very true." Items on the scale tap 
dimensions such as fear of evaluation, belief 
that success is due to luck or error, fear of 
being detected as a fraud, giving false im
preSSions of competence, and worry about 
not succeeding. A validation study (Holmes, 
1986) revealed that impostors identified by 
an interview scored significantly higher on 
the IP scale than non-impostors, p ...... 001; the 
scale's internal consistency was .96. In the 
present research, the internal consistency 
coefficient was .85. 

Results 

Psychological Type. The distribution of 
psychological types among human services 
and banking professionals presented in 
Tables 1 through 3 show some interesting 
differences between males and females and 
between occupational groups. Whereas 
human services males tended to be IT Js 
(36.6%) and INPs (31.7%), their female 
counterparts were more predominantly IFJs 
(22.2%) and ENFs (22.2%). Male bankers, on 
the other hand, were predominantly T Js 
(61.2%), and female bankers included more 
SJs (75.6%). 

Table 1 shows the type distribution of the 
female human service professionals, along 
with the SRTT comparison to the male 
human service professionals. Table 2 
presents the type distribution of the male 
human service professionals and an SRTT 
comparison to the male bankers. On the 
MBTI dimensions, female human service pro
fessionals included significantly fewer Is 
than did the male group (53% vs. 76%) and 
more Fs (58% vs. 37%). IPs comprised 
significantly more of the males than the 

Page 36 Journal of Psychological Type 

females, and FJs were more numerous in the 
female than in the male group (38% vs. 15%). 

In comparison to male bankers, male 
human service professionals included 
significantly more Is (76% vs. 44%) and 
significantly fewer Ts (63% vs. 89%). FPs 
were overrepresented among male human 
service professionals (22% vs. 0%). Also, 
while 28% of male bankers were EST Js, not 
one male human service professional was an 
ESTJ. 

Table 3 presents the type distribution of 
the female bankers, along with an SRTT com
parison to the female human service profes
sionals. While Ss were significantly more 
numerous among the female bankers than 
among the female human service profes
sionals (81 % vs. 36%), Fs were more 
predominant among the human service pro
fessionals (58% vs. 30%). In these groups 
the bankers included significantly more STs 
(59% vs. 18%), SJs (76% vs. 29%), T Js (62% 
vs. 29%), and ESs (33% vs. 16%). By con
trast, the human service professional group 
had significantly more NFs (40% vs. 8%), 
NJs (38% vs. 8%), and INs (33% vs. 3%). Of 
the female bankers, 56% were ST Js, and not 
one was an ESP or an INJ. Compared to the 
female human service professionals, the 
female bankers included significantly more 
EST Js (32% vs. 4%). 

SRTT comparison revealed that type 
preferences of male and female bankers 
were quite similar. The only significant dif
ferences were that NTs and INs were over
represented among male bankers (39% and 
28%) in comparison to female bankers (11% 
and 3%); FPs were underrepresented among 
males (0% vs. 8%); and significantly more 
males than females were INT Js (17% vs. 
0%). 

Impostor Phenomenon. A second aspect of 
this investigation was to examine the degree 
to which psychological type, especially E-I, 
was related to higher impostor phenomenon 
scores. To determine if impostor 
phenomenon (IP) scores differed among the 
four subgroups (female human services pro
fessionals,_ male human services profes
sionals, female bankers, and male bankers), a 
2 (Sex) x 2 (Occupation) x 2 (E-I) analysis of 
variance was computed, with IP serving as 
the dependent variable. The mean impostor 
phenomenon score was 7.1 points higher for 
introverts than for extraverts, 
F(1 ,129) = 10.32, P = .002. Also revealed was a 
significant Sex x Occupation x E-I interac-



Table 1. Type Distribution of Female Human Service Professionals 
and SRTT Comparison to Male Human Service Professionals. 

