Psychology Research and Behavior Management

Dove

ORIGINAL RESEARCH

The Mediating Effect of Self-Regulation on the
Association Between Growth Mindset About
Work and Living a Calling Among Primary and
Secondary School Teachers

Leigang Zhang®'?

Yuzhu Zhang'?

'School of Psychology, Inner Mongolia
Normal University, Hohhot, Inner
Mongolia Autonomous Region, People’s
Republic of China; 2School of Teacher
Education, Shaoxing University, Shaoxing,
Zhejiang Province, People’s Republic of
China; *Hohhot Vocational College,
Hohhot, Inner Mongolia Autonomous
Region, People’s Republic of China

Correspondence: Yuzhu Zhang
Hohhot Vocational College, Provincial
Highway 101, Saihan District, Hohhot,
Inner Mongolia Autonomous Region,
010051, People’s Republic of China
Email nsdzyz@163.com

Purpose: Given that extensive studies have documented the wide-ranging benefits of living
a calling, determining whether and how living a calling can be improved is of great
importance. Although recent research implies that a growth mindset about work may link
to self-regulatory processes and living a calling, little research to date has directly examined
the relationships between these variables. Building on Burnette’s SOMA model, this study
was designed to examine the premise that a growth mindset about work was a predictor of
living a calling and to explore the mediating role of self-regulation in the growth mindset
about work—Iliving a calling link.

Methods: This cross-sectional study was conducted among educational professionals in
China. Data were collected from 608 primary and secondary school teachers on growth
mindsets about work, self-regulation and living a calling. A structural equation model was
used to test the hypothesis that self-regulation would mediate the relationship between
a growth mindset about work and living a calling.

Results: Consistent with our premise, a growth mindset about work was positively asso-
ciated with living a calling. Also, a growth mindset about work was significantly associated
with self-regulation strategies in terms of goal setting, perseverance, decision making, and
learning from mistakes. As hypothesized, a growth mindset about work was related to higher
levels of living a calling via goal setting, perseverance, and learning from mistakes.
Conclusion: The findings contribute to the increasing breadth of the growth mindset
literature across various contexts and its consequences for one’s living a calling, which
expand the nomological web of correlates of growth mindset about work. Furthermore, these
findings suggest that fostering a growth mindset about work may facilitate adaptive beha-
viors and, thereby, serve as a calling intervention.
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Introduction

During the last two decades, the concept of career calling has been an important
topic within vocational psychology due to its positive effects on career-specific
constructs, such as career preparation,]’2 career adaptability,3 career commitment,”
vocational identity,” job crafting,® and career satisfaction.” Most importantly, career
calling can alleviate the negative effects of work stress and burnout on well-being,®
motivate employees to fully engage in work and derive meaning from work.’
Specific to the teaching profession, a sense of calling is considered as an important
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motivational factor for teachers. It is widely recognized
that those who view teaching as their calling are likely to
be more enthusiastic and motivated toward their work, and
are more willing to accept the extra duties that often
accompany the teacher’s role.'” Additionally, such tea-
chers feel that their work has a positive effect on their
students or on society in general. In China, research on
calling is still at an early stage. Several empirical studies
have demonstrated that career calling is positively related
to job performance and work well-being of Chinese
teachers.'""'*

