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Anotacija

Darba izpildes prognozetaji misdienas var mainities, nemot véra, ka darbs un veids, ka
darbs tiek darits, ir mainijies. ST p&tfjuma mérkis bija noskaidrot, kadi individualie psihologiskie
raksturlielumi, iznemot kognitivas sp&jas, prognoze darba izpildi musdienas, kad dala no darba
ikdienas ir nepartraukta macisanas un prasmju pilnveide. Darba tika apkopota literattira par ar
darba un macibu izpildi saistitiem psihologiskiem individualiem raksturlielumiem, no kuriem
pétijumam izvirziti septini — personiba, profesionalas intereses, neatlaidiba, pasefektivitate,
izaugsmes skatfjums, pretoSanas parmainam un mérku orientacija. Divas amatu grupu izlas€s
tika parbaudits, kas prognoz€ darba izpildi. Pirmaja izlas€- vaditaju, klientu apkalpoSanas un
pardevéju un administrativa atbalsta izlasé — darba izpildi prognoze neatlaidiba un profesionalas
intereses, specifiski, konvencionalas, uznémigas un socialas. Otraja izlasé — informacijas un
komunikaciju tehnologijas specialistu izlasé —darba izpildi prognozé neatlaidiba, uznémigas
profesionalas intereses un pretoSanas parmainam, specifiski, rutinas mekléSana. Darba zinatnisko
nozimibu papildina vairakas adaptétas metodes Latvija un divi papildu izveidoti instrumenti —
piespiedu izvélu personibas aptauja un profesionalo intereSu aptauja Latvija.
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levads

Organizacijas misdienas piedzivo daudz izaicinajumu, tai skaita, tehnologiju izmainas
rada izmainas ar taja, ka darbinieki veic savu darbu. Darbs musdienas ir ietekméts no
tehnologiju attistibas, 1idz ar to jaunu prasmju un zina$anu apgiiSanu, lai uzturétu savu
profesionalo konkurétsp&ju, ir dala miisdienu darba izpildes. lesp&jams, tie aspekti, kas bijusi
darba izpildi prognozgjosi pirms 30 gadiem, ir novecojusi, lidz ar to Sis pétijums tiek veikts ar
meérki saprast, kas, neskaitot kognitivas sp€jas, prognoze darba izpildi dazadu amatu grupas.
Pirmkart, domajot par darba izpildi, rodas jautajums — kadi individualie raksturlielumi ir svarigi
atseviSkas un dazadas amatu grupas? Otrkart, vai tie raksturlielumi, kas bijusi svarigi Iidz $im, ir
nozimigi arT misdienas, kad darba veids un vide stradajot ir mainijusies? Disertacijas mérkis ir
noskaidrot, kadi individualie raksturlielumi ir svarigi saistiba ar darba izpildi atseviskas amatu
jomas misdienu situacija, kad svarigas ir ne tikai kognitivas sp€jas, bet svarigas ir ar1 prasmes un
riciba, ka individs uztur savu konkurétsp&ju, lai saglabatu augstu darba razigumu.

Analizgjot dazadus amatus un dazadas pozicijas organizacija, kopuma ir secinats, ka
visparigas kognitivas spé&jas ir darba izpildi prognozgjosakais individualais mainigais (Salgado,
Moscoso, et al., 2003; Schmidt et al., 2016; Schmidt & Hunter, 2004, 1998), tomér, nemot véra,
ka intelektualas sp&jas picauguso vecuma ir diezgan stabils individualais raksturliclums (Deary,
2014), citi aspekti, kas dzives laika vél varétu mainities, iesp&jams, kliist nozimigi darba izpilde
musdienas. Ta ka amatu pienakumu izpilde miisdienas, salidzinot ar industrialo razoSanu, ir
mainijusies, ar1 individualie raksturlielumi var biit mainijusies. Amatu grupas, kas tiek pétitas
disertacijas ietvaros, ir klientu apkalpoSana, administrativa atbalsta specialisti, informacijas un
komunikacijas tehnologiju specialisti un vaditajil. Lai giitu visparigaku prieksstatu par
individualiem raksturlielumiem, kas saistami ar augstakiem darba izpildes rezultatiem, tika
apkopota un kombingéta literatiira no macibu un darba izpildes p&tijumiem, lai iegiitu p&c iespejas
plasaku individualo raksturlielumu kombinaciju, ietverot ne tikai darba izpildes, bet ari macibu
raksturlielumi, kas prognozg darba izpildi, piem., klientu apkalpoSanas specialistiem, nav veikts.
Lai gan ir pieejama profesiju datubaze ASV amatu sadalijumam, empiriski Latvija nav
parbaudits tas, vai 1pasibas un raksturlielumi, kas nepiecieSami darbam klientu apkalposana ASV
ir svarigi ar Latvija.

Kopuma disertacijas mérkis ir noskaidrot, kadi individualie raksturlielumi, iznemot
kognitivas spgjas, ir saistiti ar augstaku darba izpildi misdienu darba vidé Latvijas nodarbinato
izlases, kas visbiezak sastopamas vidgjos un lielos uznémumos. Specifiskak, petijuma méerkis ir
noskaidrot, kuri psihologiskie nekognitivie individualie raksturlielumi prognozé darba izpildi
atseviSkas amatu grupas, un izstradat metozu kopumu So individualo raksturlielumu mériSanai.
Tika uzdoti divi pétijuma jautajumi:

1) kuri nekognitivie psihologiskie individualie raksturlielumi ir svarigi darba izpildes
prognozesanai?

! Turpmak $aja darba angliskie termini “supervisor” un “manager” tiek tulkoti ka vaditaji, lai gan atseviskos
kontekstos terminu nozime var atskirties



2) kuri nekognitivie psihologiskie individualie raksturlielumi, kas ir saistiti ar macibu
rezultatiem darba vidg, ir svarigi arT darba izpilde?

Lai atbildétu uz Siem jautajumiem, tika izvirziti galvenie p&étniecibas uzdevumi:

1) atlasit nekognitivos psihologiskos raksturliclumus, kas saistiti ar augstaku darba un
macibu izpildi, un

2) izstradat, pielagot un adaptét metozu kopumu Siem nekognitivajiem psihologiskajiem
individualiem raksturlielumiem.

P&tijuma meérkis

Pé&tijuma merkis ir noskaidrot, kuri psihologiskie nekognitivie individualie raksturlielumi
prognozé darba izpildi atseviskas amatu grupas?, un izstradat metozu kopumu $o individualo
raksturlielumu meérisanai.

P&tfjuma priekSmeti
Darba izpilde un nekognitivo individualo psihologisko raksturlielumu saistibas.

Pétfjuma uzdevumi
1. Analizet zinatnisko literatiiru un izvéléties nekognitivos individualos psihologiskos
raksturlielumus, kas prognoze darba un macibu izpildi dazados amatos®
2. Izstradat un testét noverté$anas instrumentu Siem individualiem psihologiskiem
raksturlielumiem
3. Parbaudit, ka dazadas amatu grupas izvéletie psihologiskie raksturlielumi prognoze darba
izpildi
4. Analiz&t un aprakstit pétjjuma rezultatus zinatniskos rakstos
P&tijuma metode
Disertacija kopuma sastav no 4 rakstiem:

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

2. Berga, L. & Austers, I. (in press). Testing the validity of a Latvian multidimensional forced-
choice personality inventory. Psihologija. https://doi.org/10.2298/PS1220307031B

3. Berga, L. & Austers, 1. (2021). Non-cognitive predictors of subjective job performance in a
sample of managers, client support and administrative support specialists. Human,
Technologies and Quality of Education, 94-111. Doi: https://doi.org/10.22364/htqe.2021.07

4. Berga, L. & Austers 1. (2022). Job performance predictors in a group of information and
communication technology specialists. Baltic Journal of Psychology, 23 (1/2), 4-19.
https://doi.org/10.22364/bjp.23.01

2 Angliski saprotot terminu “occupational groups”, kas latviski var tikt tulkots ka profesiju un amatu grupa

8 LU, TET un Latvijas Personala vadisanas asociacijas efektivas sadarbibas projekts “Darbinieku piem&rotibas un
potencialas attistibas novertéSanas metodes izstrade” ietvaros, atbildot uz jautajumiem par to, kas nosaka
piemérotibu amatam un v&lmi un gatavibu macities
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Pirma raksta pétijuma piedalijas 656 nodarbinati respondenti no dazadam amatu grupam.
Otra raksta pétijuma piedalijas 287 studenti un 158 zinatnieki. Tresa raksta pétijuma tika
izmantoti dati no pirma p&tijuma 332 dalibniekiem, un ceturta raksta pétijuma tika izmantoti dati
no pirma pétijuma 88 specialistiem. Izmantotie instrumenti kopuma:

1. Latvijas profesionalo intereSu aptauja (Latvian Questionnaire of Vocational Interests
(LQVI)) (Berga & Austers, 2021a). Aptauja radita disertacijas ietvaros;

2. Latvijas multidimensionala piespiedu izvélu personibas aptauja (Latvian multidimensional
forced-choice inventory, LMFI) (18 bloku versija (Berga et al., 2020) un 15 bloku versija
(Berga & Austers, 2022a)) — parveidota LPA-3 (Perepjolkina, 2014) piespiedu izv€lu
formata, kas radita §Ts disertacijas ietvaros;

3. Liela piecnicka aptauja (The Big Five Inventory) (Benet-Martinez & John, 1998; John et
al., 1991, 2008), Latvija adapt&ta versija (Perepjolkina & Kalis, 2012);

4. Makjavellisma skala no Latvija adaptetas (Baldina, 2017) Isas Tums3as triades skalas (Jones
& Paulhus, 2014);

5. Biroja darbinieku neproduktivas uzvedibas darba vieta aptauja (Milova & Blumbaha,
2013);

6. Isa neatlaidibas skala (Grit-S) (Duckworth & Quinn, 2009), aptauja adaptéta $1 pétijuma
ietvaros (Berga & Austers, 2022b, 2021b);

7. Implicitas teorijas personibas skala (‘Kind of person” Implicit theory scale) (Dweck, 1999),
aptauja adaptéta $1 petijjuma ietvaros (Berga & Austers, 2022b, 2021b);

8. Pretosanas parmainam skala (Oreg, 2003), aptauja adaptéta $1 pétijuma ietvaros (Berga &
Austers, 2022b, 2021b);

9. Meérku orientacijas aptauja (Vandewalle, 1997), aptauja adaptta $1 pétijuma ietvaros
(Berga & Austers, 2022b, 2021b);

10. Visparigas paSefektivitates skala (Schwarzer & Jerusalem, 1995), pielagota versija
izmantota §1 p&tijuma ietvaros (Berga & Austers, 2022b, 2021b);

11. Subjektivas darba izpildes skala, kas veidota §1 p&tijuma ictvaros (Berga & Austers, 2022b,
2021b);

12. Vaditaja ka vertctaja darba izpildes skala (Williams & Anderson, 1991), kas pielagota §1
pétijuma vajadzibam (Berga & Austers, 2022b).

Dati tika iegtti, izmantojot tieSsaistes aptauju platformu Question Pro. Daliba p&tijumos bija
brivpratiga un bez atlidzibas. Pirma pétijuma dalibnieki par piedaliSanos péc pieprasijuma ieguva
profesionalo intereSu un personibas profilu individualai paSizpétei. P&tijuma respondenti tika
uzrunati caur organizaciju personala vadibas struktiirvienibam, uzaicinajumi tika izsititi
elektroniski. Studentu izlase tika aicinata piedalities gan elektroniski, gan dati iegtti lekciju
laika. Zinatnieku izlase tika uzrunata caur universitates e-pastiem. Datu apstrade tika izmantotas
Excel, SPSS un JASP programmatiras.

Zinatniska novitate

Sis disertacijas zinatniskais pienesums ir dazadu psihologisko raksturlielumu icklausana
viena pétijuma, lai apkopotu tos aspektus, kas ir darba izpildi prognozgjosi atseviskas amatu
grupas, ieklaujot individualos raksturlielumus, kas ir svarigi gan tieSo darba pienakumu izpildei,
gan augstakiem macibu rezultatiem. Svarigakie rezultati ieklauj divus aspektus — neatlaidiba ir
svarigaka par personibas iezimém, prognozgjot darba izpildi klientu apkalpoSanas, vadibas,
administracijas specialistu un informacijas un komunikacijas tehnologiju specialistu izlasés, ka



ar1 profesionalas intereses ir svarigs darba izpildi prognozg&joss mainigais ar1 péc tam, kad
darbinieki jau ieguvusi savu izglitibu un noteiktu darba pieredzi.

P&étijuma rezultatu praktiskais pielietojums

P&étijuma iegutos rezultatus var izmantot darbinieku profiléSana tadas amatu grupas ka
vaditaji, klientu apkalpoSana, administrativie amati un komunikacijas un informaciju tehnologiju
specialisti. Papildu disertacijas vajadzibam tika izveidoti divi jauni instrumenti — Profesionalo
intereSu aptauja latviesu valoda un Latvijas multidimensionala piespiedu izvéles personibas
aptauja, ka arT adaptéeti Cetri jauni instrumenti neatlaidibas, pretoSanas parmainam, izaugsmes
skatTjuma un mérku orientacijas darba vide noteikSanai.
Aizstavesanai izvirzitas te€zes

1. Subjektivo darba izpildi klientu apkalpoSanas un administracijas specialistu un vaditaju
izlas€ prognoze neatlaidiba un profesionalas intereses.

2. Subjektivo darba izpildi komunikacijas un interneta tehnologiju specialistu izlasé
prognozg neatlaidiba, pretoSanas parmainam un profesionalas intereses.

3. Neatlaidiba ka individualais raksturlielums ir svarigs nekognitivais darba izpildi
prognozgjosais mainigais, kas 1idz §im nav pietickami pétits darba vidé un nav ticis
ieklauts pie individualiem mainigajiem, kas prognozg darba izpildi.

4. Pretstata ieprieks$€jos petijumos biezi neieklautam psihologiskam raksturlielumam,
profesionalas intereses ir individuals raksturlielums, kas prognoze darba izpildi.

5. Informacijas un komunikacijas tehnologiju joma stradajosiem svarigi darba izpildes
prognozesana ir merit ne tikai tas profesionalo intereSu jomas, kas sakrit ar darba jomu,
bet mérft ar tas profesionalo intereSu jomas, kas ir pret&jas darba jomai.

6. Nakotnes pétijumos darba izpildes prognozesanai biitu jaieklauj art tadi jomai specifiski
individualie raksturlielumi ka preto$anas parmainam strauji attistosa informacijas un
komunikaciju tehnologiju joma.

P&tfjumu rezultatu prezentacijas zinatniskajas konferences

1. American Psychological Society, Virtual Poster show (2020). Poster “Differences in
vocational interests and personality between occupational groups” Linda Berga, Inese
Muzikante & lvars Austers,

2. University of Latvia, 78th conference (2020). Section “Psychology”, oral presentation
“Developing an employee suitability survey: differences in personality and vocational
interest profiles ” Linda Berga, Inese Muzikante & Ivars Austers.

3. The 32nd International Congress of Psychology (ICP 2020+) (2021). Oral presentation
“Developing a questionnaire for internal job transitions”, Linda Berga & Ivars Austers

4. University of Latvia, 79th conference (2021). Section “Psychological well-being”, oral
presentation: “Non-cognitive predictors of subjective job performance in a sample of
managers, client support specialists and administrative personnel”, Linda Berga & Ivars
Austers

5. University of Latvia, 80th conference (2022). Section "The results of project "Human,
technologies and the quality of education "”, oral presentation “Testing the validity of a
Latvian multidimensional forced-choice personality inventory”, Linda Berga & Ivars
Austers.



Zinatniskie projekti, kuru ietvaros darbs izstradats

LU, TET un Latvijas Personala vadiSanas asociacijas efektivas sadarbibas projekts
“Darbinieku piemérotibas un potencialas attistibas novertésanas metodes izstrade” un LU PPMF
projekta “Cilveks, tehnologijas un izglitibas kvalitate” ietvaros.



Teoretiskais pamatojums

Darba izpildes prognozeSanas pétijumi ir ciesi saistiti ar petijumiem personala atlases
metodes. Tadi aspekti ka fiziskas sp&jas darbos, kur tas nepiecieSams (e.g. Farina et al., 2019),
visparigas vai specifiskas kognitivas sp&jas (Bertua et al., 2005; Salgado, Anderson, et al., 2003,
Schmidt & Hunter, 2004), personibas iezimes (Barrick & Mount, 1991; Hurtz & Donovan, 2000;
M. K. Johnson et al., 2011; Pelt et al., 2017; Salgado, 1997; Schmidt et al., 2008), profesionalas
intereses (Nye et al., 2017; Swaney et al., 2012; Van Iddekinge, Putka, et al., 2011; Van
Iddekinge, Roth, et al., 2011) un specifiskas zinasanas vai prasmes, kas raditas attiecigiem
amatiem (McClough & Rogelberg, 2003; Mumford et al., 2008; Neubert et al., 2015) ir aspekti,
kas pétijumos paradas ka darba izpildi prognozgjosi. Visciesak darba izpildi prognozgjosas
dazados amatos no §1 visa saraksta ir bijusas visparigas kognitivas sp&jas (Salgado, Moscoso, et
al., 2003; Schmidt et al., 2016; Schmidt & Hunter, 2004, 1998), kur, picaugot darba sarezgitibai,
pieaug to nozime (Bertua et al., 2005). Tomer, nemot véra intelektualo sp&ju stabilitati (Deary,
2014), atseviski aspekti, kas, iesp&jams, pat dzives laika mainas, varétu klit nozimigi
darbiniekiem, kas strada noteikta amatu grupa ilgaku laiku. Turpmak tiek apkopoti tie
nekognitivie individualie psihologiskie raksturlielumi, kas, balstoties literatiiras analizg, ir svarigi
darba un macibu izpilde, domajot par musdienu darbinieku darba izpildi dazadas amatu grupas.

