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ABSTRACT 

The present study was designed to distinguish non-cognitive predictors of job performance 
for various job groups in order to develop a method for identification of the suitability of 
an employee for positions and career development in organizational settings. This study 
included personality traits, vocational interests, grit, growth mindset, resistance to change, 
goal orientation and self-efficacy as potential predictors of job performance from several 
individual characteristics related to training, learning and job performance found in the 
literature. The study sample included customer service specialists, support specialists 
and managers from five different companies in Latvia. The results show that grit, social, 
conventional, and enterprising interests are significant predictors of subjective job 
performance. Personality traits, self-efficacy, growth mindset, resistance to change and 
goal orientation did not predict job performance in this sample. The relationship between 
subjective job performance and personality traits for conscientiousness and neuroticism is 
weak. The results are partly in line with other studies. Possible explanations of results and 
future directions are offered. 
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Introduction 

According to individual-environmental fit theories (Edwards, 2008; 
Kristof-Brown & Guay, 2011; Su et  al., 2015), the congruence between 
characteristics of employees and characteristics of working environment 
(e.  g. compatibility of personality traits, abilities, and values with job 
requirements and organizational culture) is essential in the field of career 
counselling, personnel management and industrial and organizational psy-
chology. Although research on individual differences has been ongoing for 
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over 100  years (Sackett et  al., 2017), vocational interests are also valid 
predictor of job performance (Nye et  al., 2012, 2017) above and beyond 
cognitive abilities and personality, in addition to cognitive abilities and 
personality traits that are stable individual characteristics for predicting 
job performance (Salgado, Anderson, et al., 2003; Salgado, Moscoso, et al., 
2003; Salgado, 2017; Schmidt et  al., 2016; Schmidt & Hunter, 1998). 
As workplaces change rapidly, the needs of future employees also may 
change – such skills as flexibility and learning are among the 21st century 
employability skills (De Fruyt et al., 2015), therefore additional predictors 
of job performance may be explored. The present study included personal-
ity traits, vocational interests, grit, growth mindset, resistance to change, 
goal orientation and self-efficacy as potential predictors of job performance 
from a number of individual characteristics discussed in the literature 
related to training, learning and job performance.

Non-cognitive predictors of training, learning  
and job performance 

Personality as a stable individual characteristic of employees has been 
researched in work settings (Rojon et al., 2015; Sackett & Walmsley, 2014; 
Salgado, 1997, 2017; Schmidt et  al., 2016; Schmidt & Hunter, 1998). 
Costa (1996) states that personality can be explained by five core fac-
tors  – extraversion, agreeableness, openness to experience, conscientious-
ness, and neuroticism. Two widely studied personality traits in relation to 
job performance are conscientiousness (Barrick et  al., 2001; Costa, 1996; 
Salgado, 1997) and neuroticism (as opposite to Emotional Stability, John 
et al., 2008). In recent years (Johnson et al., 2011; Lee et al., 2019), the 
HEXACO model of personality has been investigated in addition to Five 
Factor model or Big Five. Those studies conclude that humbleness-humility 
demonstrates an incremental validity over other individual characteristics 
in relation to counterproductive job performance (Lee et al., 2019) and is 
a unique predictor of job performance (Johnson et al., 2011). The impres-
sion management strategies used by employees may distort the results of 
personality profile in high-stakes situations, therefore the forced-choice for-
mat of personality assessments has been proposed (Salgado & Táuriz, 2014; 
Salgado & Lado, 2018). Although the faking may not always be prevented 
(Huber et al., 2021), forced-choice questionnaires are better predictors of 
job performance if compared to normative or ipsative measures (Salgado & 
Táuriz, 2014), therefore this study assesses personality in multidimensional 
forced-choice format as well. 

Based on previous findings, it was expected that:
H1: 	 Conscientiousness would positively correlate to overall job per-

formance.

Non-Cognitive Predictors of Subjective Job Performance in a 
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H2: 	 Neuroticism would negatively correlate to overall job perfor-
mance.

H3: 	 Extraversion would positively correlate to overall job perfor-
mance.

Vocational interests. Vocational interests are trait-like characteristics of 
motivational and behavioral preferences towards specific environments and 
activities (Rounds & Su, 2014). Research on the stability of vocational inter-
ests suggests that vocational interests show some stability and changes over 
time (Hoff et al., 2020; Morris, 2016; Nye et al., 2020; Schultz et al., 2017), 
similarly to personality traits that show some malleability during lifetime. 
Holland (1959, 1996) described six types of vocational personalities (RIASEC 
model) representing realistic, investigative, artistic, social, enterprising and 
conventional personalities and environments. Although previously referred 
to as personality types, more recently the RIASEC model has been used as 
a conceptual framework for interests, not personality (Stoll et  al., 2021; 
Su, 2020). Recent research has demonstrated that vocational interests are 
important in work performance (Nye et al., 2012) since interests may influ-
ence motivation and goal-attainment through direction, vigor and persis-
tence (Su, 2020). Meta-analytical results of 60 studies conducted until 2010 
(Nye et al., 2012) report moderate relationships between job performance 
and interests in the employee samples. Interest congruence (matching the 
interest profile with the occupation profile) has higher correlation with job 
performance than simple interest scores. Meta-analytical results of 92 stud-
ies until 2016 (Nye et  al., 2017) report baseline correlation with job per-
formance of .16 and interest congruence .32 with job performance. Weaker 
relationship between interest scores and interest congruence relationship 
with job performance are reported in meta-analysis of Van Iddekinge (Van 
Iddekinge, Roth, et al., 2011). This evidence suggests that vocational inter-
ests may have the incremental validity for predicting job performance over 
personality and cognitive abilities (Su, 2020; Van Iddekinge, Putka, et al., 
2011). Researchers have noted that personality traits and vocational inter-
ests correlate (Barrick et  al., 2003; Mount et  al., 2005). Additionally, the 
HEXACO model of personality explains more variance related to vocational 
interests than the Five Factor model of personality (McKay & Tokar, 2012). 
Based on previous findings we formulated a research question for this study:

Q1. 	 Are vocational interests a predictor of overall job performance? 
To what extent vocational interests add predictive power to per-
sonality traits in predicting job performance? 

Grit is defined as passion and perseverance toward accomplishing long 
term goals (Duckworth et al., 2007) and has been studied in educational set-
tings as one of the non-cognitive traits that helps explain success in educa-
tion above cognitive abilities and conscientiousness. Although some mixed 
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results have been received in research on educational success (Ivcevic & 
Brackett, 2014) and the validity of the construct of grit have been ques-
tioned over conscientiousness (Crede et  al., 2016; Ion et  al., 2017), the 
results of the study in a military sector for a high-stress course achieve-
ment suggest some usefulness of grittier individuals for predicting success 
in high-stakes training settings (Farina et al., 2019). Recent review of grit 
literature (Southwick et  al., 2019) suggest that grit may have predictive 
power in work and organizational settings. In line with previous research, 
the second research question was proposed as follows: 

Q2. 	 Does grit predict job performance above conscientiousness? To 
what extent grit adds predictive power to personality traits in 
predicting job performance? 