The concept of career calling within occupational and
counseling psychology has been acknowledged and dis-
cussed for several decades. For example, Dobrow and
TostiKharas defined calling as “a consuming, meaningful
passion people experience toward a domain”.'* Dik and
Duffy viewed calling as “a transcendent summons to
a meaningful career that is used to serve others”.'!
Regardless of the specific definition, a calling represents
a career that is personally meaningful and prosocial in
nature, which is clearly distinguished from other related
work constructs, such as work engagement and
commitment.'* For example, teacher candidates often
report that their career choices stem from a desire to
create a better future or society. Although research with
samples of diverse working adults has reported that more
than 50% of this population may experience a calling,'’
only a portion can actually pursue and actualize their
calling in their current careers. It does mean that having
a calling is not necessarily synonymous with living
a calling. Thus, a particularly important distinction has
to be made between having and living a calling.'®
Roughly, having a calling refers to the degree to which
an individual believes she or he is called to a particular
line of work, whereas living a calling refers to the degree
to which one is currently living their calling. A growing
number of studies have found that living a calling is more
strongly associated with well-being than does having a -
calling.'”'® Furthermore, relative to living a calling, hav-
ing a calling is not always sufficient to yield positive
work and life outcomes.'® Taken together, the positive
effects of having a calling may be contingent upon
whether a person is able to actually live it. Considering
that living a calling underlies the benefits of a calling, it
would be of great value to identify individual and orga-
nizational factors that allow people to successfully live
their calling.

The majority of research on living a calling has almost
exclusively been concerned with assessing the variables
that account for the linkage between having a calling and
living a calling.?**' Also, although research has recently
started to investigate determinants of living a calling, most
existing studies have focused primarily on contextual
factors.”>?* Recent research has demonstrated that indivi-
duals with lower socioeconomic status are just as likely as
others to have a calling, but are less likely to successfully
live their calling, as they have restricted access to voca-
tional opportunity that decreases their ability to feel
a sense of work meaning and work volition in pursuing
a career path. In contrast, individuals from higher social
status backgrounds are more likely to experience higher
feelings of living a calling, as they can concentrate more
on higher order needs at work,** and sense more autono-
mous and fulfilling work.>> However, extant research on
the antecedents of living a calling mainly considers indi-
viduals as passive occupants of the jobs,*® and neglect the
fact that personal agency is essential to objective and
subjective career success.”’ In addition, since social status
is more stable and impossible to change in the short term,
future study on factors of living a calling should focus on
positive psychological traits, which can be fostered
through intervention. Therefore, this study aimed to exam-
ine the relationship between a growth mindset about work
and living a calling, and account for the mediating role of
self-regulation. The SOMA model (setting, operating,
monitoring, and achieve) was used as a framework.”® In
this identified as
a potential mediating factor that explains the psychological

model, self-regulation has been
processes underlying the relationship between a growth
mindset and goal achievement. Figure 1 shows the

hypothetical mediation model.

Theory and Hypothesis
Growth Mindset About Work and Living

a Calling

Mindset  theory,°

rooted in 31,32

implicit theories,
assumes that individuals vary in their beliefs about the
stability of human characteristics, such as intelligence,”’
personality,’® and creativity.”> Some people endorsing
a growth mindset believe that characteristics are malleable
and can be cultivated or developed, whereas others endor-
sing a fixed mindset believe that such characteristics are
stable.’® Mindsets are at the core of people’s meaning

systems,”’ the cognitive structures that shape how people
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Figure | Proposed structural model.

interpret efforts, construct explanations, form expectations,
and guide action in response to different objects and
events, particularly during challenging circumstances. In
particular, a growth mindset helps people free themselves
from concerns about their current abilities, and motivates
them to seek learning opportunities to develop new
skills.*®2? Interestingly, it is possible to shift from
a fixed to a growth mindset. Although the concept of
mindsets is well-studied in the education literature, the
idea of a growth mindset is less represented in human
resource development scholarly literature. As Burnette
et al. suggest, individuals may believe that there are
a limited number of careers that would be well-matched
(i.e. fixed mindset about work), or that careers develop by
overcoming challenges and obstacles (i.e. growth mindset
about work).*> Previous studies have linked the growth
mindset with various positive effects in workplaces, such
as increased work engagement, productivity and creativity
in organizations.*' Essentially, a growth mindset about
work represents confidence and personal agency in the
personal growth and career development. Consequently,
given the large body of research presented above and,
specifically, the work of Burnette et al., we expect that
employees’ growth mindsets about work may influence
their living a calling.