Personibas iezimes

Vairakas metaanaliz€s ir apkopots, ka personiba ir saistita ar darba izpildi. Visplasak
pielietotais personibas iezimju modelis ieklauj piecus visparigus faktorus, ka strukturét cilvéka
personibu. Lai arT daZzadu autoru interpretacijas faktoru nosaukumi un to struktiira médz
atskirties, visplasak pielietotie piecdimensiju modeli, balstoties to aptaujas, ir personibas
piecfaktoru modelis, kas ieklauj neirotismu, ekstraversiju, atvértibu pieredzei, labvéligumu un
apzinigumu (Costa, 1996), un Lielais piecinieks, kas tipiski ieklauj piecus faktorus, ko déve par
ekstraversiju (surgency originali), labvéligumu, apzinigumu, emocionalo stabilitati un kultiru
(arT sauktu par intelektu vai atvértibu pieredzei) (Goldberg, 1993). Lielais piecinieks tiek
izmantots metaanalizgs, lai strukturétu personibas iezimju saistibu ar darba izpildi. Pirms 30
gadiem metaanalizeé (Barrick & Mount, 1991) tika secinats, ka apzinigums prognozg darba
izpildi. Nemot véra arT nozaru specifiku, cita metaanalizé (Hurtz & Donovan, 2000) tika izcelts,
ka profesiju grupam var biit atSkirigas darba izpildi prognoz€josas personibas iezimes,
pieméram, apzinigums pardevéju amatiem ir svarigaks darba izpildi prognozgjosais mainigais
neka vaditaju amatiem. Sarindojot piecas personibas iezimes p&c ta, cik cieSa ir saistiba ar darba
izpildes rezultatiem, nesenaka metaanalize (Sackett et al., 2021) ir secinats, ka apzinigums
viscieSak korelé ar darba izpildes rezultatiem, tad seko ekstraversija, labvéligums, emocionala
stabilitate un gandriz nekada saistiba nav atvértibai pieredzei. Lai gan piecu faktoru modelis jeb
Lielais piecnieks ir biezi izmantots personibas modelis un lielaka dala meta-analiZzu saistibas ar
darba izpildi izmanto tiesi to, pedgjos gados ir pétnieki (piem., Hough et al., 2015), kuri aicina
izmantot plasakus personibas modelus, piem., HEXACO modeli. Piem&ram, p&tijuma ar
pacientu apriipi saistitos pienakumos, HEXACO modela izmantoSana sniedz inkrementalo
validitati par Liela piecinieka personibas modeli darba izpildei (M. K. Johnson et al., 2011).
Latvija ir radita personibas aptauja LPA-3, kas ir veidota no Liela piecinieka/Piecu faktora
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modela un HEXACO kombinacijas (Perepjolkina, 2014). Izmantojot HEXACO modeli,
iespejams, ar1 citas nozar€s paplasinats personibas modelis var sniegt vairak informacijas neka
izmantojot Lielo piecinieku vai Piecfaktoru modeli.

Pievienojot visparigam kognitivam sp&jam personibas mérjjumu, var izskaidrot vairak
darba izpildes mainigo. Pieméram, apzinigums prognozé darba izpildi papildu kognitivam
sp&jam (Schmidt et al., 2008). Domajot par macibu veiksmigu izpildi, atvértiba picredzei ir
svarigaka tieSi macisanas procesa neka vispariga darba izpilde (Schmidt et al., 2008), tapéc,
domajot par miisdienu amatiem, kuros macisanas ir dala no darba izpildes un savas
konkurétspejas saglabasanas, personiba var izskaidrot darba izpildes mainigo papildu visparigam
kognitivam spg&jam.

Kopuma ir pétijumi, kas apliecina, ka personibas iezimes ir saistitas ar darba izpildi. No
tiem visplasak pétitas ir tieSi Piecfaktoru modela vai Liela piecinieka ietvaros esosas iezimes, it
seviski, apzinigums, emocionala stabilitate un ekstraversija, tomér p&tijumos paradas arf tas, ka
plasaks personibas modelis, piem., HEXACO var sniegt vairak informacijas, prognozg€jot darba
izpildes mainigos atseviskas amatu grupas, tapec Saja disertacija izmantotais personibas modelis
ir specifiski Latvijas kultiirvidei radttais modelis, kura meriSanai ir pieejama Latvijas personibas
aptauja.

Profesionalas intereses

Profesionalas intereses tikai pédgéjos gados tiek aktualizéts ka mainigais lielums, kas var
prognozet darba izpildi dazadas amatu jomas. Vairak ka 100 gadus profesionalas intereses tiek
izmantotas karjeras konsultésana vai profesiju izvélé. Tomér darba un organizaciju psihologijas
joma, specifiski personala atlasg, profesionalas intereses ir bijis Iidz §im nenovertéts aspekts.
Profesionalas intereses ieklauj tris aspektus, kas ir svarigi ne tikai domajot par karjeras izveli vai
profesionalas izglitibas izveli, bet art darba vidi — motivaciju, uzvedibu un kognitivo un afektivo
pieredzi (Su, 2020). Musdienas intereses defin€ ka iezimei lidzigu prieksrokas dosanu
atseviskam aktivitatém (Rounds & Su, 2014), kas nosaka to, kadu uzvedibu un izvéles izdaris
individs. Ka motivéjosais elements profesionalas intereses nosaka virzienu, energiju un noturibu,
ar kadu individs uzvedisies, lai sasniegtu merkus. L1dz ar to, ja kads individs nav ieintereséts
stradat ar cilvékiem, vina motivacija blis zema, un Iidz ar zemu motivaciju, zema darba izpilde.
Tapéc profesionalam interesém ir nozime art darba vide.

Profesionalo intereSu izmantoSanas vesture darba vide ir kompleksa, tomér jau
1984.gada tika secinats, ka profesionalas intereses nav nozimigs ar darba izpildi saistits
mainigais (Hunter & Hunter, 1984). Laikiem un darba videi mainoties, profesionalo interesu
pétnieki atsaka izmantot profesionalas intereses petijumos par akadémisko un darba izpildi, un
pedgjo gadu metananalizes (Nye et al., 2012, 2017; Sackett et al., 2021) norada uz to, ka
profesionalas intereses ir saistitas ar darba izpildi musdienu darba videé. Lidz ar to tiek aicinats
izmantot profesionalas intereses ar1 darba vidé (e.g. Van Iddekinge, Putka, et al., 2011), it
seviski, domajot par personala atlasi, kuras galvenais uzdevums ir atlasit tos pretendentus, kuru
darba izpilde konkréta amata bus visaugstaka. Nemot véra, ka pat tada aspekta ka nodoms
turpinat stradat konkréta uznémuma, profesionalam interesém ir inkrementala validitate papildu
personibai un kognitivam sp&jam (Van lddekinge, Putka, et al., 2011), nav izslégts, ka ari
domajot par aspektiem, kas saistiti ar darba izpildi, profesionalam interesém var biit nozime.
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Kopuma nemot, profesionalo intereSu nozime miisdienu darba vidé sak paradities arvien
vairak. Noteikta veida aktivitates, kam individi dod priekSroku, ir saistitas ar motivaciju, virzienu
un energiju, kadu individs ieguldis sava uzvediba, lai sasniegtu noteiktus mérkus, tapec ari
domajot par miisdienu darba izpildi, profesionalas intereses tiek ieklautas ka viens no
psihologiskiem raksturlielumiem, kas biitu saistams ar darba izpildi.

Pasefektivitate

Pasefektivitate un darba izpilde sakotn&jas meta-analizes ir uzradijusas vid€jas pozitivas
saistibas (Stajkovic & Luthans, 1998), kur uzdevuma sarezgitiba ir bijis moderators starp $Tm
saistibam- vienkarSos uzdevumos pasefektivitates un darba izpildes saistibas ir bijuSas augstakas,
neka sarezgitos uzdevumos. Lai arT uzdevumu sarezgitiba miisdienas ir pieaugusi, paSefektivitate
ir saistita arT ar macibu rezultatiem, tapec tas ieklausana pie psihologiskiem raksturlielumiem
butu vertiga, parbaudot, vai darba izpilde un paSefektivitate ir svariga ari musdienas. Lai gan
pasefektivitati var prognozget, izmantojot kognitivas sp&jas un personibu (Judge et al., 2007), ta ir
inkrementali valida vienkarSiem darbiem un darbos, kuros individiem jau ir bijusi pieredze. Ta
ka izmantota izlase ir eso$ie darbinieki jau ar esoSu pieredzi, pasefektivitates ieklausana no
psihologiskiem individualiem raksturlielumiem skiet nozimiga, domajot par darba izpildi
misdienu darbiniekam, kam jau ir kada pieredze joma. Lai arT pasefektivtiate nav inkrementali
valida darba izpildei papildu personibai, pieredzei un kognitivam sp&jam, ta ir inkrementali
valida uzdevumu izpildg, kad ir nosprausti merki, kad tiek ieglita atgriezeniska saite par
sniegumu, kad izpilde tieck mérita objektivak, kad ir pieredze uzdevuma un citos apstaklos (Judge
et al., 2007). Lidz ar to, pievienojot pasefektivitati ka vienu no individualiem raksturliclumiem,
kas var€tu prognozet darba izpildi, vai nu tiktu papildus izskaidrota variacija darba izpildes
mainigaja, vai tiktu replicéti ieprieksgjie rezultati, kad, pievienojot paSefektivitati modeli kopa ar
citiem mainigajiem, tas loma mazinas. Pasefektivitate var biit arf macibu rezultats (Heggestad &
Kanfer, 2005), 1idz ar to, ja doma par darbiem, kuros darba izpilde mainas un jaiegiist jaunas
prasmes, paSefektivitate var biit svarigs aspekts peéc iegiito zinaSanu parneses uz darba vidi un
iespe€jams celonis labakai darba izpildei.

Kopuma, vienkarSiem darbiem paSefektivitate ir saistita ar darba izpildi, 11dz ar to tas
ieklauSana arT tados amatos, kur, iespgjams, ir ikdienas rutinas darbibas, biitu nozime darba
izpildé. Nav viennozimigu pieradijumu, ka paSefektivitate butu tikai c€lonis konkrétai izpildei,
bet var bt arT sekas noteiktai izpildei, tapéc jautajums par pasefektivitates nozimi misdienu
darba izpild€ paliek atverts.

Neatlaidiba

Neatlaidiba, defin€ta ka noturiga interese un izturiba ilgtermina mérku sasniegSana
(Duckworth et al., 2007), var bt raksturiezime, kas padara citus veiksmigakus par pargjiem. Lali
ar1 ir petfjumi, kuros neapstiprinas, ka neatlaidigaki cilveki ir veiksmigaki (Dale et al., 2018), ir
atklajies, ka taja bridi, kad pieejams apbalvojums, neatlaidigakie cilveki ir tie, kuri vairak mekle
iesp&jas merkus sasniegt. Ir pien€mums, ka neatlaidigakie cilveki var sasniegt vairak tapéc, ka
neatlaidigie darbinieki iegust vairak pieredzes, ir iesaistitaki un pat ar vienadu sp€ju Iimeni var
parspét izpilde tos, kuri nav tik neatlaidigi (Southwick et al., 2019).
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Darba vides pétijumu par neatlaidibu nav daudz. Neatlaidiba ir pozitivi saistita ar
sniegumu akadémiska vide (Crede et al., 2016), gan arpus tas (Zamarro et al., 2018). Viens
piemérs no pétjjuma par neatlaidibu un mérku sasniegSanu liecina, ka neatlaidiba ar mérku
sasniegSanu ir saistiba apgriezta U-veida forma, kur vidéjs neatlaidibas limenis bija visaugstak
saistits ar mérku sasniegSanu (Khan et al., 2021). Teor&tiski, Caur mérku orientaciju un
adaptesanos, neatlaidiba biitu saistama ar tadiem iznakumiem ka organizacijas pilsoniska
uzvediba, apmierinatiba ar darbu vai darba izpilde (Jordan et al., 2019). Empiriski neatlaidiba ir
saistama ar organizacijas rezultatiem papildus Liela piecinieka personibas iezimém tada darba
izpildes dimensija ka organizacijas pilsoniska uzvediba (lon et al., 2017). Kopuma neatlaidiba ir
maz pétits individualais raksturlielums darba vide sasaiste ar darba izpildi, tomér, skatot
péttjumus no citam vidém, tie, kuri ir neatlaidigaki rakstura, varétu bt veiksmigaki un ar
augstaku darba izpildi arT darba vidg.

[zaugsmes un fiksétais skatijums

Parlieciba par to, ka cilvékam raksturigas iezimes (piem., personiba vai intelekts) ir
mainamas dzives laika, saistita ar to, kadi mérki tiek nosprausti, kadas ir mérku izpildes
strat€gijas un kadas emocijas vai ekspektacijas tiek piedzivotas mérku izpildes laika (Burnette et
al., 2013). Darba vidé izaugsmes skatfjums ir p&tits visai reti, bet paris p&tijumi liecina, ka ari
izaugsmes skatfjuma nozime darba vidé biitu akcent&jama. Ir empiriski parbaudits, ka darba
izpilde saistita ar darbinieku izaugsmes vai fikséto skatfjumu, secinot, ka pozitivo saistibu starp
izaugsmes skatfjumu un darba izpildi medi€ attiecibas ar vaditaju un vaditaja mérku orientacija
(Zingoni & Corey, 2017). Cilvékresursu vadiba, izaugsmes skatijuma p&tijumus apkopojot, tick
piedavati mehanismi, ka izaugsmes skatijums var biit noderigs organizacijas rezultatiem (Han &
Stieha, 2020), tai skaita saistibas ar iesaisti darba, radoSumu, uzdevumu izpildi un apmierinatibu
ar darbu. Uzdevumu izpilde ir bijusi pétita ar datorsimulaciju (Cutumisu et al., 2018), kura
izaugsmes skatijums moder€ja saistibu starp pedgjo reizi, kad iziets apmacibu kurss un
simulacija pielautajam kladam — tie, kuriem bija zemaks izaugsmes skatfjums (fikséts), ar vairak
klidam pabeidza simulaciju, ja apmacibas bijusas pedgjo 8-9 ménesu laika, neka tie, kuriem bija
augstaks izaugsmes skatijums.

Parskata par izaugsmes skatfjumu (Rattan & Ozgumus, 2019) darba vidé piedava
mehanismu, kKur caur uzmanibu, uztveri, pieptili, mérku noteikSanu un izjusto afektu, izturiba,
iesaiste, darba izpilde un citi rezultati organizacijai buitu sasaistami ar izaugsmes skatfjumu. Cita
parskata (Murphy & Reeves, 2019) tiek mingts, ka parliecibas par to, cik izmainamas ir cilvékam
raksturigas iezimes, ir saistamas ar motivaciju, pieptli un izpildi tajas situacijas, kad paradas
Skersli. Nemot vera miisdienu darba vides izaicinajumus un to, ka darbiniekiem ir japaaugstina
savas zinasanas un kvalifikacija, daZreiz pat mainot profesiju, lai pielagotos darba vides
izmainam, iesp&jams, ar izaugsmes skatijumam biitu nozime darba izpildes aspektos situacijas,
kur Skérslu parvarésana var biit saistama ar augstaku darba izpildi.

Merku orientacija
Darba vides pétijumos tiek izdalitas tris meérku orientacijas — maciSanas mérka
orientacija, izpildijuma pieradiSanas mérka orientacija un izvairiSanas no nekompetences méerka
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orientacija (Vandewalle, 1997). Metaanalizg par mérku orientacijas konstruktu (Payne et al.,
2007) tika secinats, ka macisanas mérka orientacijai un izpildijuma pieradiSanas mérka
orientacijai ir pozitiva saistiba ar darba izpildi, tom&r abu meta-analitisko korelaciju koeficientu
ticamibas intervali ieklava nulli. PEtijumi par izvairiSanas no nekompetences mérka orientaciju
sasaiste ar darba izpildi nav veikti, tomér sasaisté ar uzdevumu izpildi, izvairiSanas no
nekompetences mérka orientacijai ir vaja negativa saistiba (Payne et al., 2007).

Tas, kada pieptile un mérku izpildes strat€gijas tiks izmantotas mérku sasniegsanai,
atSkiras (VandeWalle, 2001). Cilvéki ar augstaku macisanas mérka orientaciju ir ar augstaku
motivaciju macities. MaciSanas mérka orientacija (saukta ar1 par meistaribas iegiiSanas
orientaciju) ir pozitivi saistita ar uzdevumu izpildi, izpildjjuma pieradiSanas mérka orientacija ir
vaji pozitivi saistita ar uzdevumu izpildi un izvairiSanas no nekompetences mérka orientacija nav
saistita ar darba izpildi skérsgriezuma pétijuma (Yeo et al., 2009). Mérka orientacija ari medi¢
saistibas starp macisanos un profesionalam intereseém (V. A. Johnson & Beehr, 2014) —
macisanas mérka orientacija pozitivi saistas ar piedaliSanos profesionalas kvalifikacijas
talakizglitibas kursos, kamér izvairisanas no nekompetences mérka orientacija negativi saistita ar
piedaliSanos talakizglitibas kursos. MaciSanas mérka orientacija ir saistita arT ar neformalo
maciSanos darba vidé (Santoro, 2022) un e-vidé (Li & Tsai, 2020), Iidz ar to macisanas mérka
orientacijas nozime pie darba izpildes, kura nepiecieSams apgiit ar1 jaunas prasmes vai zinasanas
var€tu bis saistama ar augstaku darba sniegumu, ja darbinieks attista sevi. Lidz ar to individa
mérku orientacija var biit sasaistama ar rezultatiem, ko cilvéks sasniedz.