Growth versus fixed mindset. Implicit theories of malleability of individ-
ual attributes such as personality, or intelligence have been researched in 
educational settings in the context of challenge seeking and performance 
(Dweck & Yeager, 2019). A fixed mindset (belief that human attributes 
cannot be changed) is negatively related to academic achievement through 
personal attributions, performance-avoidance goals and effort beliefs. 
Although most exclusively researched in educational settings, there is 
some evidence that implicit beliefs of employees impact their behavior 
in work settings. In a sample of sales employees (Zingoni & Corey, 2017) 
those with more incremental beliefs (growth mindset) had higher job per-
formance (r  =  .40) and implicit beliefs on personal attributes predicted 
job performance (β =  .45, p < .001). In a sample of managers (Heslin & 
VandeWalle, 2008), assumptions of personnel impacted their performance 
evaluation. Regarding relationship with personality traits, growth theory of 
work is positively related to extroversion, agreeableness, conscientiousness 
and openness, while destiny (fixed) theory of work is negatively related 
to agreeableness, conscientiousness, emotional stability and openness 
(Burnette & Pollack, 2013). There has also been some criticism of mindset 
theory (Burgoyne et  al., 2020) regarding weak associations with claimed 
motivational premises. Due to insufficient evidence for growth mindset and 
relations to job performance, the third research question was proposed: 

Q3. 	 Does growth mindset predict overall job performance?
Resistance to change as a dispositional attribute may have implications 

for work productivity (Bruckman, 2008) along with other organizational 
outcomes such as turnover, decreased loyalty or higher absenteeism. Across 
various cultures, resistance to change consists of four factors – emotional 
reaction, short-term focus, cognitive rigidity and routine seeking behav-
iors (Oreg et  al., 2008). To our knowledge, no study so far has directly 
addressed the question of resistance to change and job performance, thus 
we proposed the fourth research question:
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Q4. 	 Is resistance to change negatively related to overall job perfor-
mance?

Goal orientation refers to goal preferences by individuals in situations 
related to achievement, it has been proposed to be a dispositional attrib-
ute (Theis & Bipp, 2020) consisting of three dimensions (Vandewalle, 
1997)  – a)  learning goal orientation is choosing work related activities 
to learn new skills, b)  avoiding goal orientation is choosing to avoid 
work related activities that includes situations where someone might look 
incompetent, and c)  proving-performance goal orientation is choosing 
work related activities in which individual can demonstrate his/her com-
petence. Dispositional learning goal orientation was positively related to 
all of the work performance dimensions – learning, task and contextual 
performance – in an employee sample (Theis & Bipp, 2020) and to the task 
performance in a  student sample (Yeo et al., 2009). Together with voca-
tional interests, mastery (learning) goal orientation mediates relationship 
between investigative and enterprising interests and voluntary continuing 
professional education in a sample of healthcare professionals (Johnson & 
Beehr, 2014). In line with those research findings, we proposed the fifth 
research question:

Q5. 	 Is goal orientation related to overall job performance?
Self-efficacy has been studied jointly with personality and general men-

tal ability in a meta-analytical review of individual differences in predicting 
task and job performance (Judge et al., 2007). Self-efficacy moderately cor-
relates with work performance as one of the core self-evaluations, although 
cognitive abilities and personality predict job performance better than 
self-efficacy. In a review of work-related performance (Stajkovic & Luthans, 
1998), self-efficacy was moderately (.38) related to work performance, thus 
we proposed the sixth research question: 

Q6. 	 Does self-efficacy predict overall job performance above other 
personality traits?

Non-ability traits, such as social interests, help seeking, peer learning, 
agreeableness, extraversion, and job performance have been studied in job 
settings with student samples (Kanfer et al., 2010), where non-ability com-
plexes predicted job performance better than abilities alone. We proposed 
the final research question, based on the previous research in individual 
attributes and their relations to job performance: 

Q7. 	 Which of the non-cognitive attributes predict job performance in 
a sample of managers, client support and administrative support 
specialists?
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Method
Participants and procedure

During 2019 and 2020, employees working in five different organiza-
tions in Latvia were asked to participate in the study. The final sample 
consisted of 332 employees of support specialists (n = 52), sales and client 
support specialists (n = 163), and supervisors and managers (n = 117). 
88% of participants were women, 75% had a university degree or degrees; 
age ranged from 18 to 68 years old (M  =  39.98, SD  =  10.83) and the 
average years of tenure was 7.13 (Me  =  4.00 years). Employees were 
invited to participate in internet-based survey through the Human Resource 
departments of the organizations. The personality and interest profiles of 
employees were provided individually if requested, to motivate completing 
the survey. 

Measures
Personality traits. Based on Latvian Personality Inventory (LPA v-3; 

Perepjolkina & Reņģe, 2013) a multi-dimensional forced-choice personal-
ity inventory was designed for this study. The questionnaire consisted of 
18 blocks of 4-choice-statements representing different personality factors 
(humility, extraversion, conscientiousness, agreeableness, openness and 
neuroticism). In each of the blocks respondents marked one statement 
that describes him/her the most and one statement that describes him/
her the least. A sample item is provided in Table 1, a respondent chooses 
one of the four items in a block that describe him/her the most and one 
of the four items that describes him/her the least. A pilot study of this 
questionnaire in a sample of students (n = 178) revealed acceptable con-
vergent validity ( .62 to .73 for conscientiousness, openness, extraversion, 
and neuroticism) in traits respective to Big Five questionnaire, except for 
agreeableness ( .48). 

Table 1.	 A sample of personality forced-choice item block 1 with respective 
personality factors

Block 1  Respective personality factor

I am very accurate person  Conscientiousness 

I cannot lie  Humbleness – Humility 

I do not take the initiative to meet other 
people  Extraversion 

I sometimes tend to be sarcastic and 
vitriolic  Agreeableness 
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Vocational interests. Latvian Questionnaire of Vocational Interests (LQVI; 
Berga & Austers, 2021) based on Holland’s (1996) RIASEC model measured 
six scales of vocational interests (realistic (R), investigative (I), artistic (A), 
social (S), enterprising (E) and conventional (C)). Two control questions 
were included to eliminate those who responded carelessly (e.  g., please, 
select the option ‘disagree’). Internal reliability of LQVI interest scales are 
as follows (Berga & Austers, 2021): realistic α = .77, investigative α = .81, 
artistic α =  .83, social α =  .79, enterprising α =  .84, and conventional 
α  =  .77 (for full LQVI development and items refer to Berga & Austers, 
2021).

Grit was measured with the Short Grit scale (Grit-S; Duckworth & Quinn, 
2009) that was adapted in Latvian for this study. The scale consisted of 
eight questions measuring the perseverance of effort and the consistency 
of interests. 

Growth mindset. ‘Kind of Person’ Implicit Theory Scale (Dweck, 1999; 
Dweck et al., 1995) that was adapted in Latvian for this study was used to 
measure growth mindset. The scale consisted of eight statements measuring 
growth or fixed mindset. 

Resistance to change. Resistance to change scale (Oreg, 2003) consisting 
of 17 statements was used to measure four subscales of dispositional resist-
ance to change: routine seeking, emotional reaction, short-term thinking 
and cognitive rigidity. The scale was adapted in Latvian for this study. 

