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Abstract 

The goal of this study was to investigate the relationships between employees’ professional 

skills and abilities growth mindset, their perceived intrinsic and extrinsic rewards, and career 

adaptability. Based on the self-determination theory, I hypothesized that the positive 

relationship between a professional skills and abilities growth mindset and career adaptability 

is stronger when employees believe they are receiving rewards from their work. Data from 221 

participants were collected using an online questionnaire as part of a larger study. Results from 

hierarchical regression analyses showed that a professional skills and abilities growth mindset 

and perceived intrinsic rewards were positively related to career adaptability. Perceived 

intrinsic and extrinsic rewards did not moderate the relationship between a professional skills 

and abilities growth mindset and career adaptability. This research adds to the existing growth 

mindset literature and has implications for practitioners who want to prepare their employees 

for career changes. 

Keywords: growth mindset, professional skills and abilities, career adaptability, 

perceived rewards, intrinsic, extrinsic 
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Professional Skills and Abilities Growth Mindset as a Predictor of Career Adaptability: 

The Moderating Role of Perceived Rewards 

Nowadays individuals are constantly faced with a changing work environment. This 

results from organizational restructuring, technology that is improving, globalization and 

employment contracts becoming more flexible (Haenggli & Hirschi, 2020; Schmitt & 

Scheibe, 2022). Employees’ ability to adapt to this constantly changing work environment has 

therefore become more desirable. Career adaptability has been noted as a necessary resource 

for successful career development (Johnston, 2018). The concept of career adaptability is 

embedded in the career construction theory and captures individuals’ level of preparedness to 

cope with and adapt to career changes (Savickas, 1997, Savickas 2005). According to the 

career construction theory (Savickas 2005), employees high in career adaptability are more 

likely to engage in career-related activities than employees low in career adaptability. But 

how can this effect be explained?  

Schmitt and Scheibe (2022) argued that individuals’ professional skills and abilities 

mindset can function as a predictor of career adaptability. Career adaptability refers to the 

willingness (or readiness) to adapt to changes in individuals’ careers. Schmitt and Scheibe 

(2022) based their argument on the mindset framework (Dweck & Leggett, 1988), which 

posits that individuals can differ in their beliefs about whether certain personal characteristics 

are malleable (growth mindset) or are uncontrollable and more difficult to change (fixed 

mindset). In this paper, the focus will be on the growth mindset. People with a growth mindset 

believe that skills and abilities are flexible and can be developed. Therefore, they should be 

more willing to take actions that enhance their career development. Schmitt and Scheibe 

(2022) did also find that a professional skills and abilities growth mindset predicted career 

adaptability.  
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The first goal of the current study is to replicate these findings of a positive 

relationship between a professional skills and abilities growth mindset and employees’ career 

adaptability. Secondly, I want to extend existing research by considering additional variables 

that could influence the relationship between a professional skills and abilities growth mindset 

and career adaptability. I argue that employees’ perceived rewards moderate this effect. These 

rewards can be defined as rewards employees feel they are getting from their work (Maurer et 

al., 2003). In the current study two types of rewards are distinguished: (1) perceived intrinsic 

rewards, such as enjoyment in one’s work, reaching one’s potential, or having interesting 

work, and (2) perceived extrinsic rewards, such as higher salary. Because of the similarities 

these types of rewards share with intrinsic and extrinsic motivation, the self-determination 

theory (SDT; Deci & Ryan, 1985) is used to explain the effects. Specifically, I argue that the 

positive relationship between a professional skills and abilities growth mindset and career 

adaptability is stronger when employees believe they are receiving rewards from their work 

(see Figure 1). By replicating Schmitt and Scheibe’s (2022) findings, this research will add to 

the validation of their 6-item professional skills and abilities mindset scale. Furthermore, this 

study will add to the increasing research on the role of growth mindset beliefs in the 

professional setting (Murphy & Reeves, 2019), by examining how perceived rewards play a 

role in this. Finally, the findings of this study have important implications for practitioners 

who want to help their employees in preparing them for career changes. 