PretoSanas parmainam

Faktori, kas ietekmé pretoSanos parmainam darba vide, var tikt iedaliti Cetros aspektos —
rutinas meklesana, emocionala reakcija uz parmainam, kognitiva rigiditate un istermina fokuss
(Oreg, 2003). Pretosanas parmainam ir universala dispozicionala iezime, kas parbaudita vairakas
valstis, neatkarigi no valodas, kontinenta vai religijas (Oreg et al., 2008). P&tijumos darba vidé
pretoSanas parmainam ir saistita ar darba izpildi, bet janem véra uzdevumi, ko darbinieks veic
(Oreg, 2018) — ja uzdevumi ir rutiniz&ti, rutinas mekl&sanas aspekts ir pozitivi saistits ar darba
izpildi, kamér uzdevumos un tados pienakumos, kur ir nepartrauktas parmainas, rutinas
mekl&Sana ir negativi saistita ar darba izpildi. Macibu vidé pretoSanas parmainam ir nozimiga
motivacijai macibu parneses veicinasana (Islam, 2019). Kopuma pétijumu par pretosanos
parmainam un darba izpildi nav tik daudz, tomer, nemot vera, ka darba izpilde rutinizetos
uzdevumos ir pozitivi saistita ar rutinas mekleéSanu un darba uzdevumos, kur parmainas ir
ikdiena, rutinas mekléSana biitu negativi saistita ar darba izpildi, arT miisdienas, kad darba vidé
tiek piedzivotas izmainas veidos, ka darbs tiek veikts, pretoSanas parmainam ka dispozicionala
iezime var&tu but saistita ar darba izpildi. Tie, kuri vairak pretojas parmainam varétu bt
darbinieki, kas ne tik atri pielagojas darba vides izmainam vai nepietiekami vélas apgiit jaunas
prasmes vai parnest tas darba vidé, kamer tie darbinieki, kas ir ar zemaku pretoSanos parmainam,
varétu biit tie, kas atrak pielagojas darba vides izmainam, 1idz ar to saglabajot augstaku darba
izpildes limeni.
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Individualo at$kiribu méristrumenti

Personibas iezZimju mé&risanai tiek izmantoti divi populari modeli — Lielais piecinieks vai
piecfaktoru modelis un HEXACO jeb sesfaktoru modelis. Salidzinot piecfaktoru modela ietvaros
un citu personibas modelu ietvaros méritas personibas iezimes, apzinigums un emocionala
stabilitate, meriti tiesi piecfaktoru modela ietvaros, ir uzradijusi augstaku validitati, prognozgjot
darba izpildi, neka mérot S§is personibas iezimes citos personibas modelos (Salgado, 2003).
Atvertibai, labvéligumam un ekstraversijai $adas atSkiribas netika novérotas (Salgado, 2003). Lai
ar1 piecfaktoru modelis ir populars un zinatniski atzits personibas modelis, HEXACO, kas ir
plasaks personibas modelis, ieklaujot papildu arT godiguma-pieticibas faktoru, var sniegt papildu
inkrementalo validitati par piecfaktoru modeli (M. K. Johnson et al., 2011). Ir autori (Hough et
al., 2015), kas norada, ka izmantot Lielo piecinieku vai piecfaktoru modeli var biit ierobezojosi,
ja velas izskaidrot tieSi darbinieku uzvedibu darba vieta. Latvija ir izstradata personibas aptauja,
kas piemérota tiesi misu kulttrvidei (Perepjolkina, 2014), kas méra personibas iezimes miksé&ti
no Piecfaktoru modela un HEXACO modela. Personibas aptauja méra seSus lielos faktorus —
godigumu-pieticibu no HEXACO modela, labvéligumu un atvertibu pieredzei dal&ji no
HEXACO modela, neirotismu, apzinigumu un ekstraversiju no piecfaktoru modela
(Perepjolkina, 2014). Lidz ar to Latvijas personibas aptaujas tresa versija (LPA-3) ir
izmantojams personibas merisanai instruments Latvijas populacijai. Tom&r augsta riska situacijas
(personala atlasé vai kad no rezultatiem ir atkarigi lémumi) rezultatu viltosana aptaujas ar Likerta
skalam ir bieZa paradiba (e.g. Birkeland et al., 2006), 1idz ar to atbilzu viltojamiba biitu
jakontrole.

Atbilzu grozisana Likerta skalu tipa aptaujas ieklauj gan kliidas, ko respondenti médz
pielaut, piem., piekrist visiem apgalvojumiem, gan specifisku apzinatu atbilzu vilto$anu, piem.,
paradit sevi no labakas puses un veidot pozitivu te€lu par sevi. Ir vairaki veidi, ka var kontrolét
atbilZzu groziSanu pasvertétas aptaujas — noverst vai piefiksét (Arthur et al., 2021). Novérsana
icklauj tadas taktikas ka, pieméram, bridinajumus instrukcijas, ka negodigas atbildes tiks
parbauditas, vai, ka respondentiem jaatbild uz aptauju velreiz, ja atbildes ir parak ekstrémas.
Piefiksesana ieklauj taktikas, kad tiek pielietotas, pieméram, melu skalas vai sociali vélamo
atbilzu skalas, bet probléma, kas rodas praktikiem, ir, ka nav skaidrs, vai visas atbildes nav
izmantojamas, vai tomer tikai dala no aptaujas ir sociali vélami atbildéta. Lidz ar to no divam
stratégijam noversanas stratégija Skiet visvairak piemé&rota. Ir apkopti vairaki veidi, ka p&tnieki
un praktiki var noverst atbilzu grozisanu (Arthur et al., 2021), no kuram aptaujas piespiedu
atbilzu variantu versija un situaciju-lémumu pienemsanas testi ir divas stratégijas, kas visvairak
bitu piem&rojamas augsta riska situacijam.

Piespiedu atbilzu variantu versija ir viena no piemérotakam noveérSanas taktikam, jo
respondentiem fiziski nav iesp&ams piekrist visiem apgalvojumiem pilna mera, kas izteiktu
pozitivas personibas iezimes, un noliegt visus tos apgalvojumus, kas izsaka Skietami negativas
personibas iezimes. Piespiedu atbilzu variantu versija respondentiem tiek piedavati vairaki
apgalvojumi vienlaicigi, no kuriem jaizvélas tas, kas vairak vinus raksturo vai nu izvéloties
atbilsto$ako, ranz&jot vairakus apgalvojumus, vai noradot to, kas visvairak raksturo un to, kas
vismazak raksturo (Wetzel et al., 2020). Sads atbilzu formats lauj samazinat atbilzu viltojamibu,
bet neizslédz to pilniba — joprojam respondenti var izveleties skietami vélamos apgalvojumus un
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neizvéeleties Skietami neveélamos, tomer, nav iesp&jams vienlaicigi piekrist vai nepiekrist visiem
aptaujas apgalvojumiem.

Atbilzu vitojamiba piespiedu atbilzu variantu versijas ir krietni zemaka, neka Likerta
tipa atbilzu variantu versijas. Vid€jais metanalitiskais viltojamibas efekta lielums piespiedu
atbilzu aptauju versijas ir 0,06 (Cao & Drasgow, 2019), kamér Likerta tipa atbilzu variantu
versijas tadam personibas iezimém ka ekstraversijai ir 0,11 un apzinigumam pat 0,45 (Birkeland
et al., 2006). Starp dazadiem piespiedu atbilzu variantu veidiem, ka atbildét (izv€l&ties vienu vai
izveleties to, kas raksturo visvairak un to, kas vizmazak), tiesi izvéleties vienu no vairakiem
atbilzu variantiem ir ar mazaku iesp&jamibu viltot, neka izvel€ties to, kas raksturo visvairak un
to, kas vismazak (Cao & Drasgow, 2019). Multidimensionalas piespiedu atbilzu versijas (kad
apgalvojumi tiek piedavati no vairakiem personibas faktoriem) ir vairak piemérotas atbilzu
viltojamibas novérsanai, neka viendimensionali formati (kad apgalvojumi tiek piedavati no viena
personibas faktora) (Cao & Drasgow, 2019). Apgalvojumu sociala vélamiba arT ir jakontrolg, lai
piedavatu vienlaicigi respondentiem apgalvojumus ar lidzigu socialo vélamibu (Cao & Drasgow,
2019). Tapat, miksgjot pozitiva virziena apgalvojumus ar negativa virziena formulétiem
apgalvojumiem, var ietekmét atbilzu viltojamibu (Lee & Joo, 2021).

Kopuma piespiedu atbilzu versijas aptaujas var mazinat viltojamibu un ieteicams ir
lietot apgalvojumu formatu, kur tiek vienlaicigi piedavati atbilzu varianti no vairakiem
personibas faktoriem, kur tiek piedavati apgalvojumi ar 11dzigu socialo vélamibu vienlaicigi un
kur jaizvelas apgalvojums no vairakiem, kas raksturo visvairak. Tomer $ads atbilzu formats var
radit ipsativus datus, tapec $aja disertacija tiek izmantots mazak pétitais atbilzu formats—
visvairak raksturo/ vismazak raksturo.

Lai sniegtu atbildes uz pétijuma jautajumiem $aja disertacija par to, kuri nekognitivie
psihologiskie raksturlielumi prognozg darba izpildi dazadas amatu grupas, tiek izvirziti tris soli:
1) radit un validét profesionalo intereSu instrumentu Latvija, 2) radit piespiedu atbilzu versijas
personibas aptauju un 3) parbaudit, kuri no individualiem raksturlielumiem prognoze darba
izpildi dazadas amatu grupas.
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Metodes
Pirmais pétijums “Profesionalo interesu aptauja”
Dalibnieki

Profesionalo intereSu instrumenta izveides p&tijuma piedalijas 656 darbinieki no dazadam
organizacijam Latvija (490 sievieSu, vidgjais vecums 39,10 gadi, SD=10,58). Darbinieki tika
iedaliti pec amata piecas lielas profesionalas grupas: administrativa atbalsta personals (n=114; 94
sievietes; vecums M=38,93 gadi, SD=10,57), informacijas un tehnologiju personals (n= 106; 32
sievietes, vecums M =37,93 gadi, SD=10,33), klientu apkalpo$ana un pardoSana (n=231; 197
sievietes; vecums M=35,58 gadi, SD=9,40), vaditaji (n=169, 144 sievietes; vecums M=45,27
gadi, SD=10,04) un biznesa attistibas darbinieki (n= 34; 23 sievietes, vecums M=36,41 gads,
SD=8,28)..

Instrumentarijs

Latvijas profesionalo interesu aptauja (Latvian Questionnaire of Vocational Interests (LQVI))
sastav no 57 apgalvojumiem, kas sadaliti divas dalas. Pirma dala ir 32 apgalvojumi, kuriem
respondenti sniedz piekriSanu no 1 lidz 5, cik liela méra piekrit apgalvojumam (piem., “Man
patik ietekmét cilvékus”). Otra dala sastav no 25 apgalvojumiem, kuri reprezent€ aktivitates, par
kuram respondentiem jasniedz atbilde, cik liela méra patik veikt §adu aktivitati (piem., ‘Vadit
projekta komandu’) skala no 1 [idz 5. Aptauja tiek iegtti seSu skalu rezultati, reprezentgjot katru
no RIASEC modela dimensijam — R praktiskas intereses (0=0,77), I p&tnieciskas intereses
(0=0,81), A makslinieciskas intereses (0=0,83), S socialas intereses (0=0,79), E uznémigas
intereses (0=0,84) un C konvencionalas intereses (0:=0,77). Lai sagrup&tu amatus dazadas amatu
grupas, tika iegtiti dati par amata profesijas kodu.

Otrais petijums “Latvijas piespiedu izv€lu personibas aptaujas validacija”
Dalibnieki

Latvijas piespiedu izv€lu personibas aptaujas sakotngja validacijas izlasé tika ieklauti 71
students, nestradajot arpus studijam (vecums M = 25,75 gadi, SD = 7,36, 85% sieviesu, 52%
psihologijas programmas studentu), 216 paraléli studijam stradajosu studentu (vecums M =
28,31, SD = 7,87, 85% sieviesu, 69% psihologijas studiju programmas studentu), un gala izlasé
tika izmantoti dati no 106 zinatniekiem* (vecums M = 44,82 gadi, SD = 12,95, 63% sieviesu;
59% dabaszinatnes, 13% socialas zinatnes, 10% humanitaras zinatnes, 9% medicina un 9% IT)..

Instrumentarijs

Piespiedu izvélu Latvijas personibas aptauja (Latvian multidimensional forced-choice
personality inventory (LMFI)) ir balstita LPA-3 (Perepjolkina, 2014) parveidojot aptaujas
apgalvojumus piespiedu versija pa 4 apgalvojumiem viena bloka, izv€loties respondentiem vienu
apgalvojumu no cetriem, kas raksturo vinu pilniba un vienu apgalvojumu no Cetriem, kas nemaz
vinu neraksturo. Apgalvojumu grupésana tika veidota, balstoties uz faktoru permutacijam, lai
katrs no aptaujas personibas faktoriem tiktu salidzinats ar citu personibas faktoru visa aptauja

4 Zinatnieki un pétnieki izmantoti ka intelektuala darba veicéji, kuriem nosakams objektivaks darba izpildes raditajs
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lidzigi, balstoties socialas vélamibas raditajos. Rezultata tika izveidoti 15 apgalvojumu bloki, kur
katram apgalvojumam tika pieskirti 0 Iidz 2 punkti, balstoties respondenta izvele. Apgalvojumi
tika summe¢ti pa faktoriem, veidojot seSas personibas dimensijas — neirotisms, apzinigums,
labveligums, ekstraversija, atvértiba pieredzei un godigums-pieticiba.

Liela piecinicka aptaujas (Benet-Martinez & John, 1998; John et al., 1991, 2008) latviesu
valodas adaptéta versija (Perepjolkina & Kalis, 2012) sastav no 44 apgalvojumiem, ko
respondenti vert€ skala no 1 Iidz 5 (piem., Es uzskatu sevi par cilveku, kurs ir runigs). Summéjot
apgalvojumus, tiek iegiits veért€jums katra no piecam personibas dimensijam. Adaptetas versijas
icks€ja saskanotiba atvertiba pieredzei a = 0,83, apzinigums a = 0,85, ekstraversija a = 0,88,
labveligums a = 0,74, un neirotisms a = 0,88 (Perepjolkina & Kalis, 2012). Studentu izlasé
ieglitie aptaujas ticamibas raditaji atvertiba pieredzei 0=0,82, apzinigums 0=0,75, ekstraversija
a=0,89, labveéligums a=0,74 un neirotisms a=0,86. Zinatnieku izlas¢ iegiitic aptaujas ticamibas
raditaji atvertiba pieredzei 0=0,85, apzinigums 0=0,84, ekstraversija a=0,90, labvéligums
a=0,84, neirotisms a=0,90.

Makjavellisms tika mérits izmantojot devinus apgalvojumus no latviesu valoda adaptgtas
(Baldina, 2017) Isas tumsas triades skalas (Jones & Paulhus, 2014). Respondenti verte katru
apgalvojumu skala no 1 Iidz 5, cik liela méra tiem piekrit (piem., “Atklat savus noslépumus nav
laba doma”). Adaptétas versijas ieks§€ja saskanotiba latviski a=0,78 (Baldina, 2017), nestradajoso

w——

studentu izlas€ aptaujas skalas ieksgja saskanotiba a=0,78.

Neproduktiva uzvediba darba vieta tika mérita ar Biroja darbinieku neproduktivas uzvedibas
skalu (Milova & Blumbaha, 2013), kas sastav no 32 apgalvojumiem, ko respondenti noverté
skala no 1 1idz 4 (piem., “Es m&dzu aizsapnoties darba laika”). Aptaujas originalversija iegiita
ick$gja saskanotiba bija a=0,92 (Milova & Blumbaha, 2013), stradajoso studentu izlasé iegiita
ieksgja saskanotiba 0=0,76, zinatnieku izlas¢ 0=0,88.

Subjektivais darba izpildes raditajs tika iegtts ka vid€jais no tris apgalvojumiem “Ka jiis [jiisu
vaditajs/ jusu kolégi] vertgjat savu darba izpildi pedéja gada laika?” skala no 1 lidz 10.
Stradajoso studentu izlase iegtita ieks$€ja saskanotiba a=0,76, zinatnieku izlasé 0=0,87. Tika mérits
tikai stradajoSiem studentiem un zinatnieku izlasei.

Zinatniskais indekss tika iegiits, izmantojot Scopus datubazes HirSa indeksa raditaju.

Tresais petijums “Subjektivo darba izpildi prognozgjosie nekognitivie
raksturlielumi klientu apkalpoSanas, vaditaju un administrativa atbalsta izlase”
Dalibnieki

Tresa petjjuma tika veidota apakSizlase no pirma pétijuma ar 332 darbiniekiem: administrativa
atbalsta personals (n=52), pardoSanas un klientu apkalpo$anas personals (n=163), un vaditaji
(n=117). 88% no dalibnickiem bija sievietes, 75% ar augstako izglitibu, vecuma no 18 lidz 68
gadiem (M=39,98, SD=10,83) un vidgjais stazs 7,13 gadi (Me=4,00 gadi).
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Instrumentarijs

Latvijas profesionalo intereSu aptauja (Latvian Questionnaire of VVocational Interests (LQV1I))
sastav no 57 apgalvojumiem, kas sadaliti divas dalas. Pirma dala ir 32 apgalvojumi, kuriem
respondenti sniedz piekriSanu no 1 lidz 5, cik liela mera piekrit apgalvojumam (piem., “Man
patik ietekmét cilvékus”). Otra dala sastav no 25 apgalvojumiem, kuri reprezent€ aktivitates, par
kuram respondentiem jasniedz atbilde, cik liela mera patik veikt $adu aktivitati (piem., ‘Vadit
projekta komandu’) skala no 1 Iidz 5. Aptauja tiek iegtti seSu skalu rezultati, reprezentgjot katru
no RIASEC modela dimensijam (iekavas noradits aptaujas sakotngjas izstrades ieksgja
saskanotiba) — R praktiskas intereses (a=0,77), I pétnieciskas intereses (a=0,81), A
makslinieciskas intereses (0=0,83), S socialas intereses (a=0,79), E uznémigas intereses («#=0,84)
un C konvencionalas intereses (a=0,77).

Piespiedu izvélu Latvijas personibas aptauja 18 bloku versija (Latvian forced-choice
multidimensional personality inventory (LFMI)) ir balstita LPA-3 (Perepjolkina, 2014),
parveidojot aptaujas apgalvojumos piespiedu versija pa 4 apgalvojumiem viena bloka, izv&loties
respondentiem vienu apgalvojumu no ¢etriem, kas raksturo vinu pilniba un vienu apgalvojumu
no Cetriem, kas nemaz vinu neraksturo. Apgalvojumu grupé&sana tika veidota, lai katra no
apgalvojumu blokiem tiek reprezentéts cits personibas faktors — multidimensionals
salidzinajums. Rezultata tika izveidoti 18 apgalvojumu bloki, kur katram apgalvojumam tika
pieskirti 0 1idz 2 punkti, balstoties respondenta izvel€. Apgalvojumi tika summéti pa faktoriem,
veidojot sesas personibas dimensijas — neirotisms, apzinigums, labvéligums, ekstraversija,
atvertiba pieredzei un godigums-pieticiba. Personibas piespiedu aptaujas 18 apgalvojumu versijai
testa-retesta ticamibas raditaji: godigums-pieticiba r=0,64, neirotisms r=0,75, ekstraversija
r=0,87, labveligums r=0,75, apzinigums r=0,78, atvértiba pieredzei r=0,64.