Researchers generally agree on the long-term nature of
calling instead of the episodic duration of work engage-
ment or experience of “flow”.*? Hall and Chandler viewed
the development of the career calling “as an ongoing,
cyclical process, involving deep exploration of personal
goals, trial efforts, and reflection on success”.** According
to the view of Hall and Chandler, living a calling therefore
can be illustrated as a sense of meaningful work experi-
ences that emerges when people are able to engage in
fulfilling work. In other words, it may represent a form

of optimal experience. Conceptualized as personally ful-
filling, living a calling predicts or causes greater achieve-
ment and fulfillment of potential. However, due to diverse
financial, structural, and social constraints, which hinder
people from realizing their occupational aspirations and
limit their work volition, some people are unable to choose
desired jobs or careers that are in line with their interests
or preferences.** Thus, these people who do have a strong
calling are unable to live their calling. Nevertheless, living
out a calling can be experienced if people exert more effort
on tasks, strengthen psychological commitment toward
their career,”? and engage in adaptive self-regulatory stra-
tegies. Although there is no direct evidence provided to
support the link between a growth mindset and living
a calling, we speculate that a growth mindset about work
may have the potential to foster living a calling, as
a growth mindset that a job is mutable leads to a range
of adaptive responses within the career domain.*’ For
example, a growth mindset helps people stay focused on
their goals,*® and influences individuals® strategies which
they have used to cope with the barriers encountered in
implementing their goals and the ways in which they seek
and do their jobs.*’

Growth mindset about work can be conceived of as
a psychological strength that manifests as personal agency
in career development. It plays a critical role in energizing
the problem-solving process and continued goal pursuit
when faced with challenges. Once individuals choose and
begin to establish a goal, their growth mindset elicits
increased perceptions of control over attaining the goal,
which allows individuals to fully commit themselves to
long-term developmental goals. Conversely, fixed mindset
impedes individuals’ task progress. Extant literature has
demonstrated that a growth mindset can facilitate work

48,49

engagement and  feedback-seeking  behavior.”
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Individuals endorsing a growth mindset are sensitive to
probability of success, have higher levels of desires for
advancement and accomplishment, and can better under-
stand the best direction to focus their career development
because they believe a successful career can be achieved
through hard work. Consequently, they are likely to redou-
ble and optimize their efforts to minimize the discrepancy
between current performance and future goals, and move
closer to desired goals, ultimately experiencing a sense of
meaning in their work. Additionally, it is important to note
that growth mindset relates to increased job satisfaction.”'
When employees derive high meaning and deep enjoy-
ment from their work, they will experience more living
a calling. In sum, individuals who endorse the belief that
a successful career can be developed and that they can
achieve their future career goals are more likely to feel
they are actually living out their calling than those who
believe careers are destined.

Hypothesis 1: Growth mindset about work is positively
related to living a calling.

Growth Mindset About Work and

Self-Regulation
Self-regulation, defined as “a highly adaptive, distinctively
human trait that enables people to override and alter their

2 52
responses -,

exists in a remarkably broad range of challen-
ging behaviors across a wide variety of contexts. Self-
regulation is a multifaceted process, consisting of three
integral components of processes: goal setting entails for-
mulating plans, goals or standards, goal operating involves
a range of goal-oriented actions, and goal monitoring refers
to a consideration of potential obstacles and available
resources for achieving success.”® According to Carver
and Scheier,> who conceptualized self-regulation as goal-
directed and feedback-controlled behaviors, self-regulation
is an important process in cognitive control theory, which
highlights the cognitive variables that are assumed to enable
people to exercise personal agency in their career develop-
ment. Growing evidence indicates that people often utilize
cognitive, affective, and motivational resources to shape
their career development by striving for goals or adjusting
their goals.>® As a consequence, the concept of self-
regulation has received much scholarly attention because
it may serve as a mental resource that motives people to
sustain effective engagement in particular activities, and
drives people to pursue adaptive long-term developmental

