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Abstract 

It is likely that employees will not stay with the same company throughout their entire 

working life, which is one of the reasons employees should be able to adapt to their careers. 

Career adaptability is an individual’s competence to cope with changing conditions of 

vocational development and is related to positive career development (Savickas, 2002). 

Therefore, it is important to examine what may enhance career adaptability. The current study 

hypothesizes that adopting a professional skills growth mindset is related to the enhancement 

of employees’ career adaptability. It is also hypothesized that supervisor support moderates 

this relationship. 103 participants filled out a questionnaire measuring their professional skills 

mindset, career adaptability, and the amount of support from their supervisor. The results 

show that professional skills growth mindset is positively related to the enhancement of career 

adaptability, however, the moderating role of supervisor support is not found. According to 

the current study, adopting a growth mindset can help to be more adaptable to one’s career. 

Keywords: professional skills growth mindset, career adaptability, supervisor support
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Growth mindset, career adaptability and the moderating role of supervisor support 

 Dutch people are in the top five of the happiest employees in Europe, however, many 

Dutch employees do feel like they want to change careers (Van Agteren, 2017). Why is that? 

Despite the fact that they are satisfied with their careers, Dutch employees are uncertain as to 

how long they will have a certain job. About 60% of the employees have a flex job, a flexible 

job such as a temporary job (Reynolds, 2022). A flex job makes employees uncertain about 

the duration of the contract. Therefore, the Dutch should be open to exploring different career 

options. This is part of the concept called career adaptability, which is an individual’s 

competence to cope with changing conditions of vocational development (Savickas, 2002) 

and is positively related to career development. However, how can one enhance employees’ 

career adaptability?  

Career adaptability is described in Savickas’ career construction theory (2002). This 

theory suggests the five stages of career construction, namely growth, exploration, 

establishment, maintenance, and disengagement. As stated in the career construction theory, 

the first stage of the theory is called the growth stage. During this stage, people form attitudes, 

beliefs, and competencies which are important in how they construct their careers. As such, 

adopting a certain attitude, belief or competency could lead to how one will develop 

vocationally. These attitudes, beliefs or competencies are also called mindsets. Mindsets are 

known across various domains (Chan et al., 2022). Examples of these domains are 

intelligence and personality. One of the goals of the current research is to examine the effect 

of mindsets on career adaptability, which means professional skill mindset is examined. 

Professional skill mindset consists of having either a growth mindset or a fixed mindset. 

When one adopts a growth mindset, it is believed that personal characteristics can be 

developed and are changeable, whereas a fixed mindset is not changeable (Yeager, 2020). It 

has also been found that adopting a growth mindset can lead people to overcome obstacles 
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and face challenges (Dweck et al., 2019). Therefore, as suggested in Savickas’ career 

construction theory (2002), adopting a professional skills growth mindset may have an 

influence on how one will develop vocationally, and thus, could be associated with how one 

will cope with changing work conditions. Another goal is to examine whether other factors 

influence the relation between professional skills growth mindset and career adaptability. 

Heslin et al. (2020) mentioned that having the right mindset is not the only variable that 

influences career adaptability. One needs to be in the right environment as well. Thus, certain 

contextual factors are at play, such as the support from employees’ supervisors. The question 

arises: could professional skills mindset predict career adaptability, and does supervisor 

support have an effect on this prediction?  

Thus far, this question has not been answered. Research has studied several 

antecedents of career adaptability, for example, cognitive flexibility and proactivity (Rudolph, 

et al., 2017), however, professional skills mindset has not been examined yet. There have also 

been studies about the effect of social support. For example, Hu et al. (2021) found that career 

adaptability is positively correlated to perceived social support. However, there is not much to 

be found on supervisor support. Thus, there is a gap in the literature on the topic of 

professional skills growth mindset and supervisor support in relation to career adaptability. As 

can be seen in the Netherlands, career adaptability is a rising subject amongst employees. It is 

likely that employees will not stay with the same company throughout their entire working 

life, indicating they should be open to exploring different career options. Therefore, 

employees seem to need higher adaptability regarding their careers. Knowing how to be more 