Mindset Theory and the Professional Skills and Abilities Growth Mindset  

 The mindset theory (Dweck, 1999; Dweck & Leggett, 1988) holds that people can 

differ in their beliefs about the fixedness or malleability of certain skills, abilities and traits. A 

fixed mindset refers to the view that these skills and abilities lie within the person and cannot 

be developed, while a growth mindset refers to the view that these attributes can be changed 

and cultivated (Yeager & Dweck, 2020). The latter has been linked to being more likely to 
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thrive and continue to improve when facing setbacks or difficulties (Dweck et al., 2014; 

Dweck & Yeager, 2019). People who adopt more growth mindset beliefs show resilience and 

see challenges as learning opportunities, which makes them less likely to withdraw in the 

presence of setbacks (Nussbaum & Dweck, 2008). 

 In this research paper, the growth mindset will be applied to the organizational 

context, specifically to the domain of professional skills and abilities. Hereby skills relate to 

procedural knowledge, like problem-solving, technical and social skills (Schmitt & Scheibe, 

2022). Abilities are more general individual capacities that can help develop proficiency in 

multiple tasks, like multi-tasking, spatial orientation and verbal or mechanical aptitude. 

According to these definitions a professional skills and abilities growth mindset can be 

defined as “an individual’s belief that work-related skills and abilities can be actively 

influenced or changed through effort, motivation, or support throughout one’s career” 

(Schmitt & Scheibe, 2022, p. 2). This same definition will also be used in the current study. 

Professional Skills and Abilities Growth Mindset and Career Adaptability 

 Previous literature on the role of people’s mindsets in the work context has shown that 

a growth mindset is related to various organizational outcomes, like performance, persistence, 

resilience, leadership and workplace engagement (Caniëls et al., 2018; Han & Stieha, 2020; 

Murphy & Reeves, 2019; Nussbaum & Dweck, 2008).  

In this study, the relationship between a professional skills and abilities growth 

mindsets will be examined. The concept of career adaptability is one of the central 

components of the career construction theory, which posits that individuals differ in their 

levels of readiness to adapt to or cope with career changes (Savickas, 1997, Savickas 2005). 

The career construction theory asserts that careers do not unfold but are constructed through 

individuals’ meaning on their vocational behavior and occupational experiences. Career 

adaptability has been noted as an important psychological resource for developing one’s 
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career (Johnston, 2018). It has also been associated with several positive work outcomes, such 

as career success, well-being, employability and performance (Maggiori et al., 2013; Rudolph 

et al., 2017; Spurk, et al., 2016; Zacher, 2015). For example, in their study on work 

conditions, career adaptability, and well-being among employed and unemployed adults in 

Switzerland, Maggiori et al. (2013) found that career adaptability was positively associated 

with professional and general well-being. Zacher (2015) did two diary studies that showed 

that career adaptability positively predicted both daily performance and job satisfaction. 

Rudolph et al. (2017) noted core self-evaluations, proactive personality and cognitive ability 

as indicators of adaptiveness. This adaptiveness refers to psychological characteristics that 

reflect individuals’ readiness and willingness to adjust to changes in their careers. People 

differ in their adaptive readiness which predicts the availability of adaptability resources. 

Schmitt and Scheibe (2022) added a professional skills and abilities mindset to the list of 

indicators of adaptiveness. They found that a professional skills and abilities growth mindset 

predicted career adaptability. Accordingly, my first hypothesis is: 

Hypothesis 1. A professional skills and ability growth mindset is positively related to 

career adaptability. 

Intrinsic and Extrinsic Rewards in the Workplace and the Self-Determination Theory 

The self-determination theory (Deci & Ryan, 1985) is a theory of human motivation 

and posits that behavior is driven by differences in the levels of self-determined motivation. 