Goal orientation. Goal orientation questionnaire (GO; VandeWalle, 1997) 
consisting of 12 statements measured three goal orientations: learning goal 
orientation, proving-performance goal orientation and avoiding-perfor-
mance goal orientation. 

Self-efficacy. General self-efficacy scale (GSE; Schwarzer & Jerusalem, 
1995) consisting of 10 statements was modified and adapted in Latvian for 
this study. To ensure the similarity of various Likert scales, the answers 
were provided in 5-point Likert scale instead of 4-point Likert scale as in 
original. 

Job performance was measured by 3 statements of subjective job perfor-
mance questions (“Overall, how do you rate your job performance during 
the last 6 months?” and “How do you think your supervisor… “ and “How 
do you think your peers…” depending on the perspective a respondent had 
to take). The question was answered on a scale from 1 – unsatisfactory 
to 10 – excellent. Averaged result of subjective, subjective-supervisor and 
subjective-peer rating was calculated as overall subjective job performance 
measure. 
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Results

Table 2 summarizes the descriptive statistics of individual variables 
measured and correlations with subjective job performance. 

Table 2.	 Descriptive statistics and Spearman’s rank-order correlation for study 
variables (n = 332)

Variable Dimensions M SD Job Performance

Job performance 7.83 1.04 –

Vocational Interests Realistic 32.26 6.82 .00

Investigative 29.22 6.16 -.01

Artistic 27.68 7.52 -.00

Social 34.66 5.79 .01

Enterprising 33.65 7.21 .17**

Conventional 38.35 5.45 .14**

Personality traits Conscientiousness 14.47 4.12 .17**

Humility 15.28 2.92 .00

Extraversion 14.26 3.96 .06

Agreeableness 13.51 3.34 .02

Openness 13.05 2.92 -.11

Neuroticism 11.76 3.85 -.12*

Grit 3.55 .47 .30**

Self-efficacy 3.60 .57 .14*

Goal orientation (GO) Learning GO 3.78 .71 .06

Performance GO 3.40 .88 .03

Avoiding GO 2.73 .87 -.08

Resistance to change Routing seeking 2.51 .78 -.03

Emotional reaction 3.32 .86 -.03

Cognitive rigidity 3.48 .72 .08

Short-term focus 2.69 .77 .00

Growth mindset 3.36 .79 .07

Demographic variables Tenure in organization 11.21 9.52 .05

Tenure in occupation 7.48 8.59 .02

Age 40.33 10.87 .03

Gender 1.10a .31 -.10

Note. a – male coded as 1, female as 2
*p < .05; **p < .01
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The first hypothesis was confirmed: conscientiousness was positively, 
but weakly, related to job performance (rs  =  .17, p  <  .01). The second 
hypothesis was also confirmed: neuroticism (as opposite to emotional 
stability) was negatively, but weakly, related to overall job performance 
(rs = -.12, p <  .05). The third hypothesis was rejected: extraversion was 
not related to job performance. 

With respect to research questions number 3, 4 and 5 there were no 
statistically significant correlations, neither growth mindset, neither goal 
orientations, nor resistance to change were related to job performance in 
a sample of managers, client support and administrative support specialists. 

To answer the research questions number 1, 2, 6 and 7 – whether voca-
tional interests, grit, self-efficacy, and other non-cognitive variables pre-
dict job performance, stepwise regression analysis with all these variables 
as predictors was performed on job performance as a criterion variable. 
Due to some missing data that respondents did not want to disclose, the 
final sample consisted of 301 participants for regression analysis. Results 
of regression analysis suggest that grit is predictive of job performance 
(β = .25, p < .01), and adding vocational interests – conventional, enter-
prising, and social – in a model explains 13% of variance in subjective job 
performance (Model 4 in Table 3). Regarding the first research question 
with respect to vocational interests as predictors of job performance in 
a sample of managers, client support and administrative support specialists, 
conventional interests (in Model 5, β = .20, p < .01), enterprising inter-
ests (in Model 5, β = .25, p < .01) and social interests, albeit negatively 
(in Model 5, β = -.17, p < .05), were statistically significant predictors of 
job performance, together with grit and gender they explained 14% of var-
iation in job performance. Regarding the second research question about 
grit as a predictor of job performance – grit alone can explain 6% of varia-
tion in job performance (Model 1, β = .25, p < .01, R2 = .06). Regarding 
research question number six – self-efficacy was not a statistically signifi-
cant predictor of job performance as it was excluded from the regression 
model.

And overall, regarding final research question – which of the non-cog-
nitive attributes predict job performance in a sample of managers, client 
support and administrative support specialists – five statistically significant 
predictors were found in regression analysis (Model 5) – grit, conventional 
interests, enterprising interests, social interests, and gender (r  =  .38, 
p <  .01; R2 =  .14) explaining 14% of variance in subjective job perfor-
mance measure.
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Table 3.	 Stepwise linear regression model for predicting subjective job 
performance (n = 301)

Predictor b beta Fit Difference

Model 1 (constant) 5.89**

Grit .55** .25**

R2 = .06**

Model 2 (constant) 4.91**

Grit .46** .21**

Conventional 
interests

.03** .18**

R2 = .09** ΔR2 = .03**

Model 3 (constant) 4.24**

Grit .41** .18**

Conventional 
interests

.04** .19**

Enterprising 
interests

.02** .15**

R2 = .11** ΔR2 = .02**

Model 4 (constant) 4.64**

Grit .39** .17**

Conventional 
interests

.04** .22**

Enterprising 
interests

.03** .23**

Social interests -.03* -.15*

R2 = .13** ΔR2 = .02*

Model 5 (constant) 5.50**

Grit .35** .16**

Conventional 
interests

.04** .20**

Enterprising 
interests

.04** .25**

Social interests -.03* -.17*

Gender -.44* -.13*

R2 = .14** ΔR2 = .02*

Note. *p < .05; **p < .01. b-unstandardized regression weights, beta-standardized 
regression weights
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Discussion

The purpose of this study was to test which non-cognitive individual 
attributes are predictive of subjective job performance in a sample of man-
agers, client support and administrative support specialists working in 
various organizations. Although general mental abilities have been widely 
accepted as most predictive of work-related performance (Bertua et  al., 
2005; Gonzalez-Mulé et al., 2014; Salgado, Moscoso, et al., 2003; Schmidt & 
Hunter, 1998) such individual characteristics as personality traits, voca-
tional interests and other self-concepts has been researched in work set-
tings as well (Judge et  al., 2007; Nye et  al., 2012; Sackett et  al., 2017).

Two of three study hypotheses were confirmed – conscientiousness and 
neuroticism from personality traits are related to job performance in line 
with the previous research. Although it is worth noting the correlations 
were weak in comparison to the meta-analytical studies where averaged 
correlation was .27 (Barrick et al., 2001). The relations of these traits may 
be lower as the multidimensional format of forced choices may not capture 
the variability of personality traits as good as Likert-type measures due 
to the specific measurement of personality traits. Third hypothesis – that 
extraversion will be positively related to job performance – was rejected. 
The results are somewhat surprising due to the advantages of extraversion 
in the contemporary world of work (Wilmot et al., 2019) and the sample 
of employees that include close relations with others (managing and con-
sulting, supporting others). One possible explanation for this is the forced-
choice multidimensional measure of personality that sometimes forces 
one to mark statements as the most important characteristic even if the 
statement is not fully characteristic of an individual, which contrasts with 
Likert-type scales that are used in the majority of cases. Other explanation 
of this finding may be due to various professions included in the sample – 
managers should be more assertive due to task demands in working with 
others, and some administrative support specialists, for example, an office 
administrator in relation to job performance should be more oriented to 
details as compared to being social and assertive. Third, the gathering of 
data was conducted during the time of restricted social contacts due to 
COVID-19 pandemic, so the advantages of extraversion may not fully man-
ifest itself in telework settings.