Neatlaidiba tika mérita ar Iso neatlaidibas skalu (Duckworth & Quinn, 2009), kas sastav no 8
apgalvojumiem, un tika adaptéta §1 petijuma ietvaros. Respondenti noveértgja Likerta skala no 1
lidz 5, cik liela méra piekrit apgalvojumiem (piem., “Jaunas idejas un projekti daZreiz mani
novirza no iepriek§gjiem projektiem”). Originalaptaujas iek$&ja saskanotiba bija no 0=0,73 lidz
a=0,83 dazadas izlas€s, $aja izlase iegiita aptaujas saskanotiba a=0,70.

Izaugsmes skatfjums tika mérits ar implicito personibas aptauju (Dweck, 1999), kas tika adaptcta
§1 pétijuma ietvaros. Skala sastav no 8 apgalvojumiem, ko respondenti noveérté no 1 Iidz 5 (piem.,
“Cilveks pamata ir tads, kads vins ir, un to nav iesp&jams ipasi mainit”). Originalaptaujai iek$&ja
saskanotiba nav noradita, $aja izlas€ ieks€ja saskanotiba 0=0,89.

Pretosanas parmainam skala (Oreg, 2003) sastav no 17 apgalvojumiem, kas mé&ra Cetras
apakSskalas — rutinas mekléSanu, emocionalo reakciju, 1stermina fokusu un kognitivo rigiditati.
Respondenti noverte Likerta skala no 1 lidz 6, cik liela méra piekrit apgalvojumiem (piem., “Es
kopuma parmainas uzskatu ka negativu paradibu”). Aptaujas originalversija skalu saskanotiba
rutinas meklésana: 0=0.74, emocionala reakcija a=0.75, Tstermina domasana: a=0.74, Kognitiva
rigiditate: 0=0.84. Aptaujai kopuma a=0.87. Skalu iek$€ja saskanotiba $aja izlas€: rutinas
meklésana a= 0,82, emocionala reakcija a= 0,74, Tstermina domasana o= 0,75, kognitiva
rigiditate: o= 0,61. Aptaujai kopuma o= 0,85.
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Meérku orientacija tika merita ar mérku orientacijas aptauju (Vandewalle, 1997), kas sastav no 12
apgalvojumiem, mérot tris mérku orientacijas — maciSanas mérku orientaciju, izpildijuma mérku
orientaciju un izvairiSanas mérku orientaciju. Respondenti novérté apgalvojumus, cik liela méra
piekrit tiem (piem., “Es labprat uznemos izaicino$u darba uzdevumu, ja varu no ta daudz
macities”). Aptaujas originala versija skalu iek$¢ja saskanotiba: macisanas orientacija a=0,89,
izpildfjuma orientacija 0=0,85 un izvairidanas orientacija 0=0,88. Saja izlasé iek3&ja saskanotiba:
macisanas orientacija 0=0,83, izpildijjuma orientacija a=0,83 un izvairiSanas orientacija 0=0,80.

Pasefektivitate tika merita ar visparigas pasefektivitates skalu (Schwarzer & Jerusalem, 1995),

kas sastav no 10 apgalvojumiem, kas $T pétijuma ietvaros modificéti novértéti skala no 1 lidz 5
(piem., “Es vienm@r varu atrisinat sarezgitas problémas, ja es kartigi censos”). Originalversijas
ieksgja saskanotiba vari€ no 0,82 lidz 0,93. leksgja saskanotiba $aja izlasé a=0,89.

Subjektivais darba izpildes raditajs tika iegtts ka vid€jais no tris apgalvojumiem “Ka jis [jlisu
vaditajs/ jiisu kolégi] vértejat savu darba izpildi pedéja gada laika?” skala no 1 lidz 10. Saja
izlas€ iegiita ieksgja saskanotiba 0=0,86.

Ceturtais petijums “Darba izpildi prognozgjosie nekognitivie raksturlielumi
informacijas un komunikaciju tehnologiju specialistu izlasg”
Dalibnieki

Ceturta petijuma tika veidota apaksizlase no pirma pétijuma ar 88 informacijas un komunikaciju
tehnologiju darbiniekiem, no kuram 28 (32%) sievietes, vecuma no 22 lidz 62 gadiem, M=37,80
(SD=9,42). 70,4% ar augstako izglitibu, videjo stazu amata M= 6,16 gadi (SD=5,88), un
stradajot esosa organizacija videji M=8,90 gadus (SD=9,04, Me=5,07 gadi).

Instrumentarijs

Izmantots tas pats instrumentarijs, kas treSaja petijuma. Papildu izmantots vaditaju veért€jums par
nodarbinato 60 respondentiem. Respondentiem, kuriem nebija pieejams vaditaja vertéjums par
nodarbinato, izmantots subjektivais darba izpildes raditajs.

Procedura

Daliba visos pétijumos bija brivpratiga un tika izsttita elektroniska aptauja, izmantojot platformu
QuestionPro. Par piedaliSanos pétijuma profesionalo intereSu un personibas raksturojuma
pasSizpetes rezultati tika nosititi dalibniekiem p&c pieprasijuma. Dalibnieki tika aicinati caur
organizaciju personaldalam piedalities petijuma, studenti tika uzrunati gan lekciju laika klatieng,
gan elektroniski izsttits aicinajums piedalities p€tijuma, zinatnieku izlase tika aicinata
elektroniski caur universitates e-pastiem. Datu apstrade veikta programmas Excel, JASP un
SPSS.
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Rezultati
Pirma pétijuma posma profesionalo interesu aptaujas (LQV1I) izveides rezultati liecina par labu
ieks€jo aptaujas saskanotibu no 0,77 Iidz 0,84. Aptaujas struktiiras parbaude liecinaja, ka
dimensiju izvietojums (Alscal procediira SPSS) ir apmierinoss — visas dimensijas kartojas
noteikta strukttra, tomér socialas intereses neienéma dimensionalo vietu starp makslinieciskam
un uznémigam interesém (skat. pirmo attélu).
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1.attels: RIASEC modela daudzdimensiju mérogosana (n=656)

Talaka rezultatu analize, vai ir iesp€jams noskirt pec domin€josam intereseém profesiju liecinaja,
ka aptaujas validitate ir pienemama — domingjosas intereses pa amatu grupam atskiras
(X2(20)=84,19, p<.001): realistiskas intereses un izp&tosas intereses bija domingjosas
informacijas un tehnologiju profesionaliem, konvencionalas, uzné€migas un socialas intereses bija
domingjosas klientu apkalposanas, pardosanas, atbalsta un vaditaju izlasés, un uznémigas
intereses bija domingjosas biznesa attistibas profesionalu grupa.

Otra pétijuma posma rezultati par Piespiedu izvélu Latvijas personibas aptaujas (LMFI)
konvergento validitati liecina, ka pieci no seSiem personibas faktoriem ir ar apmierinosu
konvergento validitati, korelaciju koeficientiem starp LMFI un Liela piecinieka aptauju dazadas
izlas€s vari€jot no 0,48 lidz 0,79 bez biitiskam atskiribam starp izlaseém. Izneémums bija
godiguma-pieticibas faktors, kas ar Makjavellismu korelgja tikai -0,27 (skat. 1. un 2. tabulu).
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1.tabula

Spirmena koreldciju koeficienti stradajoso un nestraddjoso studentu izlases

1 2 3 4 5 6 7 8 9 10 11
1. LMFI O -0,06 0,42™ 040"  -0,10 0,25 0,62 0,14" 0,277 0,39  -0,22"
2.LMFIC 0,06 0,18" 0,11 -0,31™ 0,33 0,05 0,677 025™ 019" -0,11
3. LMFI X 0,49™ 0,20 0,27  -0,37" 0,16" 0,41™ 025" 0,71 048"  -0,37"
4. LMFI A 0,18 0,34 0,12 -0,05 0,21 0,277 0,12 0,01 0,557  -0,24™
5. LMFI N -0,11  -0,39"™ -0,38" -0,26 -0,26™ -009 -0,33" -035" -0,18" 0,75
6. LMFI H 0,21 0,38 0,12 0,36™  -0,23" 0,12 0,377 014" 0,40  -0,26™
7.BFIO 0,54 0,05 0,44™  -0,09 -0,23 0,08 0,23 031" 030" -0,10
8. BFIC 0,03 0,72 0,07 0,34™  -037" 0417 0,09 0,30 0,21  -0,23"
9. BFIE 0,377 0,09 0,78 0,11 -0,46™ 0,05 0,40 -0,03 0,277  -0,31™
10. BFI A 0,00 0,30" 0,13 0,48~  -0,15 0,36  -0,02 0,19 0,09 -0,32™
11. BFIN -0,06 -0,30" -0,43™ -0,40" 0,73  -0,18 -0,08 -0,24" -053" -0,22
12. Mach. -0,16 0,19 -0,13 -0,277  -0,05 -0,27° 0,17 0,21 -0,11 -0,39™ 0,08

Piezime. * p <0,05; ** p <0,01.

Apziméjumi. O — atvértiba pieredzei, C — apzinigums, X — ekstraversija, A — labvéligums, N — neirotisms, H — godigums-pieticiba, E —
ekstraversija, Mach. — makjavellisms. Konvergentas validitates koeficienti ir treknraksta. Zem diagonalse—nestradajoso studentu izlase

(n=71); virs diagonales — stradajoso studentu izlase (n=216).
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2.tabula

Spirmena korelaciju koeficienti zinatnieku izlasé (n=106)

M SD 1 2 3 4 5 6 7 8 9 10
1.LMFI O 12,82 2,55
2.LMFIC 10,80 3,71  -0,15
3. LMFI X 8,86 3,76 0,33 0,09
4. LMFI A 10,75 3,09 0,200 0,01 0,34™
5 LMFIN 8,86 380 -0,08 -043" -040" -0,15
6. LMFI H 1261 225 0,09 0,08 -0,08 0,02 -0,11
7.BFIO 3,59 0,69 0,58 0,13 0,217 0,01 -0,28™ 0,01
8. BFIC 3,60 062 -0,03 0,71 0,08 -0,05 -0,36™ 0,19 0,28
9. BFIE 3,15 0,81 0,33" 0,23" 0,64~ 0,03 -0,40™ 0,06 0,39 0,26
10. BFI A 3,85 0,60 0,26™ 0,10 0,41 055"  -0,16 025" 0,19 0,10 0,22"
11. BFI N 2,80 0,89 -0,20° -0,26™ -0,42™ -0,33" 0,79 -0,10 -0,24 -0,21° -0,33" -0,43"

Piezime. * p <0,05, ** p <0,01.
Apzimejumi. O — atvertiba pieredzei, C — apzinigums, X — ekstraversija, A — labvéligums, N — neirotisms, H — godigums-pieticiba, E —
ekstraversija. Konvergentas validitates koeficienti treknraksta.
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Operacionala validitatei apzinigums ar subjektivo darba izpildi korel€ja nozimigi abas stradajoso
darbinieku izlasés (r=0,24 studentu un r=0,34 zinatnieku), neirotisms negativi korelgja ar
subjektivas darba izpildes raditaju (r=-0,29 studentu un r=-0,36 zinatnieku izlasés) un godigums-
piceticiba negativi korel&ja ar neproduktivu uzvedibu darba vieta (r=-0,33 studentu un r=-0,31
zinatnieku izlas€s). Atvertiba pieredzei pret€ji gaiditajam nebija saistita ar zinatnisko indeksu ne
péc LEMI, ne BFI mérijuma. Ekstraversijas saistibas ar subjektivo darba izpildes raditaju un
neproduktivas uzvedibas raditaju starp LFMI un BFI m&rijjumiem lielakoties butiski neatskiras,
kamér Labveliguma raditaji butiski atskiras starp LFMI un BFI mérjjumiem saistibas ar
subjektivo darba izpildi un neproduktivu uzvedibu darba vieta (skat. 3.tabulu). Lidz ar to pieciem
no seSiem personibas faktoriem operacionala validitate ir apstiprinata — apzinigumam,
neirotismam, godigumam -pieticibai, atvértibai pieredzei un ekstraversijai.

3.tabula
Parcialie korelaciju koeficienti, kontroléjot vecumu un dzimumu, starp neproduktivu uzvedibu
darba vieta, subjektivo darba izpildes raditaju un labveligumu un ekstraversiju stradajoso
studentu izlasé (2.izlase) un zinatnieku izlasé (3.izlase)

2.izlase (n=206)  3.izlase (h=101)

SJP CwB SJP CwB

1. BFI-A 0,31** -0,37** 0,25* -0,40***
2. LMFI-A 0,11 -0,20** 0,10 -0,23*
Z-kriterijs BFI-A  3,42*** 2,97** 1,64 1,95*

to LMFI-A

3. BFI-X 0,36** -0,19*  0,29** -0,31**
4. LMFI-X 0,28** -0,19* 0,27** -0,18
Z-kriterijs BFI-X  1,65* 0 0,25 1,60

to LMFI-X

Piezime. * p < 0,05, ** p < 0,01, *** p <0,001.
Apziméjumi. A — labvéligums, X — ekstraversija, CWB — neproduktiva uzvediba darba vieta, SJP
— subjektivas darba izpildes raditajs

Tresa petijuma posma par darba izpildi prognozgjosiem mainigajiem klientu apkalpoSanas un
pardosanas, administracijas atbalsta un vaditaju izlas€ no visiem pétitajiem mainigajiem
lielumiem gala modelt statistiski nozimigi darba izpildi prognozgja neatlaidiba, konvencionalas
intereses, uznémigas intereses, socialas intereses un dzimums (skat. 4.tabulu).

Ceturta pétijuma posma par darba izpildi prognozgjoSiem mainigajiem informacijas un
komunikaciju tehnologiju specialistu izlas€, no visiem pétitajiem mainigajiem lielumiem gala
modeli statistiski nozimigi darba izpildi prognozgja neatlaidiba, pretoSanas parmainam-rutinas
meklg$ana un uznémigas intereses (F(3,23)=7.69***, p<.001, R?>=.50), izskaidrojot 50%
subjektivas darba izpildes raditaja (skat. 5.tabulu).
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4 tabula

Solu linearas regresijas modeli subjektivas darba izpildes prognozésanai (n=301)

Prognozéjosais b beta Izskaidrota Starpiba
mainigais dispersijas
dala
1.modelis konstante 5,89**
Neatlaidiba 0,55** 0,25**
R?=0,06**
2.modelis konstante 4,91**
Neatlaidiba 0,46** 0,21**
Konvencionalas 0,03** 0,18**
intereses
R?=0,09** AR?=0,03**
3.modelis konstante 4,24**
Neatlaidiba 0,41** 0,18**
Konvencionalas 0,04** 0,19**
intereses
Uznémigas intereses 0,02** 0,15**
R?=0,11** AR?=0,02**
4.modelis konstante 4 64**
Neatlaidiba 0,39** 0,17**
Konvencionalas 0,04** (,22**
intereses
Uznémigas intereses 0,03** 0,23**
Socialas intereses -0,03* -0,15*
R2=0,13** AR?=0,02*
5.modelis konstante 5,50**
Neatlaidiba 0,35** 0,16**
Konvencionalas 0,04** 0,20**
intereses
Uznémigas intereses  0,04** 0,25**
Socialas intereses -0,03* -0,17*
Dzimums -0,44* -0,13*
R?=0,14** AR?=0,02*

Piezime. *p<0,05; **p<0,01.
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5.tabula

Solu linearas regresijas modeli subjektivas darba izpildes prognozésanai

Mainigais B SE Beta (p) t p

1.modelis?

Neatlaidiba 8,24 3,55 0,42 2,32* 0,03
2.modelis®

Neatlaidiba 9,31 3,27 0,48 2,85* 0,01
Rutinas meklé$ana -4,82 1,96 -0,41 -2,47* 0,02
3.modelis®

Neatlaidiba 17,77 2,97 0,40 2,62* 0,02
Rutinas meklésana -5,45 1,76 -0,46 -3,10* 0,01
Uzn€migas intereses -0,48 0,18 -0,41 -2,69* 0,01

Piezime. *p<0,05, **p<0,01, ***p<0,001

3 Konstante 24.42*, p<0,05 F(1,25)=5,38*, p<0,05, R?>=0,18.

b Konstante33.92*, p<0,01, F(2,24)=6,28*, p<0,01, R?=0,34.

¢, Konstante 56.73*** p<0,001, F(3,23)=7,69***, p<0,001, R?>=0,50.
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Diskusija

Pirma pétijuma iegitie rezultati liecina, ka Latvijas profesionalo interesu aptauja
(Latvian Questionnaire of VVocational Interests (LQVI)), kas sastav no 57 apgalvojumiem, ir
ticams un valids profesionalo intereSu noteikS$anas instruments, ko turpmak var izmantot
pétnieciba realistisko, petniecisko, maksliniecisko, socialo, uznémigo un konvencionalo intereSu
noteikSanai. Apaksskalu iek$€ja saskanotiba uzradija ticamus rezultatus, un domingjosas
intereses atskiras starp nodarbinato grupam ka paredzets.

Otra pétijuma iegiitie rezultati liecina, ka Piespiedu izvélu Latvijas personibas aptauja
(Latvian multidimensional forced-choice personality inventory (LMFI)), kas ir balstita Latvijas
Personibas aptaujas apgalvojumos (Perepjolkina, 2014) ir dalg&ji valids instruments personibas
iezZimju novert€sanai pieciem no seSiem personibas faktoriem — apzinigumam, neirotismam,
labvéligumam, atveértibai pieredzei un ekstraversijai. Godiguma-pieticibas skalas konvergenta
validitate biitu parbaudama papildu ar HEXACO-60 mérijumu, ta ka péc makjavellisma kriteérija
saistibas bija vajas.

Tresa pétijuma iegiitie rezultati liecina, ka vaditaju, klientu apkalpos$anas un pardosanas
un administrativa atbalsta personala izlas€ darba izpildi nozZimigi prognozg neatlaidiba,
profesionalas intereses un dzimums. Ceturta pétijuma informacijas un komunikaciju tehnologiju
specialistu izlas€ neatlaidiba, pretoSanas parmainam un profesionalas intereses nozimigi
prognoze pasu un vaditaja verteéto darba izpildi. Kopuma abi p&tijumi apliecina, ka profesionalas
intereses un neatlaidiba ir divi nozimigi darba izpildi prognozg€josie psihologiskie mainigie.
Pargjie psihologiskie mainigie nozimigi neprognozgja darba izpildi pétamajas izlases.