The two forms of motivation that are often distinguished are intrinsic and extrinsic 

motivation. Intrinsic motivation refers to the motivation that comes from doing something for 

the sake of it, out of enjoyment or inherent interest (Deci & Ryan, 2000). Extrinsic motivation 

refers to the motivation that comes from doing something to obtain a separable outcome, like 

monetary rewards or avoiding punishment. Individuals who have higher self-determined 

motivation will be more likely to direct their actions or behaviors towards their goals. 
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Research shows that intrinsic and extrinsic motivation are closely related to performance and 

satisfaction in the workplace (Gagné & Deci, 2005), and work attitudes (Fernet et al., 2004). 

For example, intrinsic motivation has been associated with several workplace outcomes, like 

work motivation (Fernet et al., 2010), work satisfaction (Richer et al., 2002) and performance 

(Foss et al., 2009). Furthermore, Cerasoli et al. (2014) showed that intrinsic motivation was a 

strong predictor of quality of performance, whereas extrinsic motivation was a stronger 

predictor of quantity of performance. 

In the light of the self-determination theory, I will examine employees’ perceived 

intrinsic and extrinsic rewards in the present study. Intrinsic rewards, on the one hand, are 

rewards that arise within the individual from the work itself. This can be enjoyment in one’s 

work, reaching one’s potential or having interesting work (Maurer et al., 2003). Extrinsic 

rewards, on the other hand, are tangible outcomes like better pay or promotions. 

Both intrinsic and extrinsic motivation have been studied in relation to career 

adaptability. Intrinsic motivation has been associated with higher levels of career adaptability 

in several studies (Hirschi, 2010; Pouyaud et al., 2012; Shin & Kelly, 2013). Furthermore, 

Haenggli and Hirschi (2020) found that career adaptability was positively related to 

meaningful work and Ye (2015) found that intrinsic work values (values that are nonmaterial 

and inherent in work activities) were related to higher levels of career adaptability. Besides 

that, intrinsically motivated people are more likely to see uncertainty or risks as a challenge 

instead of a threat (Shin & Lee, 2017). For extrinsic motivation, the findings are more 

contradictory. On the one hand Haenggli and Hirschi (2020), for example, found that career 

adaptability is not related to or even negatively related to salary. On the other hand, Guan et 

al. (2015) found a positive relation between salary and career adaptability, and Ye (2015) 

found that extrinsic work values were positively related to career adaptability as well.  

Hypothesis 2. Intrinsic rewards are positively related to career adaptability. 
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Research Question 1. What is the relationship between extrinsic rewards and career 

adaptability? 

The Moderating Role of Intrinsic and Extrinsic Rewards 

Research on intrinsic and extrinsic motivation in the workplace has shown that 

motivation plays an important role in predicting career behavior (Gagne & Deci, 2005). 

Intrinsic motivation has been noted to be positively related to career outcomes, such as 

affective commitment, performance, work effort and personal initiative (Dysvik & Kuvaas, 

2013; Gagne et al., 2015). In their meta-analysis on the self-determination theory, Van den 

Broeck et al., (2021) noted intrinsic motivation as the most important motivation in predicting 

employee well-being, attitudes and behavior. Furthermore, it has been noted as a 

strengthening factor between job resources and indicators of work performance (e.g., Dysvik 

& Kuvaas, 2008, 2011; Kuvaas, 2006). For example, Dyvik and Kuvaas (2011) found that the 

relationship between job autonomy and work performance was moderated by intrinsic 

motivation. Extrinsic motivation (in the form of tangible rewards) has also been shown to be 

positively associated with work performance and feeling competent (e.g., Cerasoli et al, 2014; 

Thibault-Landry et al., 2016; Young et al., 2012). Liang et al. (2018) found that extrinsic 

motivation strengthened the relationship between engagement and task effort. I argue that 

people who have a growth mindset and think that individuals’ skills and abilities can be 

developed should be more motivated to take responsibility for their own careers when they 

perceive rewards to be intrinsic. Because they perceive their jobs to be interesting and 

enjoyable, they will be more actively engaged in career-related behavior. On the same note, 

employees who perceive rewards as extrinsic will also be more eager to invest in their careers. 