N=45 1= 1% of N 

ISTJ ISFJ INFJ INTJ E n=21 (47%) 1=1.30* 
n=4 n=5 n=5 n=4 I n=24 (53%) 1=0.83* 
(8.9%) (11.1 %) (11.1 %) (8.9%) 
1=0.55 1 = 1.92 1 = 1.61 1= 0.85 S n=16 (36%) 1=0.96 
11111 I II II 11111 II II I N n=29 (64%) 1= 1.02 
1111 II II I II II I 1111 

I I T n= 19 (42%) 1 = 0.81 * 
F n=26 (58%) 1 = 1.21 * 

ISTP ISFP INFP INTP 
n=O n=O n=3 n=3 J n=30 (67%) 1 = 1.08 
(0.0%) (0.0%) (6.7%) (6.7%) P n= 15 (33%) 1= 0.87 
1=0.00 1=0.00 1=0.64 1=0.57 

II III II III IJ n=18 (40%) 1 = 1.01 
II II IP n= 6 (13%) 1=0.55* 

EP n= 9 (20%) 1 = 1.43 
EJ n= 12 (27%) 1 = 1.21 

ESTP ESFP ENFP ENTP 
n=2 n=1 n=5 n=1 ST n= 8 (18%) 1 = 1.21 
(4.4%) (2.2%) (11.1 %) (2.2%) SF n= 8 (18%) 1=1.18 
1=2.00 1 = 1.00 1 = 1.61 1 = 1.00 NF n= 18 (40%) 1 = 1.22 
1111 II I II II II NT n= 11 (24%) 1 = 0.81 

11111 
I SJ n= 13 (29%) 1=0.96 

SP n= 3 ( 7%) 1=0.97 
ESTJ ESFJ ENFJ ENTJ NP n= 12 (26%) 1=0.85 
n=2 n=2 n=5 n=3 NJ n=17 (38%) 1 = 1.21 
(4.4%) (4.4%) (11.1 %) (6.7%) 
1= 2.00 1=0.77 1 = 1.35 1=1.15 TJ n=13 (29%) 1= 0.83 
1111 1111 11111 11111 TP n= 6 (13%) 1=0.77 

11111 II FP n= 9 (20%) 1=0.96 
I FJ n=17 (38%) 1 = 1.42* 

IN n= 15 (33%) 1=0.84 
*p ...... 05 EN n= 14 (31%) 1 = 1.33 

IS n= 9 (20%) 1=0.82 
ES n= 7 (16%) 1 = 1.21 
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Table 2. Type Distribution of Male Human Services Professionals 
and SRTT Comparisons to Male Bankers. 

N=41 I =1% of N 

ISTJ ISFJ INFJ INTJ E n=10 (24%) 1=0.72* 
n= 10 n=O n=1 n=5 I n=31 (76%) 1= 1.14* 
(24.4%) (0.0%) (2.4%) (12.2%) 
1 = 1.20 1=0.00 1=1.43 1=0.89 S n= 16 (39%) 1=0.85 
11111 II 11111 N n=25 (61%) 1= 1.13 
11111 11111 
11111 II T n=26 (63%) 1=0.89* 
11111 F n=15 (37%) 1=1.27* 
1111 

J n=23 (56%) 1=0.92 
ISTP ISFP INFP INTP P n=18 (44%) 1=1.13 
n=1 n=1 n=6 n=7 
(2.4%) (2.4%) (14.6%) (17.1 %) IJ n=16 (39%) 1=1.10 
1 = 0.71 1= 1.43 1 = 1.43 1=1.11 IP n= 15 (37%) 1 = 1.20 
II II 11111 11111 EP n= 3 ( 7%) 1=0.86 

11111 11111 EJ n =: 7 (17%) 1=0.67 
11111 11111 

II ST n == 11 (27%) 1=0.79 
SF n= 5 (12%) 1 = 1.02 
NF n=10 (24%) 1= 1.45 

ESTP ESFP ENFP ENTP NT n:= 15 (37%) 1=0.98 
n=O n=1 n=1 n=1 
(0.0%) (2.4%) (2.4%) (2.4%) SJ n:= 13 (32%) 1=0.85 
1=0.00 1 = 1.43 1 = 1.42 1 = 0.71 SP n == 3 ( 7%) 1=0.86 

II II II NP n:: 15 (37%) 1 = 1.20 
NJ n == 10 (24%) 1 = 1.03 

TJ n== 17 (41%) 1=0.87 
TP n=: 9 (22%) 1=0.93 
FP n=: 9 (22%) 1 = 1.43* 

ESTJ ESFJ ENFJ ENTJ FJ n= 6 (15%) 1 = 1.07 
n=O n=3 n=2 n=.2 
(0.0%) (7.3%) (4.9%) (4.9%) IN n= 19 (46%) 1=1.14 
1 = 0.00** 1=0.86 1=1.43 1=0.95 EN n= 6 (15%) 1 = 1.07 

11111 11111 11111 IS n= 12 (29%) 1=1.15 
II ES n= 4 (10%) 1=0.48 

Page 38 Journal of Psychological Type 



Table 3. Type Distribution of Female Bankers and 
SRTT Comparison to Female Human Service Professionals. 