Sie pétijumi zinatniski nozimigi papildina profesionalo intere$u un neatlaidibas
pétijumu bazi. Neatlaidiba, lai gan vargtu bt apziniguma personibas iezimes dala, visciesak bija
saistita ar darba izpildi abas izlas€s. Visvairak neatlaidiba ir tikusi pétita skolénu izlas€s, nevis
noturot savas intereses pie ilgtermina mérkiem, ir tie, kuru darba izpilde ir augstaka. Turpmakos
pétijumos biitu interesanti salidzinat, vai vaditaju veértéjums vai objektivaks darba izpildes
vert&jums biitu saistams ar neatlaidibu. Citos pétijumos biitu vélams izmantot lidzigas skalas — ja
personiba tiek mérita ar piespiedu izvelém, tad ar1 darba izpildes veért€jumu veikt piespiedu
izlas€s, lai meérijjumi sava starpa biitu saskanoti.

Preto$anas parmainam — specifiski rutinas meklésana — bija darba izpildi prognozgjosais
mainigais informacijas un komunikacijas tehnologiju darbinieku izlas€. Lai gan lidz §im
pretoSanas parmainam nav pétita specifiski sasaiste ar darba izpildi, IT specialisti ir pétiti sasaiste
ar apmierinatibu ar darbu, kur atvértiba pieredzei (iesp&ami pret&jais pretosanas parmainam) bija
nozimigi saistiti (Lounsbury et al., 2009), 1idz ar to Sis p&tijums papildina literatiiru par darba
izpildi prognozgjosiem aspektiem informacijas un komunikaciju tehnologijas specialistu vida.
Nakotnes pétljumos nepiecieSama reprezentativaka informacijas un tehnologiju specialistu
izlase, lai varétu visparinat iegiitos rezultatus uz visu jomu.

No literaturas tika atlastti p&tfjumi gan par darba izpildi, gan macibu izpildi, no kuriem
izaugsmes skatijumam bija nozime tiesi veida, ka tiek sasniegti mérki un straté€gijas, ko cilveki
pielieto, lai Sos mérku sasniegtu. Disertacijas ietvaros specifisku mérku sasnieg$ana netika
merita, 1idz ar to ir cits konteksts, kura merijums veikts. Mérku orientacija var bat moderators
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starp izaugsmes skatijumu un izpildi (Payne et al., 2007), lidz ar to, ja tiktu parbaudits modelis,
kur mérku orientacija moder€ saistibas starp izaugsmes skatfjumu un darba izpildi, iesp&jams,
tiktu novérotas citadas saistibas. Sajos pétijumos saistiba starp mérku orientaciju un darba izpildi
vai izaugsmes skatfjumu un darba izpildi netika nov@rota. Ja mainitos konteksts, kura tiek merita
darba izpilde, piem&ram, nesen mainot amatu, kur liecla nozime ir maciSanas aspektam,
iesp&jams, mérku orientacijai vai izaugsmes skatijumam biitu sasaiste ar darba izpildes
rezultatiem, ja lielaka dala no laika tiktu pavadita tieSi macoties.

Pasefektivitate un personibas iezimes neprognozgja darba izpildi neviena no izlasém,
tomér bija saistita ar darba izpildi klientu apkalpoSanas, atbalsta personala un vaditaju izlas€. Ta
ka saistibas starp pasefektivitati un profesionalam interesém un personibu, un tas vairak bija
kubiskas, neka linearas, kopiga variacija Siem konstruktiem pastav ar darba izpildi. Tomér,
domingjosie regresijas modeli bija tiesi neatlaidiba un profesionalas intereses, nevis personiba
vai pasefektivitate. Sie rezultati nesakrit pilniba ar citiem p&tijumiem, kuros personibas iezimes
ir vaji saistitas ar darba izpildes raditaju. Vairakas meta-analizes ir secinats, ka apzinigumam ir
vaja saistiba ar darba izpildes raditaju (e.g., Barrick & Mount, 1991; Sackett et al., 2021) un
pasefektivitate ir saistita ar darba izpildi (Judge et al., 2007; Stajkovic & Luthans, 1998).
Pasefektivitates saistibas ar darba izpildi nav tik izteiktas, ja tiek paral€li mériti ari citi
individualie raksturlielumi, piem&ram, personibas iezimes vai visparigas kognitivas sp&jas un
pieredze (Judge et al., 2007). Iesp&jams, tap&c ar $aja izlas€, merot kopa gan personibu, gan
citus individualos raksturlielumus, saistibas starp paSefektivitati un darba izpildi neuzradas
regresiju modeli ka nozimigas, jo svarigi saistibas starp paSefektivitati un darba izpildi ir citi
mainigie lielumi. Papildus, vienkarSos darbos pasefekvitate ir nozimigs prognozétajs, kamer
sarezgitos darbos pasefektivitate ar darba izpildi nav saistita (Judge et al., 2007). Nemot véra, ka
izlas€ bija dazadu amatu parstaviji, tai skaita vaditaji, kuru darbs parasti ir sarezgitaks par
standarta procesualu klientu apkalpoSanas darbu, paSefektivitates nozime darba izpildes
prognozeéSana mazinas. Apziniguma un darba izpildes saistiba meta-analizes, kas balstas tikai
publicétos datos, ir parspilétas (Kepes & McDaniel, 2015), 1idz ar to, iesp&jams, saistibas starp
darba izpildi un apzinigumu ir zemakas, neka meta-analiz€s noradits. Nemot véra, ka patiesais
efekta lielums varétu neparsniegt r=0,14 (Kepes & McDaniel, 2015), izlase, lai noteiktu $adu
efekta lielumu, nepieciesami 543 respondenti, kas ir mazak, neka respondenti tresaja vai
ceturtaja pétijuma, I1idz ar to var secinat, ka izlases apjoms neatbilda iesp&jami noverotajam
efektam lielumam populacija, kas varétu izskaidrot, kapec $aja izlase iepriek$€jo meta-analitisko
pétijumu atzinas neapstiprinajas.

Kopuma saistibas ar darba izpildi personiba (apzinigums un neirotisms), profesionalas
intereses (uznemigas un konvencionalas), neatlaidiba un pasefektivitate bija saistitas klientu
apkalposanas un pardevé&ju, vaditaju un atbalsta personala izlas€. Regresiju modeli tikai
neatlaidiba, konvencionalas intereses, uzn€migas un socialas intereses prognozgja darba izpildi
klientu apkalpoSanas un pardev€ju, vaditaju un atbalsta personala izlas€. Informacijas un
komunikaciju tehnologiju specialistu izlas€ tikai neatlaidiba, pretoSanas parmainam-rutinas
mekl&Sana- un uznémigas intereses prognozeja subjektivas darba izpildes raditaju. Abas izlases
profesionalas intereses un neatlaidiba bija divi aspekti, kas prognoz€ja darba izpildi.

Sie pettjumi papildina citus pétijumus par nekognitiviem psihologiskiem
raksturlielumiem, kas prognoze darba izpildi dazadas grupas. Lidz §im informacijas un
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komunikaciju tehnologiju specialistu izlas€ sasaisté ar darba izpildi mérita ir personiba, mérku
orientacija, kontroles lokuss, demografiskie raditaji, pieredze un akadémiskas sekmes (e.g.,
Darcy & Ma, 2005), un $is pétijums papildus pievieno pretosanos parmainam ka vienu no
raksturlielumiem, kas prognozg darba izpildi.

Profesionalas intereses lidz Sim ir bijuSas nenovertéts mainigais tiesi personala atlases
joma, un $o p&tijumu rezultati liecina, ka nepamatoti — ta ka profesionalas intereses var
prognozet darba izpildi, tas ir ieteicams pievienot pie novert€Sanas instrumentiem personala
atlas@ ar1 p&c tam, kad pretendenti jau ieguvusi savu izglitibu vai darba pieredzi noteikta joma.
Lai arT meta-analitiskie koeficienti profesionalo interesu sakritibai ar darba vides sakritibu ir
bijusi augstaki neka noveérotas korelacijas $aja petijuma, 1pasi svarigi atzimejams ir aspekts, ka
darba izpildi var prognozgt ari pret&jas profesionalas jomas intereses. Tas nozimé, ka darba
izpildes prognozesana svarigs ir ne tikai aspekts, cik liela méra intereses sakrit ar veicamo darba
jomu, bet svarigas ir ar1 tas intereses, kas ir pret€jas — tas var negativi saistities ar darba izpildi
noteiktas amatu jomas.

Otrs svarigakais aspekts no Siem pétijumiem ir par neatlaidibas nozimi par citam
personibas iezZim&m, kas liecina par to, ka neatlaidigaki darbinieki ir ar pasvertetu augstaku darba
izpildi. A1 neatlaidiba darba vidg ir nepietickami pé&tits mainigais un $ie p&tijumi norada, ka,
iesp&jams, tas pat ir svarigaks par personibas apziniguma iezimi. Neatlaidiba ir p&tita militara
vide (e.g., Farina et al., 2019), sporta vid¢ (e.g., Fawver et al., 2020), akadémiska vidg (e.g.,
Muenks et al., 2017), bet darba vid€ p&tijumu par neatlaidibas saistibu ar darba izpildi iztrikst.
Sis pétijums papildina, ka neatlaidiba ka personibas aspekts ir svarigs subjektivo darba izpildi
prognozgjosais mainigais ar1 tad, kad papildus mérita apziniguma iezime.

Papildus pétijuma laika raditi divi jauni novertéSanas instrumenti - Latvijas profesionalo
intereSu aptauja (LQVI) un Piespiedu izvelu Latvijas personibas aptauja (LMFI), un adaptetas
Cetras aptaujas §1 darba ietvaros: Isa neatlaidibas skala (Grit-S; Duckworth & Quinn, 2009),
implicitas personibas aptauja (‘Kind of Person’ Implicit Theory Scale; Dweck, 1999), mérku
orientacijas aptauja (GO; Vandewalle, 1997) un pretoSanas parmainam skala (Oreg, 2003).
Adaptetas aptaujas ir ticamas un izmantojamas turpmakos p€tijumos nekognitivo individualo
raksturlielumu novértéSana. Jaunraditai profesionalo interesu aptaujai socialas skalas
apgalvojumi biitu parskatami, lai neieklauj briva laika aktivitates, kas, iesp&jams, izskaidro tas
nepilnigo multidimensionalo att€lojumu RIASEC struktiira, ka arT validitate btitu parbaudama
izlas€, kura socialas intereses biitu domingjosas, piem., medmasu, konsultativo darbinieku,
skolotaju izlas€s. Piespiedu izvelu Latvijas personibas aptauja biitu papildu japarbauda un
jaizverte godiguma-pieticibas faktors, kas uzradija zemu validitati pret makjavellismu.

Ta ka pasverteta darba izpilde var atSkirties no vaditaju vertétas darba izpildes,
turpmakos petijumos bitu interesanti salidzinat, ka pasvertejumi darba izpilde sakrit ar vaditaja
vertéjumiem un vai saglabajas Iidzigas saistibas, ja vaditaji vérté savu darbinieku darba izpildi.
Nemot vera, ka vaditaji ir tie, kuri visbiezak ar1 verte savu darbinieka izpildi, biitu svarigi
saprast, vai Saja p&tijuma méritie nekognitivie individualie raksturlielumi biitu saistami ar
vaditaju vertejumiem, lai spriestu par to, vai objektivak verteta darba izpilde ir saistama ar Siem
pasiem individualiem raksturlielumiem. Tapat biitu vertigi parbaudit, kuri no Siem mainigajiem
papildu kognitivam sp&jam var prognozet darba izpildi dazadas amatu grupas, lai noskaidrotu,
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kada ir So raksturlielumu inkrementala validitate, nemot véra, ka Sie raksturlielumi var biit vaji
saistiti ar kognitivam sp&jam.

P&tijuma ierobezojumi ieklauj aspektu, ka pétijuma izlase nav reprezentativa visiem
Latvija nodarbinatajiem minétajas profesionalajas jomas. Darba izpildes mé&rijums parsvara
veikts no paSnovertejuma aptaujam, kas ne vienmer var atspogulot objektivu darba izpildes
mérijumu. Papildu, p&tijumos netick kontrol&tas kognitivas sp&jas, kas ir nozimigs darba izpildi
prognozgjosais mainigais.

Nakotnes p&tijumos temata attistibai ieteicams izmantot citu amatu grupu parstavjus,
pieméram, specifiski jau sadalot sekretarus, paligus, gramatvezus vai finansistus, lai varétu
prognozéet darba izpildi jau profesiju grupas. leteicams papildus izmantot objektivos vai vaditaju
darba izpildes vert€jumus, ka ar1 parbaudit, vai profesionalo intereSu un neatlaidibas izmantosana
personala atlases procesa var prognozet darba izpildi p&c parbaudes laika beigam, ta parbaudot
neatlaidibas un profesionalo intereSu izmantoSanu ka vienu no personala atlases metodém.
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Secinajumi

Darba tika izvirziti divi pétijuma jautajumi: 1) kuri ar kognitivam sp&jam nesaistiti
individualie psihologiskie raksturlielumi prognozé darbinieku darba izpildi? un 2) kuri
psihologiskie raksturlielumi, kas saistiti ar macibu rezultatiem, prognozé darbinieku darba
izpildi? Lai atbildétu uz Siem jautajumiem, tika izvirziti galvenie uzdevumi — 1) atlasit tos
individualos, ar kognitivam sp&jam nesaistitos, psihologiskos raksturlielumus, kas ir saistiti ar
darba izpildi un macibu izpildi; un 2) izstradat, pielagot un adaptét metozu kopumu $o
individualo nekognitivo psihologisko raksturlielumu novértésanai.

Apkopojot abus pétijuma jautajumus, no literatiiras analizes tika atlasiti tadi ar
kognitivam sp€jam nesaistiti aspekti ka personiba, profesionalas intereses, pasefektivitate,
neatlaidiba, izaugsmes skatijums, merku orientacija un pretoSanas parmainam. Otraja soli tika
raditi divi jauni instrumenti — Latvijas profesionalo intereSu aptauja (LQVI) un Piespiedu izvélu
Latvijas personibas aptauja (LMFI), ka arT adaptétas Cetras aptaujas $1 darba ietvaros: Isa
neatlaidibas skala (Grit-S; Duckworth & Quinn, 2009), implicitas personibas aptauja (‘Kind of
Person’ Implicit Theory Scale; Dweck, 1999), mérku orientacijas aptauja (GO; Vandewalle,
1997) un pretoSanas parmainam skala (Oreg, 2003).

Galvenie rezultati liecina, ka darba izpildi vaditaju, klientu apkalpoSanas un
administrativa atbalsta izlas€ no visiem pétitajiem psihologiskajiem raksturlielumiem prognozé
neatlaidiba un profesionalas intereses, specifiski, konvencionalas, uznémigas un socialas
intereses. Darba izpildi informacijas un komunikacijas tehnologiju specialistu izlas€ prognozé
neatlaidiba, profesionalas intereses- uznémigas intereses- un pretoSanas parmainam-rutinas
mekl&sana.

Kopuma rezultati liecina, ka profesionalas intereses un neatlaidiba ir mainigie lielumi,
kas prognoze darba izpildi dazadas amatu izlas€s, un Sie raksturlielumi butu pievienojami pie
atlases metodém, kas saistitos ar augstaku darba sniegumu konkréti $ajas izlas€s. Profesionalas
intereses var izmantot ar1 tadas situacijas ka darbinieku parkvalificéSanas, lai noteiktu, kada
amatu grupa darbinieks biitu piemérotaks stradat, piem., ar augstam uznémigam interes€m amati,
kas saistiti ar klientu apkalpo$anu, vaditaju vai administrativa atbalsta jomu biitu piemérotaki,
neka amati, kas saistiti ar informacijas un komunikacijas tehnologijam.
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Abstract

Nowadays, when the way the job is done has changed, the predictors of job performance
may have changed as well. This dissertation aimed to establish the relationship between non-
cognitive predictors of job performance in various employee samples. The literature on work and
training performance has been reviewed and seven psychological non-cognitive job performance
predictors were included in the research — personality, vocational interests, grit, self-efficacy,
growth mindset, resistance to change, and goal orientation. In two employee samples, the non-
cognitive predictors of job performance were tested. In the first sample — client support and
sales, administrative support specialists, and managers — job performance was predicted by grit
and vocational interests, more specifically, conventional, enterprising, and social interests. In the
second sample — information and communication technology specialists — grit, resistance to
change, specifically, routine seeking, and vocational interests, specifically, enterprising interests,
were predictive of job performance. This dissertation adds to the literature on job performance
predictors in two different samples. Additionally, two instruments for the dissertation were
created, namely, the Latvian questionnaire of vocational interests and Latvian multi-dimensional
forced-choice personality inventory, and four instruments were adapted that measure grit,
resistance to change, growth mindset, and workplace goal orientation.
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Introduction

Nowadays, organizations face many challenges that change the way work is done. Many
jobs face the challenge of technological advancements that changes the skills employees need to
develop, so gaining new skills and knowledge seems to be integrated into the everyday life of
work to be competitive in the modern workplace. Therefore, it may be that those aspects of jobs
that were important in the industrial times are now changing due to the skill and knowledge
upgrades in the modern workplace. This dissertation aims to find out, whether other non-
cognitive predictors of job performance are important nowadays that were not important 30 years
ago. Firstly, when one thinks about job performance, the question arises — are there different job
performance predictors in different professions and job areas? Secondly, are those individual
characteristics that were important for performance up until now still important in the modern
workplace? The dissertation aimed to understand the relationship between non-cognitive
predictors of job performance in various occupational groups, where not only the cognitive skills
of individuals are important, but also the non-cognitive aspects of the way individuals may
behave in the workplace may be important.

There is a vast literature on job performance predictors. Overall, general cognitive
abilities seem to be most predictive of job performance in various jobs and professions (Salgado,
Moscoso, et al., 2003; Schmidt et al., 2016; Schmidt & Hunter, 2004, 1998). Nevertheless,
cognitive abilities seem to be stable during adulthood (Deary, 2014), and perhaps other
individual characteristics that may change during adulthood would be more important for job
performance as workplaces change. Since job performance is a little different for modern
workforce than it has been for the industrial workforce, perhaps the individual characteristics
important for job performance have changed as well. Occupational groups that are of importance
in this dissertation are client support and sales, administrative support, managers, and
information and communication technology specialists as those are the jobs that are present in
most organizations in Latvia. To gain the idea of non-cognitive individual characteristics that
could be important in the modern workplace, the literature analysis was carried out about the job
and training performance predictors, as part of modern job performance includes skill and
knowledge development. Up until now such research that would combine training and job
performance predictors in one study has not been carried out. Although, some information on
USA-based job analysis results is available about the skills and knowledge necessary for job
performance in, for example, client support, no empirical evidence in Latvia has been gathered to
replicate the findings of the USA.