When these individuals have a growth mindset, they will put effort in developing career-

related skills and abilities, because they want to attain better job outcomes, like a higher salary 

(Deci & Ryan, 2000). Accordingly, the combination of a professional skills and abilities 
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growth mindset, and perceived intrinsic or extrinsic rewards should be an especially strong 

predictor of career adaptability.  

Hypothesis 3a. The positive relationship between a professional skills and abilities 

growth mindset and career adaptability is stronger when employees perceive rewards 

in their work as being intrinsic. 

Hypothesis 3b. The positive relationship between a professional skills and abilities 

growth mindset and career adaptability is stronger when employees perceive rewards 

in their work as being extrinsic. 

Method 

Participants 

 A sample of full-time and part-time employees was invited to participate in this study. 

Of the 247 participants who completed the questionnaire, 24 participants got excluded 

because they failed the attention check item and two got excluded due to their monotonic 

response pattern, leaving a final sample of 221 participants (63.3% female; mean age = 31.0 

years, SD = 10.4). Most participants stated that they were living in Germany (38.9%). The 

majority of the participants had achieved a university degree (68.8%) and were employed in 

different business sectors, such as financial industry, production, communication and 

marketing, health and social welfare, and administration. 

Procedure and Research Design 

 The participant sample consisted of a combined group of participants, recruited by 

different Master students from the Rijksuniversiteit Groningen. The participants were 

recruited both in person and through social media such as Facebook, LinkedIn and Instagram. 

When the results were in, the participants were debriefed through a feedback report, which 

they received per email. Participation was voluntary and there was no financial compensation. 

The participants were asked to fill in two online questionnaires, with a time lag of four weeks 
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between the waves. However, in the current research, I will only refer to the data of the first 

wave. The questionnaires, set up in Qualtrics, were constructed by Schmitt and Scheibe 

(2022) and based on validated scales to measure the variables of interest. Before the first 

questionnaire started the participants filled in the informed consent. The first questionnaire 

assessed some demographic variables, as well as the concepts of a professional skill mindset 

and career adaptability. Furthermore, the participants were asked about intrinsic/extrinsic 

rewards. The second questionnaire contained same questions as the first, except for the 

demographics and the questions about intrinsic/extrinsic rewards. The questionnaires could be 

accessed through an online link on a pc, laptop, tablet or smartphone, and was available in 

both English and German. The first questionnaire took around 12 minutes to complete and the 

second one around 9 minutes. The study was conducted in the first quarter of 2023 and was 

approved by the ethics committee of the Department of Psychology at the University of 

Groningen. 

Measures 

 Current research was part of a larger study. In this research I did not include all 

variables from the online questionnaire. I focused on the variables that were relevant to test 

my hypotheses. 

 Career adaptability was measured with the 12-item Career Adapt-Abilities Scale-

Short Form (CAAS-SF) (Maggiori et al., 2017). Firstly, participants read the following 

statement: “Different people use different strengths to build their careers. No one is good at 

everything, each of us emphasizes some strengths more than others.” Secondly, they were 

asked to rate how strongly they have development certain abilities that refer to the four 

dimension of career adaptability: concern, control, curiosity and confidence. Participants 

responded to each item using a 5-point scale ranging from 1 (not strong) to 5 (strongest). 
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Each of these dimensions was assessed by three items. The Cronbach’s α for this scale was 

.82. 

 Professional skills and abilities growth mindset was measured using three items 

from the Professional Skills and Abilities Mindset Scale by Schmitt and Scheibe (2022). An 

example item is “No matter what job people hold, they can always change their professional 

skills and abilities.” Participants rated the items on a 5-point scale ranging from 1 (strongly 

disagree) to 5 (strongly agree). Cronbach’s α was .67. 

