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1. Mindset and growth 
mindset: What is it?



Adapted from Dweck (2006)



Adapted from Dweck (2006)



Mindset

Mindset is a collection/conglomerate of beliefs about the world, the social 
environment, or myself.

Mindsets are implicit theories of, e.g., intelligence (Dweck, 1999), effort (Spinath
& Schöne, 2003), failure (Haimovitz & Dweck, 2016), self-regulated learning
(Hertel & Karlen, 2020), or volition (Job et al., 2015).

Measurement overview: Reschke and Jude (2022) (German)



Mindset

Growth mindset: The belief that personal characteristics (e.g., intellectual ability) 
are changeable and can be developed (incremental theorists)

Fixed mindset: Personal characteristics are fixed and unchangeable (entity 
theorists
(Dweck, 1986)

In summary, mindset theory is a theory about responses to challenges or setbacks. It 
is not a theory about academic achievement in general […] The theory predicts that 
mindsets should be associated with achievement, particularly among people who are 
facing challenges (Yeager & Dweck, 2020, p. 3f).





2. Consequences of mindsets



Fixed Mindset Growth Mindset

Goal in School? Look Smart Learn

Values effort? No Yes

Reaction to 

Failure?
Give Up Work Harder

Consequences of Beliefs

Blackwell et al., 2007



Fixed Mindset Growth Mindset

Goal in School? Look Smart Learn

Values effort?

Reaction to 

Failure?

Goals

Learning is most important:

“It’s much more important for me to 

learn things in my classes than it is 

to get the best grades.”

Looking smart is most important:

“The main thing I want when I do my 

schoolwork is to show how good I 

am at it."

Blackwell et al., 2007



Fixed mindset
Growth 

mindset

Goals? Look Smart Learn

Values effort? No Yes

Reaction to 

Failure?

Effort is negative:

“To tell the truth, when I work hard at 

my schoolwork it makes me feel like 

I’m not very smart."

Effort is positive:

“The harder you work at something, 

the better you’ll be at it.”

Value of Effort

Blackwell et al., 2007



Helpless

“I would spend less time on this subject from now on.”

“I would try not to take this subject ever again.”

“I would try to cheat on the next test.”

Resilient

“I would work harder in this class from now on.”

“I would spend more time studying for the tests.”

Fixed mindset
Growth 

mindset

Goals? Look Smart Learn

Values effort? No Yes

Reaction to 

Failure?
Give up Work Harder

Response to Failure

Blackwell et al., 2007



Fixed Mindset Growth Mindset

Goal in School? Look Smart Learn

Values effort? No Yes

Reaction to 

Failure?
Give Up Work Harder

Achievement Lower Higher 

Consequences of Mindsets

Blackwell et al., 2007



Summary: Students with a growth mindset…

• endorse learning/mastery goals / are more inclined to learn and master an ability 
(mastery-goal orientation; Burnette et al., 2013; Blackwell et al., 2007; Dweck & 
Yeager, 2019; Lou & Noels, 2016; Song et al., 2019),

• are more likely to attribute failure to controllable factors (Blackwell et al., 2007; 
(Song et al., 2019),

• persist in the face of setbacks/ can better cope with challenging/difficult situations 
(Blackwell et al., 2007; Lou & Noels, 2016; Paunesku et al., 2015; Smiley et al., 2016),

• are more motivated (Blackwell et al., 2007; Ng, 2018),
• cope better with transitions  (Blackwell et al., 2007; Yeager & Dweck, 2012)
• develop better self-regulation (Burnette et al., 2013; Hertel & Karlen, 2021; Sriram, 

2014)
• learn from mistakes (Mangels et al., 2006; Moser et al., 2011)

• There is no connection between mindset and tested intelligence (Spinath, 2001)



Indicators of a growth mindset

• Indicator 1: primary focus on developing student’s skills and competences instead of letting 
them demonstrate their skills and competences.

• Indicator 2: information about effective learning strategies, and on how to effectively 
regulate and evaluate learning.

• Indicator 3: information about neuroplasticity (i.e. the inherent capacity of the brain to form 
new neural connections throughout life).

• Indicator 4: support of the belief that success is controllable by the students and dependent 
on their efforts.

• Indicator 5: supports students’ need for autonomy, i.e. they can feel free and self-
determined.

• Indicator 6: makes students aware that they have learned something and helps them 
experience their newly acquired competence.

• Indicator 7: support of students’ need for feeling significant to others and connecting to 
others.

• Indicator 8: support of students’ process-focused thinking.

Hanfstingl, et al., 2022



A theoretical perspective on a growth mindset

1. Beliefs and mindset on metacognition (how does memory/the 
brain work?; indicators 2, 3)

2. Attributional Style and Locus of Control (indicator 4)

3. Achievement Goal Orientation (indicator 1)

4. Self-determined motivation (indicators 5, 6, 7) 

Hanfstingl, et al., 2022



3. What do we really know 
about growth mindset?



Controversies (Yeager & Dweck, 2020)

1. Do mindsets predict student outcomes?

2. Do student mindset interventions work?

3. Are mindset intervention effect sizes too small to be interesting?

4. Do teacher mindset interventions work?



1. Do mindsets predict student outcomes?

https://www.oecd-
ilibrary.org/sites/bd69f805-
en/index.html?itemId=/content/component/
bd69f805-en

https://www.oecd-ilibrary.org/sites/bd69f805-en/index.html?itemId=/content/component/bd69f805-en


1. Do mindsets predict student outcomes?

https://www.oecd-ilibrary.org/sites/bd69f805-
en/index.html?itemId=/content/component/bd69f805-en

https://www.oecd-ilibrary.org/sites/bd69f805-en/index.html?itemId=/content/component/bd69f805-en


1. Do mindsets predict student outcomes?

Yeager & Dweck, 2020, fig. 1



1. Do mindsets predict student outcomes?

Yeager & Dweck, 2020, fig. 2



2. Do student mindset interventions work? 
A Mindset x Context Perspective

Yeager & Dweck, 2020, fig. 3



3. Are mindset intervention effect sizes 
too small to be interesting?

Yeager and Dweck (2020) say no with 0.20 on average and argue that in 
educational intervention programs with “real life outcomes”, in the field (and not 
based on expectations of laboratory results) effects of 0.15 or even 0.10 SD should 
be considered large (Kraft et al., 2020).