adaptable to their careers and how to cope with changing work conditions has become more 

important. Especially for employees, this is valuable information, and therefore, important to 

be studied. For supervisors it is valuable to know if they can enhance employees’ career 

adaptability by supporting them. If supervisors can help their employees’ cope with changing 
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work conditions and be more adaptable to their careers, this could be beneficial for the 

company. For example, employees could have less problems with changes leading them to 

stay longer at the company they work for. Therefore, it is important to examine if supervisors 

can enhance their employees’ career adaptability by supporting them. Thus, the aims of this 

study are to try to examine if adopting a professional skills growth mindset is related to 

enhancing career adaptability, and whether supervisor supports moderates this relation.  

Growth Mindset and Career Adaptability 

A growth mindset is the belief that personal characteristics can be developed and are 

changeable (Yeager, 2020). People who adopt a growth mindset take up challenges more 

often. The current study focuses on the professional skills growth mindset, which is a growth 

mindset related to professional careers. This means that someone who adopts a professional 

skills growth mindset, beliefs their characteristics related to their professional skills are 

changeable and they will not shy away from a challenge regarding their jobs. It is the belief 

that professional skill sets are changeable.  

Adaptivity is how one can adapt to changes. As stated in the career construction theory 

(Savickas, 2013), one’s adaptivity has a positive influence on career adaptability. The career 

construction theory by Savickas (2002) proposes the concept career adaptability, which is an 

individual’s competence to cope with changing conditions of vocational development. It 

includes an individual’s readiness and resources to cope with these changing conditions. 

There are four adaptability resources, namely concern, control, curiosity, and confidence. The 

resources entail the concern about one’s future, the control over developing one’s future, the 

curiosity of the exploration of oneself and the belief and confidence that one can make their 

own choices (Savickas, 2005). These resources can help an individual to cope with changing 

work conditions, ultimately, enhancing one’s career adaptability. Professional skills growth 

mindset might influence these four resources since it includes the readiness and resources to 
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cope with changing work conditions. The belief that one’s professional skill set is changeable 

may lead to someone being more adaptive to changes, which has a positive effect on career 

adaptability (Savickas, 2013). Thus, it is expected that there is a relation between one’s 

professional skills growth mindset and one’s career adaptability. Therefore, the following 

hypothesis is formulated. 

Hypothesis 1: Adopting a professional skills growth mindset has a positive influence 

on the enhancement of an individuals’ career adaptability. 

The Moderating Effect of Supervisor Support 

Heslin et al. (2020) stated that having the right mindset is not the only important part 

in enhancing career adaptability. One needs to be in the right environment as well. Similarly, 

the person-environment fit approach (Kristof-Brown et al., 2005) suggests that the 

environment plays an important role for employee outcomes. Based on these studies, it is 

possible that certain contextual factors are important in enhancing career adaptability. The 

extension of the job demands-resources model (Van Emmerik, 2009) has shown that one of 

those factors is supervisor support. The person-environment fit approach suggests when the 

characteristics of an individual and the work environment are well matched (Kristof-Brown et 

al., 2005), they influence employee outcomes. There are different types of person-

environment fit approaches, such as person-vocation fit, person-job fit, person-organization 

fit, person-group fit, and person-supervisor fit. The person-supervisor fit suggests that the 

match between the characteristics of an employee and their supervisor is important for the 

employees’ work outcomes. Taken together, these studies suggests that the supervisor could 

play an important role in enhancing career adaptability, if matched well with the employees’ 

personal characteristics, for example one’s professional skills mindset. 

Next to this, Hu et al. (2021) found that career adaptability is positively correlated to 

perceived social support. Social support includes the support from the complete social 
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environment, suggesting that supervisor support could be related to career adaptability as 

well. Therefore, based on the person-supervisor fit (Kristof-Brown et al., 2005), which 

suggests that a good fit between characteristics of employees and their supervisor influences 

an employees’ work outcomes, and the study of Hu et al. (2021), suggesting a direct 

association between support and career adaptability, it is hypothesized that high supervisor 

support is more likely to enhance the relationship between adopting a professional skills 

growth mindset and career adaptability and that low supervisor support is more likely to lead 

to a less strong relationship between adopting a professional skills growth mindset and career 

adaptability. Thus, the following hypothesis is formulated.  