 Perceived intrinsic and extrinsic rewards were measured using the 11-item scale by 

Maurer et al. (2003). Intrinsic rewards are measured by eight items, for example: “If I 

participate in work-relevant learning activities, my work would likely be more interesting as a 

result.” Extrinsic rewards are measured by three items, for example: “Participation in learning 

activities will help me get promotions into higher level jobs with better pay and rewards.” 

Participants rated the items on a 5-point scale ranging from 1 (strongly disagree) to 5 

(strongly agree). Cronbach’s α was .75 for the eight-item intrinsic rewards scale and .76 for 

the three-item extrinsic rewards scale. 

Results 

Preliminary Analysis 

 In this research I conducted two hierarchical regression analyses. Before performing 

these analyses, I checked whether the corresponding assumptions were met: the assumption of 

linearity, the assumption of homoscedasticity, the assumption of normality and the 

assumption of independent errors were all met (see Appendix). 

Table 1 shows that – as expected – the independent variable (professional skills and 

abilities growth mindset) was positively related to the dependent variable (career 

adaptability). The same table also shows that all variables were positively correlated. 

Hypotheses Testing 
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 I tested my hypotheses and research question using two hierarchical regression 

analyses. Both analyses started by adding professional skills and abilities growth mindset and 

moderator perceived rewards (respectively intrinsic rewards and extrinsic rewards) to the 

model (Step 1), and subsequently their interactions (Step 2). Career adaptability was the 

dependent variable in both cases. For the sake of interpretation of the variables, I centered the 

predictors before including them in the model (Wuensch, 2017). Then I multiplied these 

centered variables to create the interaction effects, so that those were based on the centered 

scores as well.  

 First, I used the model with perceived intrinsic rewards as moderator variable to assess 

Hypothesis 1, 2 and 3a. Hypothesis 1 stated that a professional skills and abilities growth 

mindset predicts career adaptability. In line with this hypothesis, a professional skills and 

abilities growth mindset explained a significant part of the variance in career adaptability (see 

Table 2). Intrinsic rewards were also positively related to career adaptability (see Table 2). 

Thus, Hypothesis 2 is supported as well. Hypothesis 3a stated that the positive relationship 

between a professional skills and abilities growth mindset and career adaptability is 

moderated by perceived intrinsic rewards. There was no significant interaction effect (see 

Table 2). Thus, Hypothesis 3a was not supported.  

To test Research Question 1 and Hypothesis 3b, the same model was used, but this 

time I used perceived extrinsic rewards instead of intrinsic rewards as moderator variable. I 

did not find a significant effect from perceived extrinsic rewards on career adaptability (see 

Table 3). On top of that there also was no significant interaction effect (see Table 3), meaning 

that Hypothesis 3b was not supported. 

Discussion 

 The current study was conducted in the light of the increasing popularity of the growth 

mindset concept in understanding individuals’ career behaviors and the increasing importance 
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of being able to adapt rapidly to changing work environments (Schmitt & Scheibe, 2022). The 

aim of the study was investigating the relationship between employees’ professional skills and 

abilities growth mindset and career adaptability, and the moderating roles of perceived 

intrinsic and extrinsic rewards. The results of the hierarchical regression analyses give 

valuable insights into how these variables are related. 

 In line with the expectations, I found that a professional skills and abilities growth 

mindset, as well as perceived intrinsic rewards, positively predicted career adaptability. 

Employees who believe they can actively change their professional skills and abilities seem to 

be more prepared for unexpected changes in their careers. Additionally, individuals who 

perceive intrinsic rewards in their work, such as enjoyment, also seem to display higher levels 

of readiness to adapt to career changes. These findings align with previous research regarding 

the importance of a growth mindset and intrinsic motivation in organizational outcomes (e.g., 

Dysvik & Kuvaas, 2013; Gagne et al., 2015; Han & Stieha, 2020; Murphy & Reeves, 2019) 

and their relationship with career adaptability (e.g., Schmitt & Scheibe, 2022; Shin, 2012).  

 However, in contrast with the expectations, there were no significant interaction 

effects for both perceived intrinsic and extrinsic rewards. This suggests that the relationship 

between a professional skills and abilities growth mindset is not influenced by these rewards. 