The present study sheds light on how vocational interests can be used 
in predicting job performance. This study demonstrates that vocational 
interests should be included as one of the variables in the research of job 
performance although previously it has been neglected variable in per-
sonnel selection and training (e.  g., Schmidt & Hunter, 1998; Nye et  al., 
2012). Conventional, enterprising, and social interests were predictive of 
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job performance in this sample – vocational interests as an individual char-
acteristic help to explain why some of the employees are more successful 
in their jobs than others. In line with recent meta-analytical conclusions 
(Nye et al., 2012, 2017), vocational interests should be added to individual 
characteristics that may distinguish higher achievers. Although unexpect-
edly, social interests predicted subjective job performance negatively in 
this sample, and this is somewhat surprising, given that Holland’s theory of 
vocational personalities state that those with more expressed social inter-
ests should be more productive in an environment that is related to helping 
or training others. One possible explanation for this may be that those who 
are more prone to helping behaviors may sometimes be counterproductive 
by choosing to spend more time helping others rather than engaging in 
their individual work tasks. 

Regarding research questions of other individual characteristics – grit, 
growth mindset, resistance to change, goal orientation and self-efficacy – as 
potential predictors of job performance, only grit positively predicted sub-
jective job performance. As some researchers note (Crede et al., 2016), grit 
may not be distinctive from the personality conscientiousness trait. If this 
is the case, the dominance of grit in the prediction of job performance may 
not be that surprising – perseverance for long-term goals and accomplish-
ing those goals may be the most relevant characteristic of job performance 
in a contemporary job environment. 

This study has some practical implications in relation to vocational 
interest measures in work settings. As a previously neglected characteris-
tic of individual attributes that shape educational choice (Su, 2020), the 
research of vocational interests should be more explored in work settings. 
If vocational interests are valid predictors of job performance in the sample 
of a present study, that implies the use of vocational interests in other 
applied settings such as personnel placement or even in job transitions. 
Future research should explore the congruence between vocational inter-
ests and the work environment as the congruence of interests are stronger 
related to job performance (Nye et  al., 2017) to better understand the 
interest-performance relations in work settings. 

Some limitations of study must be mentioned as well. Firstly, regard-
ing the sample of employees – the participation was voluntary, the sample 
consisted mostly of women, therefore the sample was not representative of 
the employee population. Secondly, all the measures of performance were 
self-reported, that is subjective, and may not reflect the performance as 
observed by supervisors or may not be objective measures of work perfor-
mance. Thirdly, only an overall job performance measure was included in 
the study, although work performance may be studied as a multidimen-
sional construct that includes task performance, contextual performance, 



106 Human, Technologies and Quality of Education, 2021

and counterproductive performance. Future studies should explore whether 
different work-related constructs are differently related to various dimen-
sions of work performance.

Conclusions

•	 This study confirms that some personality traits and vocational interests 
are related to job performance, specifically, conscientiousness, neuroti-
cism from personality traits and conventional and enterprising interests 
from vocational interests.

•	 Grit as perseverance to long-term goals was the most valid predictor of 
job performance in a sample of managers, client support and adminis-
trative support specialists.

•	 Future research should explore interest-performance, personality-perfor-
mance, and grit-performance relations in more detail under conditions 
of various forms of work performance.

Acknowledgement

The study reported in this paper was a part of the research project 
“Development of an Assessment Method for Employee Careers” by TET, 
University of Latvia and Latvian Personnel Management Association.

References 
Barrick, M. R., Mount, M. K., & Gupta, R. (2003). Meta-analysis of the relationship 
between the five-factor model of personality and Holland’s occupational types. Personnel 
Psychology, 56(1), 45–74. https://doi.org/10.1111/j.1744-6570.2003.tb00143.x

Barrick, M. R., Mount, M. K., & Judge, T. A. (2001). Personality and performance 
at the beginning of the new millennium: What do we know and where do we go 
next? International Journal of Selection and Assessment, 9(1–2), 9–30. https://doi.
org/10.1111/1468-2389.00160

Berga, L., & Austers, I. (2021). Using vocational interests in job settings: Development 
and validation of a questionnaire for vocational interests in Latvian. The International 
Journal of Interdisciplinary Social and Community Studies, 16(2), 1–12. https://doi.org/
https://doi.org/10.18848/2324-7576/CGP/v16i02/1-12

Bertua, C., Anderson, N., & Salgado, J. F. (2005). The predictive validity of cognitive 
ability tests: A UK meta-analysis. Journal of Occupational and Organizational Psychology, 
78(3), 387–409. https://doi.org/10.1348/096317905X26994

Bruckman, J. C. (2008). Overcoming resistance to change: Causal factors, interventions, 
and critical values. The Psychologist-Manager Journal, 11(2), 211–219. https://doi.
org/10.1080/10887150802371708

Burgoyne, A. P., Hambrick, D. Z., & Macnamara, B. N. (2020). How firm are the 
foundations of Mind-Set Theory? The claims appear stronger than the evidence. 
Psychological Science, 31(3), 258–267. https://doi.org/10.1177/0956797619897588



107L. Berga, I. Austers. Non-Cognitive Predictors of Subjective Job Performance in a Sample .. 

Burnette, J. L., & Pollack, J. M. (2013). Implicit Theories of work and job fit: Implications 
for job and life satisfaction. Basic and Applied Social Psychology, 35(4), 360–372. https://
doi.org/10.1080/01973533.2013.803964

Costa, P. T. (1996). Work and personality: Use of the NEO-PI-R in industrial/
organisational psychology. Applied Psychology, 45(3), 225–241. https://doi.org/10.1111/ 
j.1464-0597.1996.tb00766.x

Crede, M., Tynan, M. C., & Harms, P. D. (2016). Much ado about grit: A meta-analytic 
synthesis of the grit literature. Journal of Personality and Social Psychology, 113(3), 492–
511.

De Fruyt, F., Wille, B., & John, O. P. (2015). Employability in the 21st century: Complex 
(interactive) problem solving and other essential skills. Industrial and Organizational 
Psychology, 8(2), 271–281. https://doi.org/10.1017/iop.2015.33

Duckworth, A. L., Peterson, C., Matthews, M. D., & Kelly, D. R. (2007). Grit: Perseverance 
and passion for long-term goals. Journal of Personality and Social Psychology, 92(6), 
1087–1101. https://doi.org/10.1037/0022-3514.92.6.1087

Duckworth, A. L., & Quinn, P. D. (2009). Development and validation of the short 
Grit Scale (Grit-S). Journal of Personality Assessment, 91(2), 166–174. https://doi.
org/10.1080/00223890802634290

Dweck, C. S. (1999). Self-theories: Their Role in motivation, personality, and development 
(1st ed.). Psychology Press. https://doi.org/10.4324/9781315783048

Dweck, C. S., Chiu, C., & Hong, Y. (1995). Implicit Theories and their role in judgments 
and reactions : A world from two perspectives. Psychological Inquiry, 6(4), 267–285.