Hypothesis 2: Supervisor support is expected to moderate the relation between a 

professional skills growth mindset and an individuals’ career adaptability, which will 

influence the relationship positively.  

The research model of the current study can be found in Figure 1. 

Method 

The aims of the study were to determine whether there is a relationship between 

professional skills growth mindset, and career adaptability, and whether supervisor support 

moderates this relation. To test these hypotheses, two online questionnaires were used to 

assess professional skills growth mindset and career adaptability. The first questionnaire was 

also used to assess the variable supervisor support. This study was part of a greater study; 

however, the current study focused only on certain variables from the greater study (e.g., 

professional skill mindset, career adaptability, and supervisor support). Together with another 

student, we both recruited participants. We recruited participants in Germany and in the 

Netherlands. The study was approved by the ethical committee of the faculty of Behavioral 

and Social Sciences of the University of Groningen 

Procedure and Participants 
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The participants were recruited through my personal network and via social media 

platforms, such as LinkedIn, Facebook and Instagram, and through the personal network of 

the second student from September 2022 to February 2023. When agreeing to participate, the 

participants received a general feedback report including some key results and practical 

application procedures in return for participating in the study. This was sent out after the 

thesis was finished. The participants who saw the link on social media filled out the first 

questionnaire. They completed the questionnaires on their own devices and in their own time.  

It took them about 7 minutes to complete the questionnaire. If they submitted their email 

addresses, they received an invitation for the second questionnaire four weeks after filling out 

the first questionnaire. The email addresses were deleted before analyzing the results. The 

questionnaires were filled out at two time points, to make sure that the different variables 

were studied at two time points, and thus, to prevent common method bias (Tehseen et al., 

2017). However, after the data collection phase ended, it was decided to solely use the data of 

the first questionnaire. For the study to have 80% power, 100 participants should have 

participated in order to test the proportion of explained variance of career adaptability 

explained by professional skills growth mindset and supervisor support. Unfortunately, only 

44 participants filled out the second questionnaire, and, therefore, the power of the study 

would have been very low. Thus, only the data of the first questionnaire was analyzed. This 

was done in IBM SPSS 27.  

In total 144 participants participated in the study. Out of the 144 participants, 41 

participants were excluded. These participants were excluded because 60% of their data was 

missing. The total sample size was 103 consisting of 69 women (71.7%), 27 men (27.8%), 

and 1 (1%) classified as other. The mean age was 33.6 years (SD = 11.8). Participants also 

indicated their highest level of education they achieved. They could choose from a primary 

school diploma to a doctorate degree. The questionnaires were distributed in Germany and in 
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the Netherlands. 78 participants were from Germany, 18 participants were from the 

Netherlands and one participant was from the United Kingdom. 55.3% of the participants 

achieved a university degree. Six participants did not complete the demographic questions. 

Most participants worked in the financial industry (28.2%) or worked in health and social 

welfare (13.6%). Participants held jobs such as an accountant, financial director, nurse, and 

paramedic. The participants were working either full-time or part-time and participated in the 

study voluntarily.  

Measures  

 The online questionnaire was precomposed in Qualtrics. It was either filled out in 

German or in English.  

Professional Skills Growth Mindset  

 The Professional Skills Mindset scale was newly created for the study. It consists of 

eight items divided into two dimensions. Four items are about assessing a professional skills 

growth mindset and four items are about assessing a professional skills fixed mindset. 

However, the focus is on professional skills growth mindset. Professional skills fixed mindset 

is assessed because it is conceptually related to professional skills growth mindset. The items 

consist on a 5-point Likert scale, ranging from ‘’strongly disagree to strongly agree’’. An 

example of a professional skills growth mindset item is: ‘’If they want to, people can acquire 

new professional skills and abilities even independent of any external conditions’’. An 

example of a professional skills fixed mindset item is: ‘’People have certain professional 

skills and abilities, and they can’t really do much to change these’’. The Cronbach’s alpha on 

fixed mindset (α = 0.82) was good, the Cronbach’s alpha on growth mindset (α = 0.59) was 

poor. The principal factor analysis showed that two items, item five, and item eight, should be 

removed. The Cronbach’s alpha stayed quite low after removing these items (α = .59).  