Overall, the dissertation aims to find out what non-cognitive individual psychological
characteristics are related to job performance in the modern workforce. Specifically, what
noncognitive predictors are important for job performance in specific occupational groups, and
to develop and adapt measurements for these non-cognitive predictors. Two research questions
were proposed:

1) what non-cognitive individual characteristics are predictive of job performance in the
modern workplace?

2) what non-cognitive individual characteristics are important for training performance
are important for job performance in the modern workplace?

To answer these questions main research tasks were proposed:



1) to select and test the non-cognitive psychological individual characteristics that are
predictive of job and training performance;
2) to develop an assessment for these individual characteristics.

Aim of the dissertation

The dissertation aimed to test the non-cognitive psychological individual characteristics
that are predictive of job performance in different occupational groups, and to develop
instruments for assessing these individual characteristics.

Tasks of the study

1. To analyze the scientific literature and select the most important non-cognitive
psychological individual characteristics that may be predictive of job and training
performance for different occupational groups;

2. To develop and test the assessment of these individual characteristics;

3. To test the non-cognitive psychological individual characteristics in relation to job
performance in different occupational groups;

4. To analyze and report the results of the studies in the scientific articles.

Study procedure
The dissertation is based on the following studies:

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

2. Berga, L. & Austers, I. (2023). Testing the validity of a Latvian multidimensional forced-
choice personality inventory. Psihologija, (00), 31-31. Doi:
https://doi.org/10.2298/PS1220307031B

3. Berga, L. & Austers, I. (2021). Non-cognitive predictors of subjective job performance in a
sample of managers, client support, and administrative support specialists. Human,
Technologies, and Quality of Education, 94-111. Doi: https://doi.org/10.22364/htge.2021.07

4. Berga, L. & Austers 1. (2022). Job performance predictors in a group of information and
communication technology specialists. Baltic Journal of Psychology, 23 (1/2), 4-19.
https://doi.org/10.22364/bjp.23.01

In the first study participated 656 employees from different organizations in Latvia. In the
second study participated 287 students and 158 scientists from the universities in Latvia. In the
third and fourth study, the subsamples from the first study were used — data from 332 employees
in the third study and data from 88 employees in the fourth study. The instruments used in the
studies include:

1. Latvian Questionnaire of Vocational Interests (LQVI) (Berga & Austers, 2021a). The
questionnaire was created for the purposes of the dissertation;

2. Latvian multidimensional forced-choice personality inventory (18 block-version (Berga et
al., 2020) and 15-block version (Berga & Austers, 2022a)) —the items from LPA-3
(Perepjolkina, 2014) were used, and changed into the forced-choice response format for
the purposes of this dissertation;


https://doi.org/10.2298/PSI220307031B
https://doi.org/10.22364/htqe.2021.07
https://doi.org/10.22364/bjp.23.01
https://doi.org/10.18848/2324-7576/CGP/v16i02/1-12

3. The Big Five Inventory (Benet-Martinez & John, 1998; John et al., 1991, 2008) in Latvian
adaptation (Perepjolkina & Kalis, 2012);

4. Machiavellianism from the Latvian adaptation (Baldina, 2017) of Short Dark Triad Scale
(Jones & Paulhus, 2014);

5. Counterproductive work behavior inventory (Milova & Blumbaha, 2013);

6. Short Grit scale (Grit-S) (Duckworth & Quinn, 2009), the scale adapted for the purposes
of this dissertation (Berga & Austers, 2022b, 2021b);

7. ‘Kind of person’ Implicit theory scale (Dweck, 1999), the scale adapted for the purposes
of this dissertation (Berga & Austers, 2022b, 2021b);

8. Resistance to change scale (Oreg, 2003), the scale adapted for the purposes of this
dissertation (Berga & Austers, 2022b, 2021b)

9. Goal orientation questionnaire (Vandewalle, 1997), the questionnaire adapted for the
purposes of this dissertation (Berga & Austers, 2022b, 2021b).

10. General self-efficacy scale (Schwarzer & Jerusalem, 1995), the scale adjusted in the studies
for the purposes of the dissertation (Berga & Austers, 2022b, 2021b);

11. Subjective job performance scale that was created for these studies (Berga & Austers,
2022h, 2021b);

12. Supervisors’ job performance ratings (Williams & Anderson, 1991), that was adapted and
revised for the purposes of these studies (Berga & Austers, 2022b).

Data were gathered via the internet using the platform Question Pro. Participation in the
studies was voluntary and without rewards. The participants in the first study received the profile
of their vocational interests and personality upon request. The respondents were asked to
participate in the study through the invitation of the departments of Human resources. The
sample of students was gathered during lecture times and electronically, and the scientists were
invited to participate through the e-mail of the University of Latvia. The data analysis was
carried out using Excel, SPSS, and JASP.

Scientific novelty

This dissertation adds to the scientific literature different non-cognitive predictors of job
performance in one study. Mostly, only one or two aspects are tested to predict job performance,
and only those that seem to be important for job performance, not training performance. The
most important results of the studies are that grit predicts subjective job performance more
strongly than personality traits in the sample of client support and sales specialists,
administrative support specialists and managers, and in the sample of information and
communication technology specialists. The second important result of the studies is that
vocational interests, which have been a neglected topic in the job performance literature, are
important predictors of job performance in the samples of the studies even after the employees
have gained their education and experience in the job.

Applied implications

The results of the studies implicate that different job performance predictors are
important for different occupational groups, and that the profiling of the employees can be based
on non-cognitive individual characteristics in occupational groups of client support and sales,
administrative support, managers, and communication and information technology specialists.
Additionally, two new instruments were created during the dissertation — the Latvian
questionnaire of vocational interests and the Latvian multi-dimensional forced-choice personality



inventory, and four instruments were adapted that measure grit, resistance to change, growth
mindset, and workplace goal orientation.

Thesis to be defended

1. The subjective job performance is predicted by grit and vocational interests in the sample
of client support and sales, administrative support specialists, and managers.

2. Job performance is predicted by grit, resistance to change, and vocational interests in the
sample of communication and information technology specialists.

3. Grit, which has not been included as an individual predictor of job performance and has
not been studied as much in a workplace environment, is an important individual
psychological characteristic that predicts job performance.

4. Vocational interests, which had been neglected and not included as much in the literature
on job performance, is an important individual characteristic that predicts job
performance in different samples.

5. Not only the fit of vocational interests is important to predict job performance, but also
the misfit of vocational interests. A misfit of interests predicted job performance in the
sample of communication and information technology specialists.

6. To predict job performance in different occupational groups, different individual
characteristics are important, such as resistance to change in the sample of
communication and information technology specialists.

Presentation of results in scientific conferences

1. American Psychological Society, Virtual Poster show (2020). Poster “Differences in
vocational interests and personality between occupational groups” Linda Berga, Inese
Muzikante & lvars Austers,

2. University of Latvia, 78th conference (2020). Section “Psychology”, oral presentation
“Developing an employee suitability survey: differences in personality and vocational
interest profiles” Linda Berga, Inese Muzikante & Ivars Austers.

3. The 32nd International Congress of Psychology (ICP 2020+) (2021). Oral presentation
“Developing a questionnaire for internal job transitions”, Linda Berga & Ivars Austers

4. University of Latvia, 79th conference (2021). Section “Psychological well-being”, oral
presentation: “Non-cognitive predictors of subjective job performance in a sample of
managers, client support specialists and administrative personnel”, Linda Berga & Ivars
Austers

5. University of Latvia, 80th conference (2022). Section "The results of project "Human,
technologies and the quality of education "”, oral presentation “Testing the validity of a
Latvian multidimensional forced-choice personality inventory”, Linda Berga & Ivars
Austers.

Projects related to the dissertation
1. University of Latvia, TET, and Latvian personnel management association’s effective
collaboration project “The development of assessment method for employee potential and
fit”
2. University of Latvia, Faculty of Pedagogy, Psychology and Art project “Human,
technologies and quality of education”.



Theoretical background

The research of job predictors is tied to the effectiveness of personnel selection
methods. Individual attributes such as physical ability in jobs where that is necessary (e.g. Farina
et al., 2019), overall or specific cognitive abilities (Bertua et al., 2005; Salgado, Anderson, et al.,
2003; Schmidt & Hunter, 2004), personality traits (Barrick & Mount, 1991; Hurtz & Donovan,
2000; M. K. Johnson et al., 2011; Pelt et al., 2017; Salgado, 1997; Schmidt et al., 2008),
vocational interests (Nye et al., 2017; Swaney et al., 2012; Van Iddekinge, Putka, et al., 2011;
Van Iddekinge, Roth, et al., 2011) and specific knowledge or skills in specific jobs (McClough &
Rogelberg, 2003; Mumford et al., 2008; Neubert et al., 2015) are those individual attributes that
have been researched as predictive of job performance. Mostly, in different jobs and professions
cognitive ability has been related to job performance the most (Salgado, Moscoso, et al., 2003;
Schmidt et al., 2016; Schmidt & Hunter, 2004, 1998), where taking into account job difficulty,
the role of cognitive abilities is more important when jobs are more difficult (Bertua et al., 2005).
Nevertheless, as cognitive abilities are mostly stable during adulthood (Deary, 2014), some other
individual attributes that may change during the lifespan of an individual, may be important
when employees are in their jobs for years. Non-cognitive psychological individual attributes
that are related to the job and training performance and are important for different job groups are
reviewed next in the context of the modern workplace where the way the job has been done
changes, and changing circumstances are the new normal.

Personality traits

There are several meta-analyses in which personality-job performance relations are
analyzed. The most often used personality model is The Big Five or the Five-factor model of
personality. Although the interpretations of different authors may differ, the Five-factor structure
of personality includes neuroticism, extraversion, openness to experience, agreeableness, and
conscientiousness (Costa, 1996), and The Big Five characterizes five factors named extraversion
(surgency), agreeableness, conscientiousness, emotional stability and culture (intellect or
openness to experience). (Goldberg, 1993). In a meta-analysis 30 years ago (Barrick & Mount,
1991) it was concluded that from personality traits conscientiousness is the most predictive of
job performance. In another meta-analysis, where professions were included as one
differentiating aspect (Hurtz & Donovan, 2000) it was concluded that for different professions
different personality traits are important in job performance predictions, e.g., conscientiousness
was more important for sales positions than for manager positions in regards to job performance.
Recent meta-analytical results indicate that for job performance relations the most important is
conscientiousness, followed by extraversion, agreeableness, emotional stability, and ending with
openness to experience which has almost no effect in relation to job performance (Sackett et al.,
2021). Although the Big Five/Five-factor model is the most often used personality model in most
meta-analyses, some researchers (e.g., Hough et al., 2015) are inviting to use a broader
personality model such as HEXACO. For example, the HEXACO model has been incrementally
valid to explain workplace behavior over Big Five (M. K. Johnson et al., 2011). There is a
personality inventory specifically developed for Latvian culture that also uses six personality
factors, combining models from Big Five/Five-factor models and the HEXACO personality
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model (Perepjolkina, 2014), so the use of different personality model for Latvian culture is
justified and, using six, not five personality factors, may differently relate to job performance in
different occupations.

Personality is also incrementally valid over cognitive abilities in relation to job
performance. For example, conscientiousness predicts job performance incrementally over
cognitive abilities (Schmidt et al., 2008) and openness to experience is more important when
training performance is a criterion (Schmidt et al., 2008). In the context of the modern workplace
where job performance may also include aspects of training to stay competitive during the
changes in the way the job has been done, personality may be an important individual
characteristic that is related to job performance in modern times even over cognitive abilities.

Overall, there has been vast research on how personality traits are related to job
performance. From the research results such personality traits as conscientiousness, emotional
stability, and for different jobs extroversion, are related to job performance, and openness to
experience is related to training performance. Although, the Five Factor model/ The Big Five has
been used the most in the research, using a broader personality model, such as HEXACO, may
be more incrementally valid, so in this dissertation, the six-factor model of personality was used.

Vocational interests

Only recently vocational interests have been included in the research as one of the
individual attributes that may predict job performance. For more than 100 years vocational
interests have been used in the process of career consulting and vocational guidance, but, after
the individuals have gained their education, in the broad industrial and organizational
psychology literature, and specifically, in the literature of personnel selection methods,
vocational interests have been a neglected variable. VVocational interests include three aspects
that are important for job performance — motivation, behavior, and cognitive and affective
experience (Su, 2020). Interests are defined as trait-like preference for different activities
(Rounds & Su, 2014), that direct behavior and choices an individual makes. As a motivational
element, vocational interests direct energy and persistence of behavior to fulfill the goals of an
individual. So, for example, if one is not interested in working with people, the energy and
persistence will be low when needed to work with people, so the motivation, and therefore, the
job performance, also will be low. As such, vocational interests may be important for job
performance in the modern workplace.

The history of vocational interests and their use in relation to job performance is
complex. In the year 1984 in one of the first meta-analysis of non-cognitive individual attributes
related to job performance, vocational interests were concluded as non-significant attribute in
relation to job performance (Hunter & Hunter, 1984). As the times and workplaces changed, the
research of vocational interests regained their importance in relation to job and academic
performance. In meta-analyses of individual attributes that are related to job performance,
vocational interests are now also included (Nye et al., 2012, 2017; Sackett et al., 2021) and the
results are consistent that vocational interests are related to job performance in modern times.
Therefore, some researchers are asking to reevaluate the use of vocational interests in the
workplace (e.g. Van Iddekinge, Putka, et al., 2011), especially, when thinking about personnel
selection methods, as the task of the personnel selection is to select those individuals whose
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performance will be higher in specific jobs. There is also evidence, that for intent to leave the
organization, vocational interests are incrementally valid over personality and cognitive abilities
(Van Iddekinge, Putka, et al., 2011), so it is not excluded that for such an aspect as job
performance, vocational interests may be incrementally valid over personality or cognitive
abilities as well.

Overall, the research on vocational interests has regained its popularity in the last 10
years. Activities that individuals prefer are related to the motivation and energy that these
individuals will display executing these activities. VVocational interests are related to job
performance, so vocational interests may be an individual attribute that is important in the
modern workforce.

Self-efficacy

Moderate relations between self-efficacy and job performance have been reported
(Stajkovic & Luthans, 1998), where task difficulty is a moderator between these relations. In
simple tasks, the relation between job performance and self-efficacy is stronger than in complex
tasks. Although most of modern jobs are complex due to technological advancements, the role of
self-efficacy may still be important if one must train new skills or gain new knowledge to keep
up with one’s performance. Although self-efficacy is not incrementally valid over
conscientiousness and general mental ability for job performance, it is valid for task performance
and it is valid when employees have set goals when they are getting feedback, when performance
is measured objectively, when there is an experience in the task, and in other settings (Judge et
al., 2007). So, adding self-efficacy as one of the individual attributes for predicting job
performance may either explain more in the job performance dimension if it is important in
modern jobs or replicate the results of Judge et al., 2007, when self-efficacy, included in the
model besides personality and other individual attributes does not add incremental validity to the
job performance variable. Self-efficacy also can be the result of the training, not a cause for
training results (Heggestad & Kanfer, 2005), so in the context of the jobs where training is
needed, maybe the role of self-efficacy increases if it is the result of the training and
subsequently can be the cause in the job performance.

Overall, self-efficacy is related to job performance and is mostly important in simple
jobs. Although self-efficacy is not incrementally valid for job performance when other individual
characteristics are accounted for in complex jobs, it is incrementally valid when goals are set for
employees, when feedback is provided, when there is an experience in the task, and those are
aspects that are common in the modern workplace. As self-efficacy can be the result of training
performance, which may impact the following job performance, the question of the role of self-
efficacy in the prediction of job performance is still open in the modern workforce.

Grit

Grit, which is defined as persistence and passion towards long-term goals (Duckworth
et al., 2007), may distinguish those that are more successful from those that are not. Although
there is some research where grittier people are not more successful (Dale et al., 2018), it has
been shown that when there is a reinforcement for accomplishing a task, grittier people are those
that seek more opportunities to accomplish a goal. Grittier people may be more successful as
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they gain more experience, are more engaged, and can be more successful even if their abilities
are similar to those that are not that gritty (Southwick et al., 2019).

Research on grit in the workplace is scarce. Grit is positively related to performance in
the academic domain (Crede et al., 2016) and outside the academic domain (Zamarro et al.,
2018). For example, grit and goal accomplishment is related in the inverse U-form, where those
that are moderately gritty are the ones who accomplish the most goals (Khan et al., 2021).
Theoretically, through goal orientation, grit would be related to organizational citizenship
behaviors, satisfaction with job or job performance (Jordan et al., 2019). Empirically grit is
related to organizational results over The Big Five personality traits when the criterion is
organizational citizenship behavior (lon et al., 2017). Overall, grit is not a thoroughly researched
topic in the workplace in relation to job performance but reviewing the literature on different
areas such as sports or the military, those who are grittier in their character are those with higher
performance, and maybe that is replicable in the workplace as well.

Growth mindset

Growth mindset and fixed mindset as incremental beliefs of the malleability of one’s
attributes such as intellect or personality are related to goal achievement through goal
orientation, goal strategies, and goal monitoring (Burnette et al., 2013). In the workplace growth
mindset is not commonly researched but there are a few studies where growth and fixed mindsets
are researched. The results of the study where relations of growth mindset to job performance
were researched indicate that the relations of growth or fixed mindset to job performance are
mediated by relationships between the manager and employee and the goal orientation of the
manager (Zingoni & Corey, 2017). In the area of human resources, the review of the research on
growth mindset concludes that growth mindset could be a valuable attribute as those who are
more growth orientated may be more engaged, and creative and could have higher satisfaction
with job and task performance (Han & Stieha, 2020). Task performance has been studied with
computer simulation (Cutumisu et al., 2018), where growth mindset moderated relations between
the last time one has been in training and mistakes made in the computer simulations — those
with a more fixed mindset made more mistakes.