Dweck, C. S., & Yeager, D. S. (2019). Mindsets: A view from two eras. Perspectives on 
Psychological Science, 14(3), 481–496. https://doi.org/10.1177/1745691618804166

Edwards, J. R. (2008). Person–Environment fit in organizations: An assessment of 
theoretical progress. The Academy of Management Annals, 2(1), 167–230. https://doi.
org/10.1080/19416520802211503

Farina, E. K., Thompson, L. A., Knapik, J. J., Pasiakos, S. M., McClung, J. P., & Lieb-
erman, H. R. (2019). Physical performance, demographic, psychological, and physio-
logical predictors of success in the U.S. Army Special Forces Assessment and Selection 
course. Physiology and Behavior, 210(March), 112647. https://doi.org/10.1016/j.phys-
beh.2019.112647

Gonzalez-Mulé, E., Mount, M. K., & Oh, I. S. (2014). A meta-analysis of the relationship 
between general mental ability and nontask performance. Journal of Applied Psychology, 
99(6), 1222–1243. https://doi.org/10.1037/a0037547

Heslin, P. A., & VandeWalle, D. (2008). Managers’ implicit assumptions about personnel. 
Current Directions in Psychological Science, 17(3), 219–223. https://doi.org/10.1111/
j.1467-8721.2008.00578.x

Hoff, K. A., Song, Q. C., Einarsdóttir, S., Briley, D. A., & Rounds, J. (2020). Developmental 
structure of personality and interests: A four-wave, 8-year longitudinal study. Journal 
of Personality and Social Psychology, 118(5), 1044–1064. https://doi.org/10.1037/
pspp0000228

Holland, J. L. (1959). A theory of vocational choice. Journal of Counseling Psychology, 
6(1), 35–45. https://doi.org/10.1037/h0040767

Holland, J. L. (1996). Exploring careers with typology. American Psychologist, 51(4), 
397–406.



108 Human, Technologies and Quality of Education, 2021

Huber, C. R., Kuncel, N. R., Huber, K. B., Boyce, A. S., Huber, C. R., Kuncel, N. R., & 
Huber, K. B. (2021). Faking and the validity of personality tests: An experimental 
investigation using modern forced choice measures. Personnel Assessment and Decisions, 
7(1), 20–30.

Ion, A., Mindu, A., & Gorbănescu, A. (2017). Grit in the workplace: Hype or ripe? 
Personality and Individual Differences, 111, 163–168. https://doi.org/10.1016/j.paid. 
2017.02.012

Ivcevic, Z., & Brackett, M. (2014). Predicting school success: Comparing Conscientious-
ness, Grit, and Emotion Regulation Ability. Journal of Research in Personality, 52, 29–36. 
https://doi.org/10.1016/j.jrp.2014.06.005

John, O. P., Naumann, L. P., & Soto, C. J. (2008). Paradigm shift to the integrative 
Big Five trait taxonomy: History, measurement, and conceptual issues. In Handbook of 
personality: Theory and research (pp. 114–158). The Guilford Press.

Johnson, M. K., Rowatt, W. C., & Petrini, L. (2011). A new trait on the market: Honesty-
Humility as a unique predictor of job performance ratings. Personality and Individual 
Differences, 50(6), 857–862. https://doi.org/10.1016/j.paid.2011.01.011

Johnson, V. A., & Beehr, T. A. (2014). Making use of professional development: 
Employee interests and motivational goal orientations. Journal of Vocational Behavior, 
84(2), 99–108. https://doi.org/10.1016/j.jvb.2013.12.003

Judge, T. A., Jackson, C. L., Shaw, J. C., Scott, B. A., & Rich, B. L. (2007). Self-efficacy 
and work-related performance: The integral role of individual differences. Journal of 
Applied Psychology, 92(1), 107–127. https://doi.org/10.1037/0021-9010.92.1.107

Kanfer, R., Wolf, M. B., Kantrowitz, T. M., & Ackerman, P. L. (2010). Ability and trait 
complex predictors of academic and job performance: A person-situation approach. 
Applied Psychology, 59(1), 40–69. https://doi.org/10.1111/j.1464-0597.2009.00415.x

Kristof-Brown, A., & Guay, R. P. (2011). Person–environment fit. In APA handbook 
of industrial and organizational psychology, Vol 3: Maintaining, expanding, and contract-
ing the organization. (pp. 3–50). American Psychological Association. https://doi.
org/10.1037/12171-001

Lee, Y., Berry, C. M., & Gonzalez-Mulé, E. (2019). The importance of being humble: 
A meta-analysis and incremental validity analysis of the relationship between honesty-
humility and job performance. Journal of Applied Psychology, 104(12), 1535–1546. 
https://doi.org/10.1037/apl0000421

McKay, D. A., & Tokar, D. M. (2012). The HEXACO and five-factor models of personality 
in relation to RIASEC vocational interests. Journal of Vocational Behavior, 81(2), 138–
149. https://doi.org/10.1016/j.jvb.2012.05.006

Morris, M. L. (2016). Vocational interests in the United States: Sex, age, ethnicity, and 
year effects. Journal of Counseling Psychology, 63(5), 604–615. https://doi.org/10.1037/
cou0000164

Mount, M. K., Barrick, M. R., Scullen, S. M., & Rounds, J. (2005). Higher-order dimensions 
of the Big Five personality traits and the Big Six vocational interest types. Personnel 
Psychology, 58(2), 447–478. https://doi.org/10.1111/j.1744-6570.2005.00468.x

Nye, C. D., Su, R., Rounds, J., & Drasgow, F. (2012). Vocational interests and 
performance: A quantitative summary of over 60 years of research. Perspectives on 
Psychological Science, 7(4), 384–403. https://doi.org/10.1177/1745691612449021

Nye, C. D., Su, R., Rounds, J., & Drasgow, F. (2017). Interest congruence and 
performance: Revisiting recent meta-analytic findings. Journal of Vocational Behavior, 
98, 138–151. https://doi.org/10.1016/j.jvb.2016.11.002



109L. Berga, I. Austers. Non-Cognitive Predictors of Subjective Job Performance in a Sample .. 

Nye, C. D., Wille, B., Amory, J., & De Fruyt, F. (2020). Are work activities related to 
interest change over time? A 22-year longitudinal study. Journal of Personality and Social 
Psychology. https://doi.org/10.1037/pspp0000360

Oreg, S. (2003). Resistance to Change Scale. Journal of Applied Psychology, 88(4), 680–
693. https://doi.org/10.1037/0021-9010.88.4.680

Oreg, S., Bayazit, M., Vakola, M., Arciniega, L., Armenakis, A., Barkauskiene, R., 
Bozionelos, N., Fujimoto, Y., González, L., Han, J., Hřebíčková, M., Jimmieson, N., 
Kordačová, J., Mitsuhashi, H., Mlačić, B., Ferić, I., Topić, M. K., Ohly, S., Saksvik, P. Ø., 
… van Dam, K. (2008). Dispositional resistance to change: Measurement equivalence 
and the link to personal values across 17 nations. Journal of Applied Psychology, 93(4), 
935–944. https://doi.org/10.1037/0021-9010.93.4.935

Perepjolkina, V., & Reņģe, V. (2013). Latvijas Personības aptauja (LPA-v3). Testa 
rokasgrāmata.