Career Adaptability  
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 The short version of the Career Adaptability scale by Maggiore et al. (2015) was used 

to assess career adaptability. The scale consists of 12 items measured on a 5-point Likert 

scale, ranging from ‘’not strong to strongest’’. An example of an item of this scale is: 

‘’Looking for opportunities to grow as a person’’. The Cronbach’s alpha for the Career 

Adaptability scale was good (α = .80). 

Supervisor Support  

 The supervisor support scale came from Maurer et al. (2003). The scale consists of 

twelve items on a 5-point Likert scale, ranging from ‘strongly disagree to strongly agree’’. An 

example item is: ‘’My supervisor encourages me to participate in activities which promote 

skill improvement’’. The Cronbach’s alpha for supervisor support (α = 0.84) was also good.  

Control variables  

 I controlled for two demographic variables that may have influenced the studied 

variables. First, gender was controlled for. Su (2016) studied the relationship between social 

support and career adaptability and found that there are differences in gender for this relation. 

This could mean that career adaptability is influenced by gender.  

 Next, I controlled for educational level. Veres et al. (2017) found that one’s GPA is 

related to career adaptability. Therefore, one could think that educational level could be 

related to career adaptability as well.  

Results 

 First, a t-test was performed to test whether there were differences between 

participants from Germany and the Netherlands on the variables career adaptability (t(94) = -

.06, p = 0.957), supervisor support (t(94) = -.05, p = 0.265), and professional skills growth 

mindset (t(93) = .91, p = 0.364). The t-test showed that, for all variables studied, there are no 

significant differences between participants living in Germany and participants living in the 

Netherlands.  
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 Next, a correlation analysis of the variables career adaptability, supervisor support, 

and professional skills growth mindset was done. Moreover, the control variables gender and 

educational level were included. The correlations can be found in Table 1. 

 Table 1 showed that career adaptability is positively related to professional skills 

growth mindset (r = .33, p <0.001). The other correlations were not significant. 

 Before the hypotheses were tested, I tested the assumptions of linear regression. First, 

to check normality, a P-P Plot was made, as can be seen in Figure 2 (see appendix). The P-P 

Plot suggested that the data was normally distributed. Next, a scatterplot was made to 

examine whether there was a problem with homoscedasticity. The scatterplot showed that 

there was no violation of homoscedasticity (see appendix, Figure 3). Therefore, as the 

normality and the homoscedasticity were not violated, there was also no violation of linearity. 

Next, the assumption of multicollinearity was checked for potential violations. As can 

be seen in Table 1, which showed the correlations, there is no violation of multicollinearity. 

The correlation between the independent variables (growth mindset, and supervisor support) 

was not greater than .50. Therefore, there was no problem with multicollinearity. 

Lastly, I used Cook’s Distance to check for potential influential outliers. As can be 

seen in Figure 4 (see appendix), the graph showed that there were two potential influential 

outliers, case numbers 19 and 65. They both had a higher Cook’s Distance than .01, therefore 

the linear regression analyses were done with and without the potential influential outliers. 

However, the results were barely different. Therefore, I kept the outliers in the sample while 

testing the regression analyses. The results from the linear regression analyses without the 

outliers were reported and can be seen in Table 4 and Table 5 in the appendix.  

Hypothesis Testing 

 Hypothesis 1 stated that adopting a professional skills growth mindset has a positive 

influence on the enhancement of an individuals’ career adaptability. To test this Hypothesis, I 
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conducted a stepwise linear regression analysis with mean-centered predictor variables (see 

Table 2). The results reveal that there is a significant effect of professional skills growth 

mindset on career adaptability (B = .27, t = 3.44, p <.001), which can be seen in Model 2. 

This result indicates that professional skills growth mindset is positively associated with the 

enhancement of career adaptability, therefore, Hypothesis 1 was supported.  