In a review of growth mindset (Rattan & Ozgumus, 2019) the theoretical principle of
relations of growth mindset to job performance and other organizational criteria is provided:
through such mechanisms as attention and perception, effort beliefs, goals, attribution and affect
the relations between growth mindset and persistence, engagement, performance, and behavior
can be explained. In another review (Murphy & Reeves, 2019) it is noted that the incremental
beliefs of the malleability of one’s attributes are related to motivation if there are some obstacles
in the way — those with more fixed mindsets may be more willing to give up the goal
achievement if there are obstacles. Considering that some challenges and obstacles are in the
way of job performance, maybe the growth mindset may explain additional variance in job
performance criterion.
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Goal orientation

In the workplace, three workplace goal orientations are described — learning goal
orientation, prove-performance goal orientation, and avoid-performance goal orientation
(Vandewalle, 1997). In a meta-analysis of goal orientation (Payne et al., 2007) it is concluded
that learning goal orientation and prove-performance goal orientation are positively related to job
performance, but both of the confidence intervals included zero. The relationships between
avoid-performance goal orientation and task performance is small negative (Payne et al., 2007).

The effort differs based on the goal orientation one has — research has shown that those
with learning orientation have positive relations with the effort exerted (VandeWalle, 2001).
Those with more learning goal orientation are more willing to learn. Learning goal orientation
referred also as mastery orientation is positively related to task performance, prove-performance
goal orientation is weakly positively related to task performance, and avoid-performance goal
orientation is not related to task performance in a cross-sectional study (Yeo et al., 2009). Goal
orientation also mediates the relationships between training and vocational interests (V. A.
Johnson & Beehr, 2014) — learning goal orientation is positively related to participation in
training programs while avoid-performance goal orientation is negatively related to participation
in training programs. Learning goal orientation is also related to informal learning in the
workplace (Santoro, 2022) and in e-learning (Li & Tsai, 2020), so the goal orientation one has
can be important in relation to what one accomplishes and how much effort one exerts. If job
performance also includes the learning of new skills or knowledge, the goal orientation one has
can differently relate to the behavior one exerts and maybe even relate to job performance.

Resistance to change

Aspects of resistance to change can be divided into four categories: routine seeking,
emotional reaction to change, cognitive rigidity, and short-term focus (Oreg, 2003). Resistance to
change is a universally dispositional trait that has been proven to exist in different countries
(Oreg et al., 2008). In research on resistance to change in the workplace, the relationship
between resistance to change and job performance has been established (Oreg, 2018) — if the
tasks are routinized, the resistance to change is positively related to job performance, but when
the tasks are constantly changing, routine seeking is negatively related to job performance. In the
training area, resistance to change is important when thinking about the motivation to transfer
(Islam, 2019). The research on resistance to change and its relations to job performance is scarce,
but in the context of jobs where change is inevitable, the resistance to change may be negatively
related to job performance, however, in routinized jobs, the resistance to change may be
positively related to job performance. Those, who are more resistant to change may be the
employees who do not adapt to the changes in the workplace that quickly, and that may impact
their job performance as they are not that willing to transfer the new knowledge or skills in their
job performance, while those who are less resistant to change may be those who adapt to the
changing circumstances faster and more successfully.



14

Measuring individual differences

To measure personality traits, two models are used — The Big Five or Five-factor model
of personality and the six-factor model of personality HEXACO. When personality is measured
within the Five-Factor model or Big Five, conscientiousness and emotional stability show greater
relationships to job performance than when those traits are measured outside of the Five-Factor
model or Big Five (Salgado, 2003). Although the Five-Factor model or Big Five is empirically
grounded and popular, using the measures of the HEXACO model can explain more variance
over The Big Five (M. K. Johnson et al., 2011). There are researchers (Hough et al., 2015) that
indicate that using The Big Five to explain behaviors in the workplace can sometimes be of
limited value. There is a personality inventory — LPA-3- specifically designed for the Latvian
population (Perepjolkina, 2014) that measures personality in six broad factors combining The
Big Five/ Five Factor model and the HEXACO model. LPA-3 measures six broad factors:
honesty-humility from HEXACO, agreeableness, and openness to experience partly from
HEXACO, and neuroticism, conscientiousness, and extraversion from the Five-Factor model
(Perepjolkina, 2014). Although the LPA-3 is a sound and scientifically grounded inventory to
measure personality in the Latvian population, the response format — Likert type — may be
fakeable (e.g. Birkeland et al., 2006), especially, in high-stakes situations, so the question of how
to make an inventory less fakeable should not be ignored in practice.

Response distortion in Likert-type questionnaires includes various biases (e.qg.,
acquiescence bias, or specific distortion of the answers, e.g., fake-good or fake-bad responses).
There are several ways to control the distortion of answers— to prevent or to detect it (Arthur et
al., 2021). Preventing strategies include such practices as warnings in the instructions that fake
answers can be detected. Detecting strategies include such strategies as lie scales, but the
problem for practitioners is that it is not known whether the whole of the questionnaire has been
faked or just a part of it, so between the two strategies — detect or prevent — the preventing
strategy seems more appropriate. There is a review of preventing and detecting strategies in
psychometric assessments (Arthur et al., 2021), and among preventing strategies, the two that are
most effective are forced -format of answers and situational judgment tests.

Forced-choice answer format differs in the way the items of the test are presented to the
respondents. It excludes the option to favor all the items when positive characteristics in the case
of personality traits are presented and deny all the negative characteristics of personality. In a
forced choice answer format, the respondents are presented simultaneously with two or more
items from which the respondent must choose either the most characteristic, or rank items
according to how much the items characterize the individual, or choose the item that
characterizes one the most and one the least (Wetzel et al., 2020). This type of format does not
exclude faking per se, but it substantially diminishes the faking behavior as it is not possible to
answer positively to all socially desirable items and negatively to all socially undesirable items.

The faking of the forced choice questionnaires is less possible. The average meta-
analytical correlation coefficient of faking behavior in the experiments for forced-choice
versions of assessments is .06 (Cao & Drasgow, 2019) compared to Likert-type faking effects of
.11 for extroversion to even .45 to conscientiousness (Birkeland et al., 2006). A
multidimensional forced-choice answer format when respondents are forced to compare items
from different personality dimensions is more appropriate to prevent faking of answers than an
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unidimensional forced-choice format (Cao & Drasgow, 2019). Also, the social desirability of an
item should be controlled in a way that the items respondents are comparing are with similar
social desirability (Cao & Drasgow, 2019). Mixing positively and negatively keyed items also
affects the fakeability of inventory (Lee & Joo, 2021).

Overall, the forced choice answer format can help with the fakeability of inventories,
and it is recommended to use social desirability ratings to match the items with similar social
desirability, and the format of the answers should be multidimensional. As for the answer format
of picking one, ranking statements, or choosing the most or least characteristic items, the
research of the most/ least format is still needed, so in this dissertation, the answer format of
most/least was chosen. Also, other formats would produce ipsative data that limits the statistical
procedures of how to analyze data.

Overall, to answer the research questions of which non-cognitive psychological
individual characteristics are predictive of job performance in various occupation groups, three
steps were taken: 1) a vocational interest inventory in Latvian was created, 2) a forced-choice
version of the Latvian personality inventory was created, and 3) non-cognitive predictors of job
performance were tested in two samples.
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Methods

Study 1 — creating a Latvian questionnaire of vocational interests
Sample

The final sample consisted of 656 employees from different organizations in Latvia, of those 490
women, the mean age was 39.10 years, SD=10.58 years. Employees were divided into five major
occupational groups: administrative support specialists (n=114; 94 women; age M=38.93 years,
SD=10.57 years), information and communication technology specialists (n= 106; 32 women,
age M =37.93 years, SD=10.33 years), client support and sales personnel (n=231; 197 women;
age M=35.58 years, SD=9.40), managers (n=169, 144 women; age M=45.27 years, SD=10.04)
and business development specialists (n= 34; 23 women, age M=36.41 years, SD=8.28).

Measures

Latvian Questionnaire of VVocational Interests (LQVI, Berga & Austers, 2021a) consists of 57
items, divided into two parts. In the first part, there are 32 items that respondents answer on a
scale from 1 to 5 regarding how much they agree with the item (for example, “I like to influence
people”). The second part consists of 25 items that respondents rate on a scale from 1 to 5 as to
the extent they like specific activity (for example, ‘To manage a project team’). The results of six
scales are computed representing each of the RIASEC dimensions— R -realistic interests (a=.77),
| -investigative interests (a=.81), A-artistic interests (0=.83), S-social interests (a=.79), E-
enterprising interests (a=.84) and C-conventional interests (a=.77). To group the respondents
into occupational groups, the International Standard Classification of Occupations (ISCO) was
used.

Study 2 — validation of Latvian multidimensional forced-choice personality
inventory
Sample

In the preliminary validation study of the Latvian multidimensional forced-choice personality
inventory 71 non-working students (age M = 25.75 years, SD = 7.36 years, 85% women, 52%
psychology major), 216 working students (age M = 28.31 years, SD = 7.87 years, 85% women,
69% psychology major), and 106 scientists® (age M = 44.82 years, SD = 12.95 years, 63%
women; 59% from life-sciences, 13% from social sciences, 10% from humanities, 9% from
medicine and 9% from information technology science) were included.

Measures

Latvian multidimensional forced-choice personality inventory (LMFI) is based on the items from
LPA-3 (Perepjolkina, 2014) changing response format to forced choice. Four statements per item
were included from different personality dimensions based on the social desirability ratings.
Respondents chose one statement that characterizes them the most and one statement that
characterizes them the least (MOLE format). Based on factor permutation (that all the

! Scientists were selected as intelectual occupational group where more objective job performance indice was
available
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dimensions are compared with each other only once in the inventory), 15 forced-choice blocks
(items) were created and every statement was given 0 to 2 points based on the choice
respondents made. Statements were then summed to get an overall score in each of the
personality factors — neuroticism, conscientiousness, agreeableness, extraversion, openness to
experience, and honesty-humility.

The Big Five Inventory (Benet-Martinez & John, 1998; John et al., 1991, 2008) in Latvian
adaptation (Perepjolkina & Kalis, 2012) was used. It consists of 44 items respondents rate on a
scale from 1 to 5 (for example, | consider myself as a talkative person). Summing the items five
scores on personality are gained. Internal consistency of the adapted version of the inventory of
scales is as follows: openness to experience a = .83, conscientiousness a = .85, extraversion a =
.88, agreeableness a = .74, and neuroticism a = .88 (Perepjolkina & Kalis, 2012). In the student
sample internal consistency of inventory is as follows: openness to experience 0=.82,
conscientiousness a=.75, extraversion o=.89, agreeableness a=.74 and neuroticism a=.86. In the
scientists’ sample the internal consistency is as follows: openness to experience a=.85,
conscientiousness a=.84, extraversion o=.90, agreeableness a=.84, neuroticism a=.90.

Machiavellianism was measured by the Latvian adaptation (Baldina, 2017) of the Short Dark
Triad scale (Jones & Paulhus, 2014). Respondents rated each of the items on a scale from 1 to 5
on how much they agreed with the item (for example, “To reveal your secrets is not a good
idea”). The internal consistency of the Latvian adaptation is a=.78 (Baldina, 2017), in the sample
of non-working students the internal consistency is a=.78.

Counterproductive behavior was measured with the Counterproductive behavior at office scale
(Milova & Blumbaha, 2013) that consists of 32 items respondents rated from 1 to 4 (for example,
“l tend to daydream at work™). The original internal consistency was a=.92 (Milova &
Blumbaha, 2013), in the sample of working students the internal consistency was a=.76, and in
the sample of scientists 0=.88.

Subjective job performance was measured by 3 statements: “How did you [your manager/ your
colleagues] rate your job performance in the last year?” on a scale from 1 to 10. Internal
consistency in the working student sample was o=.76, and in the scientist sample a=.87. This
was measured for working students and scientists only.

Scholarly significance was measured by the Hirsch index in the Scopus database.

Study 3 — the non-cognitive predictors of subjective job performance in the sample
of client support specialists, administrative support specialists, and managers
Sample

The subsample of the first study was used in this study. 332 employees from three occupational
groups were grouped into one based on the results of the vocational interest inventory:
administrative support specialists (n=52), sales and client support specialists (n=163), and
managers (n=117). 88% were women, 75% with higher education, aged from 18 to 68 years
(M=39.98, SD=10.83), and with an average tenure of 7.13 years (Me=4.00 years).
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Measures

The Latvian Questionnaire of Vocational Interests (LQVI, Berga & Austers, 2021a) consists of
57 items, divided into two parts. In the first part, there are 32 items that respondents answer on a
scale from 1 to 5 regarding how much they agree with the item (for example, “I like to influence
people”). The second part consists of 25 items that respondents rate on a scale from 1 to 5 as to
the extent they like specific activity (for example, ‘To manage a project team’). The results of six
scales are computed representing each of the RIASEC dimensions— R -realistic interests (a=.77),
| -investigative interests (0a=.81), A-artistic interests (a=.83), S-social interests (0=.79), E-
enterprising interests («=.84) and C-conventional interests (a=.77). To group the respondents
into occupational groups, the International Standard Classification of Occupations was used.

Latvian forced-choice multidimensional personality inventory is based on the items from LPA-3
(Perepjolkina, 2014) changing the response format to forced-choice. Four statements per item
were included from different personality dimensions. Respondents chose one statement that
characterizes them the most and one statement that characterizes them the least (MOLE format).
18 forced-choice blocks (items) were created, and every statement was given 0 to 2 points based
on the choice respondents made. Statements were then summed to get an overall score in each of
the personality factors — neuroticism, conscientiousness, agreeableness, extraversion, openness to
experience, and honesty-humility. The test-retest correlation coefficient for the 18-block version
LFMI are as follows: honesty-humility r=.64, neuroticism r=.75, extraversion r=.87,
agreeableness r=.75, conscientiousness r=.78, and openness to experience r=.64.

Grit was measured with a Short Grit scale (Duckworth & Quinn, 2009) which consists of 8
items. The scale was adapted in this study. Respondents rated each item from 1 to 5 on how
much they agreed with the statement (for example, “New ideas and projects sometimes distract
me from previous ones”). The internal consistency of the original scale was from o=.73 to 0=.83
in different samples. In this sample internal consistency of the scale was a=.70.

Growth mindset was measured with the ‘Kind of person’ implicit personality questionnaire
(Dweck, 1999) that was adapted in this study. The scale consists of 8 items that respondents rate
from 1 to 5 (for example, “The kind of person someone is, is something very basic about them
and it can’t be changed very much”). The internal consistency in this sample was o=.89.

The resistance to change scale (Oreg, 2003) consists of 17 items that measure four subscales:
routine seeking, emotional reaction, short-term focus, and cognitive rigidity. Respondents rated
on a scale from 1 to 6 how much they agreed with the statement (for example, “I generally
consider changes to be a negative thing”). The internal consistency of the original scale was as
follows: routing seeking a=.74, emotional reaction o=.75, short-term focus o=.74, cognitive
rigidity a=.84, for overall scale a=.87. The internal consistency of the scale in this sample:
routine seeking o= .82, emotional reaction o= .74, short-term focus o= .75, cognitive rigidity o=
.61, and for overall scale o= .85.

Goal orientation was measured with the Goal orientation questionnaire (Vandewalle, 1997)
which consists of 12 items measuring three goal orientations — learning goal orientation, prove-
performance goal orientation, and avoid-performance goal orientation. Respondents rate each
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statement in this study from 1 to 5 (originally from 1 to 7) of how much they agree with the item
(for example, “I am willing to select a challenging work assignment that I can learn a lot from”).
The internal consistency of the original scale for learning orientation was 0=.89, prove-
performance orientation a=.85 and for avoid-performance orientation o=.88. The internal
consistency in this sample for learning orientation was 0=.83, prove-performance orientation
a=.83 and avoid-performance orientation 0=.80.

Self-efficacy was measured with the General self-efficacy scale (Schwarzer & Jerusalem, 1995),
which consists of 10 items respondents rate in this study on a scale from 1 to 5 (for example, “I
can always manage to solve difficult problems if I try hard enough”). The internal consistency in
the original version varies from .82 to .93. The internal consistency in this sample was a=.89.

Subjective job performance was measured with three statements: “How did you [your manager/
your colleagues] rate your job performance in the last year” on a scale from 1 to 10. The internal
consistency in this sample was o=.86.

Study 4 — non-cognitive job performance predictors in the sample of information
and communication technology specialists
Sample

The subsample of the first study was used in this study that were information and communication
technology specialists. The final sample consisted of 88 specialists of which 28 (32%) were
women, aged from 22 to 62 years (M=37.80, SD=9.42 years), 70,4% with higher education,
average tenure in the position M= 6.16 years (SD=5.88) and average tenure in the organization
M=8.90 years (SD=9.04, Me=5.07 years).

Measures

The same instruments as in Study 3 were used in this study. Additionally, the subjective job
performance ratings of supervisors were available for 60 study participants. For participants
where supervisors’ ratings were not available, subjective job performance ratings were used.

Procedure

Participation in the studies was voluntary. The electronic questionnaire was sent out using the
platform QuestionPro. In the first study, for participation and upon request the results of
vocational interests and personality profile was provided. Participants were recruited by the
human resources in their organizations. Students were recruited during the lecture times and
electronically, scientists were recruited by the university e-mail. The data analysis was carried
out using SPSS, JASP and Excel.
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Results
The results of the first study of the creation of LQVI indicate good reliability of the questionnaire
where internal consistency varied from .77 to .84. The multidimensional scaling procedure
indicates the good structure of the questionnaire— the solution displayed in Figure 1 reveals the
dimensional representation of the RIASEC model, although some improvements regarding
Social interests placed in an overall dimensional space, could be made.

Enterprising
o}

0,57 Social Artistic
o] Q

0,0

Dimension 2

Investigative
o]

0,57 Conventional
o]

Realistic
[e]

T T T T T
2 R 0 1 2

Dimension 1

Figure 1. The Multidimensional Scaling of the RIASEC Model (n = 656)

Next, a Chi-square test was performed to test whether the highest interest score was different for
occupational groups. Dominant interest score was different across occupational groups
(X2(20)=84,19, p<.001): realistic and investigative interests were more dominant in the subgroup
of information and communication technology specialists, conventional, enterprising, and social
interests were more dominant in the subgroups of client support and sales, administrative support
and manager groups, and enterprising interests were dominant for business development
professionals.