The findings also suggest that, even though a professional skills and abilities growth mindset 

and intrinsic rewards are important factors for predicting career adaptability, they might work 

separately rather than together. A reason for not finding significant interactions could be due 

to the significant intercorrelations between the independent variable professional skills and 

abilities growth mindset, and the moderators perceived intrinsic rewards and perceived 

extrinsic rewards (see Table 1). It could be possible that perceived rewards do not 

significantly predict more variance in career adaptability over a professional skills and 

abilities growth mindset, because they overlap. Finally, I did not find a direct relationship 
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between perceived extrinsic rewards and career adaptability, which is line with previous 

research on this topic (e.g., Haenggli & Hirschi, 2020). 

Implications 

 This study adds to the growing body of research on mindsets in the organizational 

domain (Murphy & Reeves, 2019). It also contributes to the validation of the newly 

developed 6-item professional skills and abilities mindset scale (Schmitt & Scheibe, 2022), by 

replicating the positive relationship between a professional skills and abilities growth mindset 

and career adaptability. Even though perceived rewards did not moderate the expected 

relationship, this still is a valuable finding because it shows the independent effects of a 

professional skills and abilities growth mindset and perceived intrinsic rewards on career 

adaptability. 

These findings also have important implications for practitioners who like to prepare 

their employees for changes in their careers, because these highlight the importance of 

intrinsic rewards and facilitating a growth mindset to enhance employees’ career adaptability. 

Organizations can support their workers by, for example, designing interventions to enhance 

individuals’ growth mindsets or create environments which promote enjoyment and meaning 

in employees’ work, in the light of fostering career adaptability. 

Limitations & Future Research 

 This study has several limitations. Firstly, the data that were used, were drawn from 

only one point in time. This makes it impossible to make statements about the causality (or 

reverse causality) of the relationships. For instance, it can be possible that employees’ who 

possess the psychological resources to adapt to career changes see that they can adapt, and 

therefore show a stronger professional skills and abilities growth mindset. To be able to 

explore this causality in the future, longitudinal or experimental studies should be conducted.  
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 Another limitation of the study is the Cronbach’s alfa of the construct professional 

skills and abilities growth mindset, which is questionable (Cronbach’s alfa = .67). However, 

the scores on the items were still included in the analyses because the construct is an 

important part of this study. 

 Finally, the sample consisted, for the most part, of participants who had attained a 

university degree. This makes the results hard to generalize to the entire population of 

employees, because individuals with university degrees will probably work in different types 

of jobs than people who only finished secondary education. For future research it would be 

wise to recruit a more diverse sample. That way insight on growth mindset and career 

adaptability across different job types and people with different educational backgrounds can 

be gained. 

 Another interesting aspect to investigate in future research are different underlying 

variables that could explain why there was no moderation effect. One of these variables could 

be the way employees’ feel their extrinsic rewards are distributed. For example, Thibault-

Landry et al. (2016) found that when financial incentives were fairly distributed it made them 

feel more competent and autonomous. By looking at the context in which rewards are 

perceived, perhaps the moderating role of these rewards could be explained. 

Conclusion 

 The current study shows the positive relationship between a profession skills and 

abilities growth mindset, perceived intrinsic rewards and career adaptability. The 

hypothesized moderation effects of perceived intrinsic and extrinsic rewards on the 

relationship between a professional skills and abilities growth mindset and career adaptability 

were not found. Nevertheless, this study highlights the importance of a growth mindset and 

intrinsic rewards in predicting career adaptability, which can help practitioners understand 

how to support employees in the preparation for adaptations in their careers. Future research 
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should look more into the moderating role of perceived intrinsic and extrinsic rewards, and 

other potential variables to gain a more comprehensive understanding of the relationship 

between a growth mindset, perceived rewards and career adaptability.  
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Figure 1 

Conceptual Models of the Expected Relationships Between a Professional Skills and Abilities 

Growth Mindset, Career adaptability and Perceived Rewards. 
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Table 1 

Means, standard deviations and correlations. 