Rojon, C., McDowall, A., & Saunders, M. N. K. (2015). The relationships between 
traditional selection assessments and workplace performance criteria specificity: 
A comparative meta-analysis. Human Performance, 28(1), 1–25. https://doi.org/10.108
0/08959285.2014.974757

Rounds, J., & Su, R. (2014). The Nature and Power of Interests. Current Directions in 
Psychological Science, 23(2), 98–103. https://doi.org/10.1177/0963721414522812

Sackett, P. R., Lievens, F., Van Iddekinge, C. H., & Kuncel, N. R. (2017). Individual 
differences and their measurement: A review of 100 years of research. Journal of Applied 
Psychology, 102(3), 254–273. https://doi.org/10.1037/apl0000151

Sackett, P. R., & Walmsley, P. T. (2014). Which personality attributes are most important 
in the workplace? Perspectives on Psychological Science, 9(5), 538–551. https://doi.
org/10.1177/1745691614543972

Salgado, J. F. (1997). The five factor model of personality and job performance in 
the European Community. Journal of Applied Psychology, 82(1), 30–42. https://doi.
org/10.1037//0021-9010.82.1.30

Salgado, J. F. (2017). Personnel Selection. In Oxford Research Encyclopedia of 
Psychology (pp. 1–29). Oxford University Press USA. https://doi.org/10.1093/
acrefore/9780190236557.013.8

Salgado, J. F., Anderson, N., Moscoso, S., Bertua, C., & De Fruyt, F. (2003). 
International validity generalization of GMA and cognitive abilities: A European 
Community meta-analysis. Personnel Psychology, 56(3), 573–605. https://doi.
org/10.1111/j.1744-6570.2003.tb00751.x

Salgado, J. F., Anderson, N., & Tauriz, G. (2015). The validity of ipsative and quasi-
ipsative forced-choice personality inventories for different occupational groups: 
A  comprehensive meta-analysis. Journal of Occupational and Organizational Psychology, 
88(4), 797–834. https://doi.org/10.1111/joop.12098

Salgado, J. F., & Lado, M. (2018). Faking resistance of a quasi-ipsative forced-choice 
personality inventory without algebraic dependence. Journal of Work and Organizational 
Psychology, 34(3), 213–216. https://doi.org/10.5093/jwop2018a23

Salgado, J. F., Moscoso, S., De Fruyt, F., Anderson, N., Bertua, C., & Rolland, J. P. 
(2003). A meta-analytic study of general mental ability validity for different occupations 
in the European community. Journal of Applied Psychology, 88(6), 1068–1081. https://
doi.org/10.1037/0021-9010.88.6.1068

Salgado, J. F., & Táuriz, G. (2014). The Five-Factor Model, forced-choice personality 
inventories and performance: A comprehensive meta-analysis of academic and 



110 Human, Technologies and Quality of Education, 2021

occupational validity studies. European Journal of Work and Organizational Psychology, 
23(1), 3–30. https://doi.org/10.1080/1359432X.2012.716198

Schmidt, F. L., & Hunter, J. E. (1998). The validity and utility of selection methods 
in personnel psychology: Practical and theoretical implications of 85 years of research 
findings. Psychological Bulletin, 124(2), 262–274. https://doi.org/10.1037//0033-
2909.124.2.262

Schmidt, F. L., Oh, I.-S., & Shaffer, J. A. (2016). The validity and utility of selection 
methods in personnel psychology: Practical and theoretical implications of 100 years of 
research findings. https://doi.org/10.13140/RG.2.2.18843.26400

Schultz, L. H., Connolly, J. J., Garrison, S. M., Leveille, M. M., & Jackson, J. J. (2017). 
Vocational interests across 20 years of adulthood: Stability, change, and the role of work 
experiences. Journal of Research in Personality, 71, 46–56. https://doi.org/10.1016/j.
jrp.2017.08.010

Schwarzer, R., & Jerusalem, M. (1995). Generalized self-efficacy scale. In J. Weinman, 
S. Wright, & M. Johnston (Eds.), Measures in health psychology: A user’s portfolio. Causal 
and control beliefs (pp. 35–37). Windsor, England: NFER-NELSON.

Southwick, D. A., Tsay, C. J., & Duckworth, A. L. (2019). Grit at work. Research in 
Organizational Behavior, 39(2019), 100126. https://doi.org/10.1016/j.riob.2020.100126

Stajkovic, A. D., & Luthans, F. (1998). Self-efficacy and work-related performance: 
A meta-analysis. Psychological Bulletin, 124(2), 240–261. https://doi.org/10.1037/0033-
2909.124.2.240

Stoll, G., Rieger, S., Nagengast, B., Trautwein, U., & Rounds, J. (2021). Stability and 
change in vocational interests after graduation from high school: A six-wave longitudinal 
study. Journal of Personality and Social Psychology, 120(4), 1091–1116. https://doi.
org/10.1037/pspp0000359

Su, R. (2020). The three faces of interests: An integrative review of interest research in 
vocational, organizational, and educational psychology. Journal of Vocational Behavior, 
116(Part B), 103240. https://doi.org/10.1016/j.jvb.2018.10.016

Su, R., Murdock, C., & Rounds, J. (2015). Person-environment fit. In APA handbook 
of career intervention, Volume 1: Foundations. (pp. 81–98). American Psychological 
Association. https://doi.org/10.1037/14438-005

Theis, L., & Bipp, T. (2020). Workplace Goal Orientation. European Journal of 
Psychological Assessment, 36(2), 399–409. https://doi.org/10.1027/1015-5759/a000522

Van Iddekinge, C. H., Putka, D. J., & Campbell, J. P. (2011). Reconsidering vocational 
interests for personnel selection: The validity of an interest-based selection test in 
relation to job knowledge, job performance, and continuance intentions. Journal of 
Applied Psychology, 96(1), 13–33. https://doi.org/10.1037/a0021193

Van Iddekinge, C. H., Roth, P. L., Putka, D. J., & Lanivich, S. E. (2011). Are you 
interested? A meta-analysis of relations between vocational interests and employee 
performance and turnover. Journal of Applied Psychology, 96(6), 1167–1194. https://doi.
org/10.1037/a0024343

Vandewalle, D. (1997). Development and validation of a work domain goal orientation 
instrument. Educational and Psychological Measurement, 57(6), 995–1015. https://doi.
org/10.1177/0013164497057006009

Wilmot, M. P., Wanberg, C. R., Kammeyer-Mueller, J. D., & Ones, D. S. (2019). Extraversion 
advantages at work: A quantitative review and synthesis of the meta-analytic evidence. 
Journal of Applied Psychology, 104(12), 1447–1470. https://doi.org/10.1037/apl0000415



111L. Berga, I. Austers. Non-Cognitive Predictors of Subjective Job Performance in a Sample .. 