In the second study of the validation of Latvian multidimensional forced-choice personality
inventory (LMFI), the convergent validity coefficients indicate that five of six factors are with
acceptable coefficients as correlation coefficients within different samples vary from .48 to .79
between the Big Five and LFMI without statistically significant differences between the samples
(see the first and second table). The correlation between Machiavellianism and Honesty-
Humility was only -.27.
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Table 1
Spearman’s correlation coefficients in samples of nonworking and employed students

1 2 3 4 5 6 7 8 9 10 11
1. LMFI O -.06 42" 40™ -.10 25" 627 4" 27" 39" -22™
2.LMFIC .06 18" A1 =31 33" .05 67 25" 19" -11
3. LMFI X 497 .20 277 -37 16" 417 25" 71 48" -377
4, LMFI A 18 34" 12 -.05 217 27" 12 .01 55" =24
5. LMFI N -11 -.39™ -.38™ -.26" -26™ -.09 -.33" -35™ -.18" 757
6. LMFI H 21 38" 12 36" -23" 12 37 14" 40" -.26™
7.BFIO 54 .05 44" -.09 -23 .08 23" 317 307 -.10
8. BFIC .03 72" .07 34™ =37 41 .09 30" 21 -23™
9. BFIE 377 .09 78" A1 -46™ .05 407 -.03 27" -317
10. BFI A .00 30" 13 A48™ -15 36" -.02 .19 .09 -32™
11. BFIN -.06 -.30" -43™ -40™ 73" -.18 -.08 -.24" -53™ -.22
12. Mach. -.16 19 -13 -27 -.05 -27" 17 21 -11 -.39™ .08

Note. * p < .05; ** p < .01.

Legend. O — Openness to Experience, C — Conscientiousness, X — Extraversion, A — Agreeableness, N — Neuroticism, H — Honesty-
Humility, E — Extraversion, Mach. — Machiavellianism. Convergent validity coefficients are bolded. Below the diagonal — Sample 1

(nonworking students, n=71); above the diagonal — Sample 2 (employed students, n=216).
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Table 2
Spearman’s correlation coefficients in @ sample of scientists
M SD 1 2 3 4 5 6 7 8 9 10
1. LMFIO 12.82 2.55
2.LMFIC 10.80 371 -15
3. LMFI X 8.86 376 .337 .09
4. LMFI A 10.75 3.09 .20" .01 347
5. LMFIN 8.86 3.80 -.08 -43" -.40™ -15
6. LMFI H 12.61 225 .09 .08 -.08 .02 -11
7.BFI O 3.59 .69 58" .13 21" .01 -.28" .01
8.BFIC 3.60 .62 -.03 71 .08 -.05 -36" 19" .28
9. BFIE 3.15 81 337237 64" .03 -407 06 397 267
10. BFI A 3.85 .60 267 .10 417 55" -.16 25" .19 10 22"
11. BFIN 2.80 .89 -20°  -267 -.42™ -.33" 797 -10  -24°  -21°7  -337 -43"

Note. * p < .05, ** p <.01.

Legend. O — Openness to Experience, C — Conscientiousness, X — Extraversion, A — Agreeableness, N — Neuroticism, H — Honesty-
Humility, E — Extraversion. Convergent validity coefficients are bolded. Below the diagonal — Sample 3 (scientists, n=106).



With regards to operational validity, the relations between conscientiousness and job
performance were significant in both samples (r=.24 for students and r=.34 for scientists),
neuroticism negatively correlated with subjective job performance (r=-.29 for students and r=-
.36 for scientists) and honesty-humility was negatively related to counterproductive work
behavior in both samples (r=-.33 in student sample and r=-.31 in scientist sample). Openness to
experience in contrary to prediction was not related to scholarly significance both when
measured with The Big Five and when measured with LMFI. The relations of extraversion with
criteria measured by Big Five or measured by LFMI mostly were not significantly different
between samples (see Table 3), although agreeableness was. So, five of the six factors are
operationally valid — conscientiousness, neuroticism, honesty-humility, openness to experience,
and extraversion.

Table 3

Partial correlation coefficients controlled for age and gender between CWB, SJP, and
Agreeableness and Extraversion in samples of employed students and scientists (Samples 2 and
3)

Sample 2 (n=206) Sample 3 (n=101)
SJP CWB SJP CWB

1. BFI-A 31** -37*%* [ 25* - 40***
2. LMFI-A A1 -20%* 10 -.23*
Z-score BFI-Ato 3.42*** 2.97** 164 1.95*
LMFI-A

3. BFI-X .36** -.19* 29** -.31**
4. LMFI-X .28%* -.19* 27** -.18
Z-score BFI-Xto 1.65* 0 .25 1.60
LMFI-X

Note. * p < .05, ** p < .01, *** p <.001.
Legend. A — Agreeableness, X — Extraversion, CWB — counterproductive work behavior, SIP —
subjective job performance rating

In the third study, the non-cognitive predictors of job performance were tested in a sample of
client support and sales specialists, managers, and administrative support specialists. Of all the
non-cognitive individual psychological attributes only grit, conventional interests, enterprising
interests, and social interests were predictive of job performance (see Table 4).



Table 4
Stepwise linear regression model for predicting subjective job performance (n=301)

Predictor b beta Fit Difference
Model  (constant) 5.89**
1
Grit b55**  25**
RZZ.OG**
Model  (constant) 4.91**
2
Grit A6**  21**
Conventional .03**  18**
interests
R?=.09** AR?=.03**
Model  (constant) 4.24**
3
Grit A1 18**
Conventional 04**  19*%*
interests
Enterprising interests ~ .02**  15**
R?=.11** AR?=.02**
Model  (constant) 4.64**
4
Grit 39**  17**
Conventional 04**  22%*
interests
Enterprising interests ~ .03**  .23**
Social interests -03* -.15*
R°=.13** AR?=.02*
Model  (constant) 5.50**
5
Grit 35*%*  16**
Conventional 04**  20**
interests
Enterprising interests  .04** . 25**
Social interests -03* -17*
Gender -44* - 13*

R?=.14** AR?=02*

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




The results of the fourth study about the non-cognitive predictors of job performance in the
sample of information and communication technology specialists indicate that from all of the
non-cognitive individual characteristics only grit, resistance to change-routine seeking, and
vocational interests- enterprising interests were predictive of subjective job performance
(F(3,23)=7.69, p<.001, R?=.50), explaining 50% of the job performance variable (see Table 5).

Table 5
Linear regression analysis results of job performance with stepwise procedure
Variable Unstandardized Coefficients Standardized t p
B SE coefficients
Beta (p)
Model 12
Grit 8.24 3.55 42 2.32* .03
Model 2P
Grit 9.31 3.27 48 2.85* .01
. . -4.82 1.96 -41 - .02
Routine seeking 9 47
Model 3°
Grit 7.77 2.97 40 2.62* .02
. . -5.45 1.76 -.46 - .01
Routine seeking 3.10*
. - 18 -41 - 01
Enterprising interests 2 6g*

Note. *p<.05, **p<.01, ***p<.001

3 Constant 24.42*, p<.05 F(1,25)=5.38*, p<.05, R?>=.18.

b Constant 33.92*, p<.01, F(2,24)=6.28*, p<.01, R?=.34.

¢ Constant 56.73***, p<.001, F(3,23)=7.69***, p<.001, R?>=.50.
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Discussion

The results of the first study show that the Latvian Questionnaire of VVocational Interests
(LQVID)) is areliable and valid tool for the assessment of vocational interests, that can be used in
the research to measure realistic, investigative, artistic, social, enterprising, and conventional
interests. The internal consistency of the scales was at a good level, and the dominant interests
were different for different occupational groups.

The results of the second study show that the Latvian multidimensional forced-choice
personality inventory (LMFI), which is based on the items of the Latvian personality inventory
(Perepjolkina, 2014) is a partly valid instrument to measure personality for five of six personality
factors — conscientiousness, neuroticism, agreeableness, openness to experience and
extraversion. For the factor of honesty-humility, the convergent validity should be tested with
HEXACO-60 as the relations to Machiavellianism were weak.

The results of the third study show that in the sample of client support and sales,
managers, and administrative support subjective job performance is predicted by grit, vocational
interests, and gender. The results of the fourth study show that in the sample of information and
communication technology specialists job performance is predicted by grit, resistance to change,
and vocational interests. Both studies establish that vocational interests and grit are two
important non-cognitive predictors of job performance.

Overall, these studies add to the research base of vocational interests and grit in the
workplace. Grit, although it could be a part of the conscientiousness factor (Crede et al., 2016),
was related to job performance the most in both samples. This adds to the scientific literature on
grit when measured with personality traits and other non-cognitive predictors. Mostly grit has
been researched in the academic domain (e.g., Muenks et al., 2017) and with students, not
employees, so this research adds to the literature on grit at the workplace. Those employees who
persevere in their long-term interests are those with higher job performance. In other studies, it
would be interesting to measure job performance only by objective or only by supervisor’s
ratings of job performance to understand whether the job performance measured more
objectively can be predicted by grit as well. Another aspect would be to use a forced-choice
measure of all the variables to exclude method bias in the results as all the variables would be
measured similarly.

Resistance to change — specifically routine seeking — was a significant job performance
predictor in the information and communication technology specialists’ sample. Although,
specifically resistance to change has not been researched in this kind of sample, information and
communication technology specialists have been researched in relation to satisfaction with the
job, where openness to experience — maybe the opposite of resistance to change — has been
related to the satisfaction of jobs in this specific sample (Lounsbury et al., 2009), so this study
adds an aspect of job performance prediction in the sample of information and communication
technology specialists to the scientific literature. In the future, a more representative sample of
specialists should be gathered to understand if the results of this study are replicable and
generalizable to the occupational group.

From the literature review, aspects that are related to training performance were also
selected, such as the growth mindset. In these studies, specific goals that employees achieved
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were not measured, and that may be why the growth mindset was not specifically related to job
performance. Goal orientation may also be the moderator between the growth mindset and
performance (Payne et al., 2007), therefore if the moderation of goal orientation into job
performance prediction would be tested, perhaps the relations of growth mindset to job
performance may have been established. Goal orientation and job performance in these studies
were not related. Maybe, if the context of job performance would be changed, for example, in a
situation where the job has been changed recently, the goal orientation or growth mindset would
also be important job performance predictors, if the aspects of training would be important in
recently gained job.

Self-efficacy and personality traits were statistically significantly related to job
performance but were not predictors of job performance. As relations between self-efficacy,
personality, and vocational interests were mostly cubic, that may explain why in the linear
regression model these variables were not statistically significant predictors of job performance.
These results are not in line with other research on personality traits’ relations to job
performance or self-efficacy’s relations to job performance. There are several meta-analyses in
which conscientiousness is related to job performance (e.g., Barrick & Mount, 1991; Sackett et
al., 2021) and self-efficacy is related to job performance (Judge et al., 2007; Stajkovic &
Luthans, 1998). As to self-efficacy, if measured alongside other psychological attributes such as
cognitive ability, personality, or experience, the prediction of self-efficacy to job performance
diminishes (Judge et al., 2007) so that may explain why in this sample as well when personality
is measured and added in the regression as well as self-efficacy, the predictive value of self-
efficacy diminishes. Another aspect may be that in simple jobs self-efficacy is predictive of job
performance, while in complex jobs self-efficacy is not predictive of job performance (Judge et
al., 2007). As the jobs in these samples were mainly complex, e.g., managers or professionals,
the role of self-efficacy diminishes. Why personality traits were not predictive of job
performance is a different question. There is research that states that the relations between
conscientiousness and job performance are overestimated based on published studies (Kepes &
McDaniel, 2015), so maybe the relations between conscientiousness and job performance are
weaker than thought. As the estimated real effect size could not be more than r=.14 (Kepes &
McDaniel, 2015), the sample size needed to detect such an effect would be 543 respondents and
that was not met in the subsamples of dissertation studies. So, if the effect of relations between
job performance and conscientiousness are weaker than the published results of meta-analysis,
the required sample size to capture such an effect would be bigger than was in the third and
fourth study of this dissertation, so which could explain why the relations of conscientiousness
and job performance were not detected in the fourth study.

Overall, from all of the variables measured in these studies, in the sample of
administrative support, managers, client support, and sales specialists relations to job
performance were statistically significant for personality traits (conscientiousness positively
related, neuroticism negatively related), vocational interests (enterprising and conventional
interests positively related), grit positively related and self-efficacy positively related, but in the
regression model, only grit, enterprising, conventional and social interests were predictive of job
performance. In the information and communication technology sample job performance was
positively related to grit and negatively to enterprising interests, but in the regression model only



28

grit, resistance to change — routine seeking — and vocational interests- enterprising interests- were
predictive of job performance. In both samples, grit and vocational interests were predictive of
job performance.

These results and studies add to the research on non-cognitive predictors of job
performance in different occupational groups. Up until now in the sample of information and
communication technology specialists such aspects from non-cognitive predictors such as
personality, goal orientation, locus of control, demographic variables and experience, and
academic success have been researched (e.g., Darcy & Ma, 2005), and the studies in this
dissertation add resistance to change, vocational interests and grit as non-cognitive predictors of
job performance in the sample of information and communication technology specialists.

The first important aspect of these studies is the practical value of vocational interests in
the workplace. VVocational interests have been a neglected topic in the literature on job
performance, and the results of these studies provide evidence that vocational interests should be
measured to predict success in the profession. As vocational interests are predictive of job
performance, those should be included as one of the variables measured to predict future job
performance, although, this should still be tested whether in the longitudinal and selection
scenarios vocational interests are predictive of job performance. Although the meta-analytical
correlation coefficients have been bigger than reported in these studies, it is an important aspect
that job performance can be predicted not only by what interests people but also by what does
not — enterprising interests were negatively related to job performance in the sample of
information and communication technology specialists — that means, not only the congruence of
interests should be measured, but also the opposite and misfit of interests should be measured in
specific occupational groups.

The second important aspect of these studies is the notion of grit and its power over
personality traits. Grit has been the most predictive of non-cognitive predictors of job
performance in both samples, meaning, that those who persevere, are with higher self-assessed
subjective job performance and by a small amount - supervisor-assessed job performance. Grit
also has been a neglected topic in the literature on job performance, and these studies show that it
may be even more important than conscientiousness from personality traits. Grit has been
researched in the military (e.g., Farina et al., 2019), in sports (e.g., Fawver et al., 2020), in the
academic domain (e.g., Muenks et al., 2017), but the empirical research of grit in the workplace
is scarce. These studies of the dissertation add to the practical value of grit in the workplace —
grit is a more important job performance predictor than personality traits.

Third, during these studies, two additional questionnaires were created - LQVI and
LMFI, and four inventories were adapted — the Short grit scale (Grit-S; Duckworth & Quinn,
2009), ‘Kind of Person’ Implicit Theory Scale (Dweck, 1999), Goal orientation questionnaire
(GO; Vandewalle, 1997) and Resistance to change scale (Oreg, 2003). The adapted
questionnaires are reliable and usable in future research to assess the non-cognitive
psychological individual characteristics. The newly created vocational interest questionnaire
should still be improved in the social interest dimension, as the items of this scale also included
leisure activities, such as talking to people about their problems. In the dimensional
representation, the social interest dimension was not represented in the classical form between
enterprising and artistic interests. In the forced choice personality inventory, the convergent
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validity of honesty-humility should still be tested with other methods and the operational validity
of agreeableness should be further explored.

The limitation of these studies includes that the samples of the studies are not
representative of employees in Latvia in these occupational groups, so the generalizability of the
results is questionable for these occupational groups. Second, the measures were subjective and
self-assessed and may differ if more objective assessments of job performance are included.
Additionally, cognitive abilities are an important predictor of job performance, although they
were not controlled in these studies.

As self-assessed job performance may differ from other-assessed job performance, in
future studies different measures, e.g., supervisor-assessed job performance and objective data
should be gathered. A small portion of these data was available and integrated into research but a
more representative sample with more objective measures would allow to generalize the results
of these studies to the overall population of employees in Latvia. Additionally, cognitive ability
should be measured alongside non-cognitive predictors to understand the incremental validity of
non-cognitive job performance predictors. In the future other occupational groups should also be
tested whether vocational interests and grit are still valid predictors in different occupational
groups, and more specifically, when the size of the sample allows, occupations and jobs should
be divided, e.g., what predicts job performance for secretary roles, what predicts job performance
for financial roles, e.g., accountants, etc. And lastly, longitudinal research should be carried out
in the selection scenario to understand whether grit and vocational interests predict job
performance in real selection situations and may be added to the personnel selection methods in
the future.
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Conclusion
In this dissertation two research questions were proposed: 1) what non-cognitive
individual characteristics are predictive of job performance in the modern workplace? 2) what
non-cognitive individual characteristics that are important for training performance are important
for job performance in the modern workplace? To answer these questions main research tasks
were carried out: 1) to select and test the non-cognitive individual characteristics that are
predictive of job performance; 2) to develop an assessment for these individual characteristics.

To find answers to both research questions, seven individual non-cognitive
psychological attributes were selected from the literature on training and job performance:
vocational interests, personality, grit, growth mindset, goal orientation, self-efficacy, and
resistance to change. In the second step two new instruments were created — a Latvian
questionnaire of vocational interests and a Latvian multidimensional forced-choice personality
inventory, as well as four scales were adapted into the Latvian — Short Grit scale (Grit-S;
Duckworth & Quinn, 2009), ‘Kind of person’ Implicit Theory scale, (Dweck, 1999), Goal
orientation questionnaire (GO; Vandewalle, 1997) and Resistance to change scale (Oreg, 2003).

The main results of the study show that job performance in the sample of managers,
client support and sales specialists, and administrative support specialists from all the variables
measured in the study is best predicted by grit and vocational interests, specifically,
conventional, enterprising, and social interests. In the sample of information and communication
technology specialists job performance measured by self-assessed subjective performance and
manager-rated performance is best predicted by grit, vocational interests (enterprising interests),
and resistance to change (routine seeking).

Overall, the results show that vocational interests and grit are important non-cognitive
psychological individual characteristics that are predictive of job performance in both samples.
These attributes should be implemented into measurement for predicting job performance in
different occupational groups in such situations as personnel selection. Additionally, vocational
interests can be used as one of the selection methods for upskilling or reskilling to profile
employees into occupational groups, for example, if an individual has higher enterprising
interests, the fit for occupations such as managers, sales, or customer service, administrative
support would be preferable over upskilling or reskilling into information and communication
technology occupational group.
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