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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. 

Keywords: individual characteristics, job performance, personality, vocational interests.

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 
Sample .. 
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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, 
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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.
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