4. Do teacher mindset interventions 
work?

There is no evidence up to now that teacher mindset interventions work.

Open questions, and what we need to learn:
(a) precisely how to address teachers’ mindsets about themselves and their 
students,
(b) which teacher practices feed into and maintain students’ fixed and growth 
mindsets,
(c) how to guide and alter the teachers’ practices, and
(d) how to do so in a way that affects students’ perceptions and behaviors and 
that enhances students’ outcomes.

Moreover, changing teacher behavior through professional development is known 
to be exceptionally challenging (Yeager & Dweck, 2020)



4. How to foster a growth 
mindset



Teachers‘ knowledge about mind and beliefs?

Our hypothesis: Teachers should have professional knowledge about…

1. Dynamics of beliefs and mindsets (growth vs. fixed mindset)

2. Scientific theories about

Cognitive development
Metacognition and neuroplasticity
Attributional style and locus of control
Achievement goal orientation
Self-determined motivation
Personality
Motivation, self-control, and self-regulation



How to foster a growth mindset concretely…

http://www.unigrowthminds.eu/index.php/infographics/







5. ERASMUS+ project
GROWTHMINDS



Partners of the ERASMUS+ project
GROWTHMINDS

• UNIVERZA NA PRIMORSKEM UNIVERSITA DEL LITORALE (SLO)

• STEP Institute, zavod za psihologijo dela in podjetnistvo (SLO)

• Balıkesir University (TUR)

• Universitatea de Medicina, Farmacie, Stinte si Tehnologie
George Emil Palade din Tîrgu Mureş (ROM)

• University of Klagenfurt (AUT)



Intellectual Outputs (IOs)

• IO 1: COLLECTION OF GM TOOLS
• IO 2: CPD COURSE CURRICULUM
• IO 3: GM TEACHING PRACTICES
• IO 4: GM WEBINAR FOR STUDENTS

Website: http://www.unigrowthminds.eu/

http://www.unigrowthminds.eu/




IO 1: COLLECTION OF GM TOOLS









IO 2: CPD COURSE CURRICULUM





IO 3: GM TEACHING PRACTICES





IO 4: GM WEBINAR FOR STUDENTS





6. Studies on growth 
mindset and leadership













Three levels of human resource
development (Han & Stieha, 2020)

1. individual-level outcomes (e.g., work engagement, creativity, task 
performance, job satisfaction),

2. dyadic-level outcomes (e.g., supervisor-employee relationship and conflict 
resolution), and

3. organizational-level outcomes (e.g., organizational citizenship behaviors and 
organizational growth mindset).



Three levels of human resource
development (Han & Stieha, 2020)



Individual-level outcomes
(Han & Stieha, 2020)

• Higher work engagement (Caniëls et al., 2018; Zeng et al., 2019),
• Improved task performance (Cutumisu et al., 2018),
• Creative activities (Karwowski et al., 2019), and 
• Workplace satisfaction (Rattan & Dweck, 2018). 



Dyadic-level outcomes
(Han & Stieha, 2020)

• Improved relationships based on feedback and coaching (Gutshall, 2013; Özduran & 
Tanova, 2017; Rattan & Dweck, 2018; Shapcott & Carr, 2019),

• Positive influence of managers on their teams (Caniëls et al., 2018; Heslin & 
VandeWalle, 2008; Wang et al., 2018).

• Priming growth mindset, however, effectively reduces coaches’ bias leading to an 
increased performance of athletes (Caniëls et al., 2018)

• Fixed mindset managers were less likely to recognize the extent to which the 
employee’s performance had improved, and 6 weeks after receiving the intervention, 
these managers changed their perceptions and provided employees with more 
coaching suggestions (Heslin & VandeWalle, 2008).

• Growth mindset of a leader often shows an increase in humility in their behavior, 
which can impact relational and task performance of team members (Wang et al., 
2018).

• Transformational leadership has shown to be more effective in the presence of 
employees with a growth mindset (Caniëls et al., 2018). 



Organizational-level outcomes
(Han & Stieha, 2020)

• Organizational-level outcomes are related to cultural and system variables, such as 
creating a culture of organizational learning and increasing collective efforts for the 
organization’s improved overall performance,

• Leaders’ growth mindsets have been demonstrated to impact the overall organization 
through their influence on employees (Özduran & Tanova, 2017),

• Managers with higher growth mindset levels demonstrated effective coaching 
behaviors that had a mediating effect on the organizational citizenship behaviors of 
their employees and led to higher levels of the organizational citizenship behaviors 
(Özduran & Tanova, 2017).

• A growth mindset helps leaders and staff foster positive relationships, effective 
communication, and collaborative efforts (Hanson et al., 2016),

• A “school growth mindset” is comprised of “common vision, sharing knowledge, 
support, and resources” (Blackwell, 2012, as cited in Hanson et al., 2016, p. 225). 
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