Hypothesis 2 stated that supervisor support is expected to moderate the relation 

between a professional skills growth mindset and an individuals’ career adaptability, which 

would influence the relationship positively. To test this hypothesis, the stepwise linear 

regression was used again. Now the results of the centered interaction effect between 

professional skills growth mindset and supervisor support in Model 3 were interpreted. The 

results reveal that there is no significant effect (B = .06, t = .04, p = .968) and, therefore, the 

moderation effect is not found in the current study. Thus, Hypothesis 2 was not supported. 

Additional Analyses 

As can be seen in Table 1, the relationships between professional skills growth 

mindset and gender and professional skills growth mindset and educational level were non-

significant. Model 1 in the stepwise linear regression analysis also showed that there was no 

significant result between gender and career adaptability (B = .11, t = .98, p = .328) and 

educational level and career adaptability (B = .03, t = .50, p = .619). These results reveal that 

gender and educational level do not have an effect on any of the variables studied. 

As can be seen in Table 1, there was a significant negative correlation between 

professional skills fixed mindset and career adaptability (r = -.42, p <0.001) and between 

professional skills fixed mindset and supervisor support (r = -.20, p <0.047), indicating there 

is a relationship between these variables. Therefore, I did another stepwise linear regression 

analysis. This time it included the centered variables professional skills fixed mindset and the 

interaction effect between professional skills fixed mindset and supervisor support. This was 
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done to see if there was a relation between professional skills fixed mindset and career 

adaptability and to see if supervisor support moderates this relationship. The results reveal 

that there is a significant negative relation between professional skills fixed mindset and 

career adaptability (B = -.39, t = -4.71, p < 0.001).  This indicates that professional skills fixed 

mindset has a negative effect on career adaptability. The results also reveal that there is no 

significant effect for the centered interaction effect (B = -.15, t = -1.53, p = 0.129). This 

indicates that supervisor support does not moderate the relationship between professional 

skills fixed mindset and career adaptability.  

Discussion 

Being able to adapt to one’s own career is an important aspect for employees 

nowadays, however, there is not much known about how to enhance one’s career adaptability. 

This study tried to fill this gap in the literature and studied the effect of professional skill 

growth mindset in relation to career adaptability, moderated by supervisor support. It was 

hypothesized that adopting a professional skills growth mindset is positively related the 

enhancement of an individuals’ career adaptability. The results indicate that professional 

skills growth mindset was positively related to career adaptability. I also hypothesized that 

supervisor support is expected to moderate the relation between a professional skills growth 

mindset and an individuals’ career adaptability, which will influence the relation positively. 

However, the study did not find a significant result for this hypothesis.  

Additionally, I found that there was a negative relation between professional skills 

fixed mindset and career adaptability. This means that when one adapts a professional skills 

fixed mindset (i.e., the belief that professional skill sets cannot change), career adaptability 

will not be enhanced. 

Theoretical and Practical Implications 
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 With this study, I extent the literature of professional skills growth mindset to career 

adaptability. Professional skills growth mindset is positively related to career adaptability, 

which means professional skills growth mindset influences the four adaptability resources in 

the career construction theory (Savickas, 2005). The belief that one’s professional skill set is 

changeable leads to someone being more adaptive to changes, which has a positive effect on 

career adaptability. Therefore, it can be said that people with a certain professional skill 

mindset have a better or worse chance on enhancing their career adaptability depending on the 

type of professional skill mindset they have. Thus, people who adopt a professional skills 

growth mindset are more adaptable to their career and might be better at coping with 

occupational changes, whereas people who adopt a professional skills fixed mindset are not 

adaptable to their career, which might lead to problems in their working life. 

 Unfortunately, it cannot be said from this study that supervisor support has a 

moderating relationship for professional skills growth mindset and career adaptability, which 

would be an interesting new insight into the literature regarding enhancing career adaptability. 

Previous research indicated that there might be a relation between supervisor support and 

career adaptability. The person-supervisor fit proposes that a good match between an 

employee and their supervisor has an influence on the employees’ work outcomes (Kristof-

Brown, 2005). Also, it was found that support from others had a positive relation with career 

adaptability (Hu et al., 2021). However, these studies indicated more direct relationships with 

supervisor support and social support instead of a moderating role of supervisor support. 