 M SD 1. 2. 3. 

1. Career Adaptability 3.58   .55    

2. Professional Skills and 

Ablities Growth Mindset 

4.02   .61     .33**   

3. Intrinsic Rewards 3.85   .52     .20**      .21**  

4. Extrinsic Rewards 3.62   .82     .18**      .26**      .46** 

Note. N = 221   ** p < .01. 
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Table 2 

Hierarchical regression model with perceived intrinsic rewards and professional skills and 

abilities growth mindset as predictors, and career adaptability as dependent variable. 

Predictor B 95% CI for B 

Lower  Upper 

SE (B) β R2 ΔR2 

      

Step 1      .124 .124 

Constant    3.574** 3.506 3.642 .035    

Intrinsic Rewards    .143*  .009 .276 .068   .136   

Professional Skills 

and Ablities Growth 

Mindset 

     .265**  .151 .379 .058   .297   

Step 2      .125 .000 

Constant    3.576**  3.506 3.645 .035    

Intrinsic Rewards    .143*   .009 .277 .068 .137   

Professional Skills 

and Ablities Growth 

Mindset 

     .263**   .147 .378 .059 .295   

Interaction -.029  -.231 .173 .103 -.018   

Note. ** p < .001.  * p < .05 
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Table 3 

Hierarchical regression model with perceived extrinsic rewards and professional skills and 

abilities growth mindset as predictors, and career adaptability as dependent variable. 

Predictor B 95% CI for B 

Lower  Upper 

SE (B) β R2 ΔR2 

      

Step 1      .115 .115 

Constant    3.574** 3.505 3.642 .035    

Extrinsic Rewards   .065  -.022 .151 .044   .098   

Professional Skills 

and Ablities Growth 

Mindset 

     .268**  .152 .384 .059   .301   

Step 2      .115 .000 

Constant    3.573**  3.502 3.643 .036    

Extrinsic Rewards   .065   -.022 .152 .044 .097   

Professional Skills 

and Ablities Growth 

Mindset 

     .270**   .148 .393 .062 .303   

Interaction .008  -.113 .128 .061 .008   

Note. ** p < .001. 
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Appendix 

Assumption Checks for Linear Regression 

 The histograms of standardized residuals (see Figure A1 & A4) and the normal P-P 

plots (see Figure A2 & A5) show that the errors were approximately normally distributed, so 

the assumption of normality was met. The scatterplots of standardized predicted values (see 

Figure A3 & A6) show that the assumptions of homoscedasticity and linearity were also met. 

Finally, the Durbin-Watson values of 1.932 for the first regression model and 1.967 for the 

second regression model show that the data met the assumption of independent errors. 

 

Figure A1 

Histogram of standardized residuals for the regression model with career adaptability as 

dependent variable, and a professional skills and abilities growth mindset and perceived 

intrinsic rewards as predictors. 
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Figure A2 

Normal P-P plot of standardized residuals for the regression model with career adaptability 

as dependent variable, and a professional skills and abilities growth mindset and perceived 

intrinsic rewards as predictors. 
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Figure A3 

Scatterplot of standardized predicted values for the regression model with career adaptability 

as dependent variable, and a professional skills and abilities growth mindset and perceived 

intrinsic rewards as predictors. 
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Figure A4 

Histogram of standardized residuals for the regression model with career adaptability as 

dependent variable, and a professional skills and abilities growth mindset and perceived 

extrinsic rewards as predictors. 
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Figure A5 

Normal P-P plot of standardized residuals for the regression model with career adaptability 

as dependent variable, and a professional skills and abilities growth mindset and perceived 

extrinsic rewards as predictors. 
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Figure A6 

Scatterplot of standardized predicted values for the regression model with career adaptability 

as dependent variable, and a professional skills and abilities growth mindset and perceived 

extrinsic rewards as predictors. 

 

 

 

 