N=37 1= 1% of N 

ISTJ ISFJ INFJ INTJ E n=22 (59%) 1= 1.13 
n=9 n=3 n=O n=O I n= 15 (41%) 1=0.85 
(24.1 %) (8.1 %) (O.O%) (O.O%) 
1= 1.53 1=0.83 1=0.00 1=0.00 S n=30 (81%) 1 = 1.44** 
II III II II I N n= 7 (19%) 1=0.43** 

"'" III 
II II I T n=26 (70%) 1=1.28* 
II II I F n= 11 (30%) 1=0.66* 
1111 

J n=31 (84%) 1=1.13 
P n= 6 (16%) 1=0.63 

ISTP ISFP INFP INTP IJ n=12 (32%) 1=0.89 
n=1 n=1 n=1 n=O IP n= 3 ( 8%) 1 = 0.73 
(2.7%) (2.7%) (2.7%) (O.O%) EP n= 3 ( 8%) 1=0.56 
1=2.00 1=2.00 1=0.56 1=0.00 EJ n=19 (52%) 1 = 1.36* 
III III III 

ST n=22 (59%) 1=1.63** 
SF n= 8 (22%) 1=1.11 
NF n= 3 ( 8%) 1=0.32** 
NT n= 4 (11 %) 1=0.59 

SJ n=28 (76%) 1=1.51** 
SP n= 2 ( 5%) 1=0.87 

ESTP ESFP ENFP ENTP NP n= 4 (11 %) 1=0.56 
n=O n=O n=1 n=2 NJ n= 3 ( 8%) 1 = 0.33** 
(O.O%) (O.O%) (2.7%) (5.4%) 
1=0.00 1=0.00 1=0.37 1=1.43 TJ n=23 (62%) 1 = 1.42** 

III II II I TP n= 3 ( 8%) 1 = 0.73 
FP n= 3 ( 8%) 1=0.56 
FJ n= 8 (22%) 1 = 0.71 

IN n= 1 ( 3%) 1 = 0.14** 
EN n= 6 (16%) 1=0.67 
IS n= 14 (38%) 1 = 1.35 
ES n= 16 (33%) 1 = 1.54** 

ESTJ ESFJ ENFJ ENTJ 
n=12 n=4 n=1 n=2 
(32.4%) (10.8%) (2.7%) (5.4%) 
1=1.90** 1 = 1.48 1=0.37 1=0.87 
II II I 

"" I 
III II II I 

II II I II II I 
I II II I 

"'" II II I 
11111 
II 

*p ...... 05 
**p ...... 01 
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tion, F(1, 129) = 6.50, p ..... 05. The Newman 
Keuls test revealed that, among the in
troverts, the mean- impostor phenomenon 
score of female human service professionals 
was significantly higher than those of male 
human service professionals and female 
bankers (60.9 vs. 51.6 and 47.9, respectively) 
but quite similar to the mean score of male 
bankers (59.7). 

To assess the possibility that impostor 
phenomenon scores would differ on the 
other MBTI preference dimensions, three 2 
(Sex) x 2 (Occupation) x 2 (S-N, T-F, or J-P) 
analyses of variance were computed. No 
F-value was significant at the .05 level. 

Clance (1985) designated a score above 60 
as indicating frequent feelings of being an 
impostor; therefore, the psychological type 
of those with scores above 60 was examined. 
A chi-square analysis was made to determine 
if proportionately more female human ser
vice professionals had IP scores above 60 
than members of the other three groups; the 
result showed no significant differences. 

Because F appeared to be related to the 
impostor phenomenon more among female 
human service professionals, a chi-square 
analysis was computed between the high
scoring female human service professionals 
and the other three groups combined [Chi 
square (1, N=34)=6.38, p ..... 02]. Thus, in
troversion was related to the impostor 
phenomenon in males and females 
regardless of career, but the feeling dimen
sion of psychological type was more related 
to high impostor feelings in female human 
service professionals than in members of 
other groups. 