Yeo, G., Loft, S., Xiao, T., & Kiewitz, C. (2009). Goal orientations and performance: 
Differential relationships across levels of analysis and as a function of task demands. 
Journal of Applied Psychology, 94(3), 710–726. https://doi.org/10.1037/a0015044

Zingoni, M., & Corey, C. M. (2017). How mindset matters: The direct and indirect 
effects of employees’ mindsets on job performance. Journal of Personnel Psychology, 
16(1), 36–45. https://doi.org/10.1027/1866-5888/a000171

https://doi.org/10.1027/1866-5888/a000171

	PREFACE
	A qualitative analysis of affect signs in telecommunication dialogues
	Edmunds Vanags
	Prediction of depression by cognitive function above core affect
	Edmunds Vanags, Malgožata Raščevska
	Changes in teachers and students’ perceived school climate through the implementation of the social emotional learning program: A longitudinal study
	Sabine Berzina, Baiba Martinsone
	The relation between media exposure, risk behaviour and anxiety in adolescents during the COVID-19 pandemic
	Goran Livazović, Karlo Bojčić
	Validity and Reliability of the Acceptance and Action Questionnaire-II: Latvian Version
	Inese Sadauska, Aleksandrs Koļesovs
	Political Trust in Predicting Readiness to Comply with Governmental Restrictions During COVID-19 Pandemic
	Ivars Austers, Girts Dimdins, Veronika Lej, Viktorija Gaina
	Non-Cognitive Predictors of Subjective Job Performance in a Sample of Managers, Client Support and Administrative Support Specialists 
	Linda Berga, Ivars Austers
	Success and Failure Effect on Self-Efficacy and Performance: An Experimental Study
	Ronalds Cinks, Ivars Austers
	Ability to Deal with it: Self-Management and Problem-Solving Skills, Motivation and Routines Helped High-School Students During the COVID-19 Pandemic
	Liena Hačatrjana
	Parents’ Self-Reported Stress and Coping During the COVID-19 Pandemic-Related First Emergency Situation in Latvia
	Baiba Martinsone, Sindija Dziedātāja, Ieva Stokenberga 
	Between “Acts-And-Facts History” and “Edutainment” in the History of Education Study Courses: The Case of University of Latvia 
	Iveta Ķestere, Reinis Vējiņš
	COVID-19 difficulties in the remote learning process and opportunities to overcome them: the perspective of future teachers 
	Dita Nīmante 
	Digital Transformation of Education: Envisioning Post-Covid Education in Latvia
	Zanda Rubene, Linda Daniela, Edīte Sarva, Arta Rūdolfa
	Drivers of faculty pedagogical digital competence or how to get things going online
	Nora Jansone-Ratinika, Tatjana Koķe, Raimonds Strods, Māris Brants 
	Latvian students’ understanding of global problems and readiness to get involved in solving them in OECD PISA 2018 comparison
	Andris Kangro, Rita Kiselova
	The Influence of School Factors on Students’ Self-Concept: Findings from PIRLS 2016
	Andrejs Geske, Kristine Kampmane, Antra Ozola
	The Relationship between Students’ Citizenship Activities and Bullying at School
	Ireta Čekse, Andrejs Geske, Kaspars Kiris
	Is there a Relationship Between School Factors and Students’ Citizenship Education? The Cases of Latvia and Finland Based on IEA ICCS 2016 Data
	Ireta Čekse, Reinis Alksnis
	Strengthening and supporting the school communities: a case of regional schools in Lithuania
	Lina Kaminskien1, Virginija Bortkevičienė2
	Transformative Dimensions of Educational Change Context 
	Kristīne Niedre-Lathere, Alīda Samuseviča
	Students’ digital competence: A scoping review of measuring instruments
	Anika Miltuze, Sanita Litiņa
	Self-directed Learning in Secondary Education During Remote Study Process. Case Study in Latvia
	Gatis Lāma
	Social Innovations in Educational Sciences: Analysis of Current Research and Policy Documents
	Alise Oļesika 
	Pedagogical Digital Competence and its Acquisition in a Teacher Education Programme
	Katrina Elizabete Purina-Bieza
	The Digital Transformation of Assessment: Challenges and Opportunities 
	Anžela Jurāne-Brēmane 
	Influence of Factors Promoting Financial Literacy on the Achievements of Financial Literacy of Students in Latvia
	Linda Mihno
	Self-Regulated Learning in Remote Educational Context
	Edīte Sarva, Inga Linde, Linda Daniela
	Towards the equality of people with disabilities in the health system: the preparedness of health workers to work with people with hearing, visual, movement and mental disabilities 
	Liudmila Rupšienė, Milda Ratkevičienė, Regina Saveljeva
	How COVID-19 have Enforced Social Inequalities – Experience of Estonian Teachers
	Karmen Trasberg
	Technology-based Decision Making in Inclusive Education
	Tsvetelina Ivanova1, Dora Levterova-Gadjalova1, Snezhana Ilieva2
	Gender Inequality in Education
	Jessica Kristin Nowak
	Challenges for Inclusive Higher Education
	Tsvetelina Ivanova, Dora Levterova-Gadjalova, Galin Tsokov, Nevena Mileva 
	Baltic Social Justice School Leaders
	Jenny S. Tripses1, Ilze Ivanova2, Jūratė Valuckienė3, Milda Damkuvienė3, Karmen Trasberg4
	Promoting Social Equality in Inclusive Education: Mapping the Experience of Parents of Children who Rely on Augmentative and Alternative Communication 
	Marianna Gregoriou1, Eliada Pampoulou2, George Milis1
	Trait Emotional Intelligence of Teachers Working in Special Education Schools
	Simas Garbenis
	Prevention of Learning Disabilities in Pre-school Children
	Sarmite Tubele
	Challenges of Easy and Plain Language in Latvia
	Ieva Sproģe, Sarmīte Tūbele
	Remote Learning During the COVID-19 Pandemic for Students with Learning Disabilities: Challenges and Opportunities
	Egija Laganovska
	Support for teachers to reduce early school leaving
	Kristīne Liepiņa1, Lūcija Rutka2
	Lessons learned from pandemics in the context of digital transformation of education 
	Zanda Rubene1, Linda Daniela1, Arta Rūdolfa1, Edīte Sarva1, Velta Ļubkina2
	Virtue education programme e-TAP: innovativeness and thematic fit in the context of preschool and primary education in Latvia
	Manuel Joaquín Fernández González, Beāte Balandīna, Linda Kovaļevska
	School Staff And Parents’ Beliefs About The Role Of School For Pupils’ Character Education In Latvia 
	Svetlana Surikova, Manuel Joaquín Fernández González 
	Executive Functions in Connection with the Development of Bilingual Speech of Senior Pre-schoolers
	Vera Khotinets, Oksana Kozhevnikova
	Promotion of children’s cooperation and physical development in the pre-school outdoor space
	Agita Ābele1, Agrita Tauriņa2, Tija Zīriņa2, Dace Rutkovska3
	Promoting Self-regulatory Skills in Self-regulated Learning Pre-school Education Stage 3 