Therefore, there might still be an effect from supervisor support, but in a different way. For 

example, Hou et al. (2019) found that social support is positively related to career 

adaptability, however this is mediated by career decision-making self-efficacy, which is one’s 

confidence in completing tasks related to their vocational development. This indicates that 

there might be an effect of supervisor support, but that there are other factors involved in the 
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relationship. What could also have an effect is that it is not supervisor support that is 

important, but social support in general. As indicated by Hu et al. (2019) and Hou et al. 

(2019), they studied the role of social support instead of supervisor support.   

Limitations and Future Research 

 This study has a few methodological limitations. First, the study intended to be a two-

wave study. However, it was decided to transform the study to a one-wave study due to a 

possible problem of power loss. Transforming to a one-wave study, however, increased the 

risk of common method bias. Therefore, the relationship between professional skills growth 

mindset, supervisor support and career adaptability might be inflated or deflated, which could 

be the reason for finding a significant result between professional skills growth mindset and 

career adaptability and for not finding a significant result for the moderator supervisor 

support.  

 Another methodological limitation of the study is that the variable professional skills 

growth mindset is not reliable. After removing two items from this scale, the reliability was 

still poor. Thus, there might be bigger discrepancies between the true and the observed scores 

within this study. This means that the scores of the participants (e.g., observed scores) could 

have been very different if the scale was reliable (e.g., true scores). 

 The study’s generalizability is also limited. The study was done with people living in 

Germany and in the Netherlands, which means the sample is mainly consisting of Western 

people. Therefore, the study’s results might not be generalizable outside of the Western 

world.  

 The fourth limitation of the study is the self-reporting of all variables. Self-report data 

can be inclined to different sorts of biases, such as response bias and sampling bias (Salters-

Pedneault, 2020). Also, the participants may have answered in a socially acceptable way 

instead of answering the questions truthfully.  
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 Regarding the limitations of this study, future research should focus on the 

professional skills growth mindset scale. This scale needs to be changed into a reliable scale. 

Also, it would be good to replicate this study as the intended two-wave study, preventing 

common method bias. It would be advised to increase the generalizability of the study, by 

having a sample size representing other cultures and different kinds of educational levels. 

Future research could also aim at other factors contributing to enhancing career 

adaptability, such as indicators of adaptivity, but it should also study the adapting responses, 

and adaptation results of career adaptability (Rudolph et al., 2017). For example, Tolentino et 

al. (2014) found that proactive personality (e.g., an indicator of adaptivity) is positively 

correlated with career adaptability. Future research should examine the relation between 

proactive individuals and individuals who adopt a professional skill growth mindset, to see 

what the effect of the relation between these variables has on career adaptability. Future 

research should also study the adapting responses and adaptation results of career adaptability. 

Rudolph et al. (2017) found that career adaptability is positively related to several adapting 

responses, such as career planning, career exploration and career decision-making self-

efficacy. Next to that, career adaptability is also positively related to certain adaptation 

results, such as career commitment and job satisfaction. Future research should study these 

effects. 

As said, supervisor support might have another role than the moderating one in this 

study. Therefore, future research should study the direct effect of supervisor support on career 

adaptability and possible mediating factors for supervisor support. It could be possible that 

support from a supervisor is not the necessary support needed for employees. It might be that 

social support in general, for example from family or friends, would be enough support to 

enhance career adaptability too. For example, Hou et al. (2019) found that social support is 

positively related to career adaptability, however this is mediated by career decision-making 
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self-efficacy, which is one’s confidence in completing tasks related to their vocational 

development. This indicates that there might be an effect of supervisor support, but that there 

are other factors involved in the relationship  

Conclusion 

 This study shows that adopting a professional skills growth mindset does enhance 

one’s career adaptability, and on the other side, adopting a professional skills fixed mindset 

does not enhance one’s career adaptability. It cannot be said that supervisor support can 

enhance the relation between professional skills growth mindset and career adaptability, 

therefore more research is needed in the field of support from either their supervisor or the 

social network of an employee. 
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Figure 4.  

Cook’s Distance Graph 
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