Discussion 

The present study compared the distribu
tions of psychological types in a group of 
male and female human service profes
sionals and bankers and assessed dif
ferences in impostor phenomenon scores as 
a function of gender, occupation, and 
psychological type. The major findings sup
port previous research and provide additional 
evidence regarding the relationship between 
the impostor phenomenon and 
psychological type. 

However, several limitations restrict the 
generalizability of the results. Besides a 
small sample size in only two occupational 
groups, the use of a convenient sample of 
bankers and male human service profes
sionals, as well as the low response rate of 
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the female human service professionals, may 
have resulted in a biased sample. 

Males and females within these occupa
tions were quite similar in psychological 
type, although as expected, females had 
more extraverted and feeling preferences 
and males more introverted and thinking 
preferences. In comparison to their female 
counterparts, male bankers were more likely 
to be NTs or INs and less likely to be FPs, 
and male human service professionals were 
more likely to be IPs and less likely to be FJs. 
These findings support previous studies 
reported in Myers and McCaulley (1985). 

Males in banking and in human service 
professions were quite similar; however, 
females in the two occupational groups dif
fered significantly in type distribution. The 
only significant difference for males was that 
FPs were frequent among the human service 
professionals than among the bankers. 
Female human service professionals were 
more likely to be NFs, NJs, and INs; female 
bankers were more likely to be STs, T Js, and 
ESs. 

As previously found (Lawler, 1984), in
troverts had higher impostor phenomenon 
scores than extraverts; however, this 
research also showed that, among the in
troverts, females in human services had a 
significantly higher mean impostor 
phenomenon score than either their male 
counterparts or female bankers, but the 
mean score was not higher than that of male 
bankers. Also, females in human services 
were more likely to have high impostor 
scores than professionals in the other three 
groups. 

Clance (1985) and Clance and Imes (1978) 
viewed the impostor phenomenon as a condi
tion which primarily affects highly motivated 
professional women, lowering their expecta
tions for success and interfering with their 
feelings of competence. The present find
ings are consistent with their view with the 
caveat that these sex differences may be 
found only among professionals with human 
service careers. The findings also support 
the view that men and women suffer equally 
(Topping & Kimmel, 1985), at least within 
some professions. One explanation for the 
inconsistency in the previous results may be 
that different professional groups were used 
in the research without conSidering the 
possibility that the demands of a profession 
could influence the proportion of profes
sionals affected by feelings of being a fake. 



Topping and Kimmel, for example, reported 
results of a survey of faculty members in a 
large university, while Clance and Imes 
focused on reports made by "women who 
have earned Ph.D.'s in various specialties" 
(p. 241). The present research compared 
women and men in two occupations who 
were similar in age, education, and job level 
within their professions. 

Because the present results strongly sup
port the hypothesis that women in human 
service professions are more likely to be af
fected by impostor feelings than men in 
human service professions or women in 
banking, one may speculate about the con
tribution of psychological type to these feel
ings in different situations. If situational 
demands do influence impostor feelings, it is 
important to note that these impostor feel
ings appear to be intensified by introversion 
independent of occupation. 

Both Pollit (1982) and Stokes (1987) have 
proposed that feeling types are affected 
adversely in their occupations. Pollit stated 
that all feeling types find little support in in
dustrial settings. Stokes speculated that 
male feeling types were more able than 
female feeling types to compensate for their 
tendency to be too soft and accommodating. 
However, the present research revealed no 
clear relationship between feeling type and 
the impostor phenomenon. 

As researchers attempt to discover the im
pediments to the progress of women profes
sionals, it may be time for a change. Perhaps 
it is time to accentuate the positive. Women 
are succeeding in jobs previously closed to 
them, despite glass ceilings and the im
postor phenomenon. Perhaps future 
research should be directed to finding out 
how women (and men) deal with messages 
which foster feelings of incompetence and 
how they have managed to perform well in 
their positions and maintain their feelings of 
being an impostor. Perhaps it is time to learn 
about the roots of success rather than the 
roots of failure, and well-planned studies 
could help women and men reach their 
potential in careers compatible with their 
abilities and their psychological types. 
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