	Ilze Šūmane, Līga Āboltiņa 
	Expression of Multimodal Learning to Read and Write in the Context of Pre-primary Education
	Aldona Mazolevskienė, Ieva Pažusienė
	The Impact of Reading Self-Made Personalised Books on Two- to Four-Year-Old Children’s Linguistic Expressions When Speaking about Themselves
	Ona Monkevičienė, Birutė Autukevičienė, Kristina Stankevičienė
	Self-guided learning process in preschool: challenges of the practice
	Antra Randoha, Dagnija Vigule
	Self-Assessment of English Reading Skills in Grade 6
	Evija Latkovska1, Santa Aleksejeva2 
	Students’ motivation in natural science classes
	Marija Sablić1, Ana Mirosavljević2, Irena Labak1
	School Gardening: What is Current Trend about?
	Beata Lavrinoviča
	Students’ Readiness for STEM Learning within the Context of National Education Reform
	Rita Birzina, Tamara Pigozne, Dagnija Cedere
	Conceptualization of Pedagogical Entrepreneurship
	Agnese Slišāne
	Academics’ Perceptions of Quality in Higher Education in Turkey
	Semra Mirici
	“Network Design” a Multidisciplinary Project to Raise Awareness of the Indiscriminate Use of Plastics
	Silvia Nuere1, Adela Acitores Suz1, Laura de Miguel2, Esperanza Macarena Ruiz Gómez3, Eugenio Bargueño3, Brezo Alcoceba4, Manuel Carmona1
	Discoveries through Challenges: Collective Autoethnographic Study of Teacher Educators in the COVID‘19 Situation Eglė Pranckūnienė
	Rūta Girdzijauskienė, Remigijus Bubnys, Liudmila Rupšienė 
	Exploring Students’ Perceptions on Acquisition of Transversal Skills During an Online Social Simulation
	Agnese Dāvidsone1, Külliki Seppel2, Austė Telyčėnaitė3, Renata Matkevičienė3, Marko Uibu2, Vineta Silkāne1, Anžela Jurāne-Brēmane1, Õnne Allaje2 
	Implementation of Student-Centred Education Principles in a Master’s Study Programme: An Exploration of the Experience of Academic Staff
	Sanita Baranova, Baiba Kaļķe
	Conceptualisation of University Students’ Civic Transversal Competence
	Dace Medne1, Zanda Rubene2, Māra Bernande2, Dzintra Illiško3
	The Inclusion of Non-Tenured Staff in Institutional Quality Culture
	Agnese Rusakova, Sanita Baranova
	Clash of Giants – the Change of Internal Higher Education Governance in Latvia
	Jānis Bernāts1, Agnese Rusakova2, Elmīra Zariņa2 
	Do We Equip Teachers to Deal with Global Crisis? Case of Initial Teacher Education in the Republic of Croatia
	Višnja Rajić1, Marina Diković2, Morana Koludrović3
	Factors affecting students’ understanding of the quality of higher education
	Irina Degtjarjova, Inga Lapiņa
	Understanding of Teachers and Healthcare Professionals about their Professional Development 
	Oskars Kaulēns, Reinis Upenieks
	Work-based Learning in Professional Education of Latvia: Historical Development
	Ilze Briža, Anita Pipere
	Possibilities for Pre-school Education Students to Combine Studies and Work: Employers’ Position
	Algimantas Bagdonas, Asta Jakimavičienė, Raimonda Sadauskienė, Sigita Saulėnienė
	Implementation of the New Sub-Program for Mathematics Teachers at the University of Latvia
	Maruta Avotiņa, Elīna Buliņa, Guna Brenda Pogule
	Lithuanian University Students’ Motivation to Study English
	Aurelija Daukšaitė-Kolpakovienė
	Outputs of a PhD Course on the European Policy of Foreign Language Teacher Education
	Ismail Hakki Mirici
	The Book “Die Kavaliere von Illuxt”. The New Discovery for XXI Century Reader
	Valentina Taerko
	Quality Management Concerning Use of ICT in Higher Education Language Learning Environments: A Case Study in Turkey
	Başak Ercan
	The Impact of the Sociolinguistic Environment on the State Language Proficiency of Children from Ethnic Minorities in a Preschool Educational Institution
	Dace Markus, Dina Bethere
	Challenges and Opportunities of Asynchronicity: Task-Based Approach After COVID-19
	Līga Beļicka, Tatjana Bicjutko
	Linguistic Landscape Signs in E-textbooks: Teaching Language as a Compass for Exploring Multimodal Texts, Multilingualism, and Digital Resources 
	Solvita Burr
	Music Teachers’ Communication Ways Helping Preschool Children to Engage with Learning Objects and to Explore their Critical Aspects
	Daiva Zitkeviciene, Ona Monkeviciene
	Transversal Skills for the Implementation of Competence Approach during a Music Pedagogy Process at Primary School
	Ilze Vilde 
	Pedagogical Potential of Mental Practice in Teaching Brass Instruments at University
	Laura Muceniece1, Dace Medne2, Ērika Gintere3
	Drawing as a Research Method in the Process of Art History Studies
	Austra Avotina 
	Comprehension of the Design Process in Teacher Education
	Māra Urdziņa-Deruma, Mārīte Kokina-Lilo
	Imagination in the Creative Self-Expression of Students in Secondary School Literature Classes
	Daiga Celmiņa
	The Content of Today’s Music Subject Curriculum for Grades 1–3 in the Context of Montessori Education Principles
	Ligita Stramkale
	Visual Literacy in the Context of Digital Education Transformation
	Eva Strazdina
	Research strategy for the evaluation of students’ success in the project “Innovative Educational Robotics Strategies for Primary School Experiences”
	Arta Rūdolfa1, Linda Daniela1, David Scaradozzi2, Laura Screpanti2, Arianna Pugliese2
	Physical Education Role in Lithuanian Primary Schoolchildren Physical Literacy Formation
	Monika Širkaitė, Rita Gruodytė-Račienė
	The Importance of Education for Sport Schools Students
	Rihards Parandjuks
	Neurocomputing for the Research of Sustainable Regional Development of Physical Culture, Sports and Tourism in the Context of Ensuring the Quality of Human Capital
	Elena N. Letiagina, Valentina I. Perova, Alexander V. Gutko
	The Physical Activity Level and Reaction Time During Covid 19 Pandemic
	Liliana-Elisabeta Radu, Ileana-Monica Popovici, Renato-Gabriel Petrea, Alexandru-Rares Puni
	Features of Marketing Activities of the Football Club “Nizhny Novgorod” 
	Ekaterina Bulanova, Marina Platonova, Olga Rokunova
	The Impact of Traumatism on the Professional Aging: the Case of Elite Sports
	Anna V. Ermilova1,  Ilvis Abelkalns2
	Dual Career Support Activities of High-Performance Students-Athletes in the Project “More than Gold”
	Ilvis Abelkalns5, Laura Capranica1, 8, Mojca Doupona1,6, Anda Paegle5, Janis Stonis5, Ugis Bisenieks5, Antonio Sánchez-Pato7, Francisco José Cánovas-Álvarez7, Juan Alfonso García-Roca7, Alejandro Leiva-Arcas7, Lourdes Meroño7, Raquel Vaquero-Cristóbal7, A
	Possibilities to Obtain Higher Education in Germany for Latvian Baltic German Students (1920–1934)
	Rudolfs Rubenis