55

goals.”™ Given the importance of self-regulation for

successful goal-striving, identifying factors related to better
self-regulation is critical, especially when facing setbacks.
Dweck’s social-cognitive model of motivation suggests
that implicit theories would be associated with an array of
The
a growth mindset is thought to be mainly intrinsic and

self-regulatory  processes.>® motivation behind
enhancement-driven, with an emphasis on mastery and
flexibility in responding to and dealing with work-related
challenges. However, existing studies have shown that the
growth mindset on self-regulatory processes is inconsis-
tent. On the one hand, considerable research demonstrates
that individuals holding a growth mindset engage in var-
ious motivational and behavioral processes that direct their
attention toward meaningful career-related activities, and
sustain their perseverance of effort, which results in an
increased likelihood of goal success.’’® On the other
hand, some studies have shown null effects or negative
effects of a growth mindset on self-regulatory processes.””
To integrate these mixed findings, Burnette et al. con-
ducted meta-analyses, and found that growth mindset
would predict goal setting, goal operating, and goal
monitoring.*® In particularl, individuals who recognize
that ability can be developed over time tend to focus
more on learning goals, believe in the utility of effort,
and adopt mastery-oriented strategies,’” such as learning
from mistakes and accepting feedback and criticism.®'"*%*
The higher a growth mindset people hold, the more active
and effective self-regulatory strategies they use. Also,
motivation theories lend support to an important role of
a growth mindset in achievement motivation, goal orienta-
tion, and self-regulation.Thus, cultivating growth mindsets
may function as a promising approach for altering percep-
tions of effort and enhancing self-regulation. Based on the
above arguments, we suggest that individuals who believe
a successful career is mostly a matter of learning to grow
within the job are characterized by an eagerness to learn
and develop themselves, strong self-regulation and a high
ability to cope with career barriers.

Hypothesis 2: Growth mindset about work is related to
adaptive, mastery-oriented self-regulatory processes.

The Mediating Role of Self-Regulation

Self-regulation theory is central to the understanding of
human behavior, and has been used to illuminate a variety
of phenomena in career management.®® It addresses the
psychological process through which people regulate their
cognition, emotions, and actions in career development
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and progress. Self-regulation can be seen as a process of
achieving goal results in the face of setbacks that would
otherwise prevent achievement of these goals.®*
Researchers have empirically demonstrated that adaptive
self-regulatory processes play an influential role in opti-
mizing the person-job fit,>> coping with external
constraints,*® facilitating progress towards a future
career,’”” and building a satisfactory career path over
time.®® As such, self-regulation is theorized to be
a prerequisite of complex cognitive abilities in humans,
and is essential for personal adjustment and achievement.
Although the consequences of self-regulation are well
established in career literature, there has been little
research investigating the link between self-regulation
and living a calling.

Some existing research argues that the discrepancy
between having a calling and living a calling arises
when people fail to freely pursue a specific career that
matches with his or her calling due to individual or
contextual factors. From a cognitive control theory per-
spective, the degree of discrepancies between current
career choices and idealized career aspirations is depen-
dent on the level of positive career-related activities they
are engaging in, such as active career self-regulatory
behavior.®” For example, seeking career guidance, an
example of a self-regulatory strategy, serves as
a protective factor in weakening the relationship between
career compromise and career distress.”’ Self-regulation
involves the individual’s ability to modulate emotions
and behaviors in order to accomplish goal-oriented activ-
ities, and allow a person to delay gratification in the short
term to attain the most desired outcomes.”' When people
self-regulate, they are guiding or adjusting their beha-
viors to maintain the agreement between what they are
doing and what they intend and would like to do. Thus,
the logical nexus between self-regulation and living
a calling is clear. Previous research demonstrated that
self-regulation was positively associated with volition
and commitment,”* which are causal predictors of living
a calling. Overall, as an adaptive human ability, self-
regulation would predict increased levels of living
a calling. Specifically, individuals with higher self-
regulation ability tend to exert more effort into work,
persist in the face of constraints, and manage their own
career in the desired direction, thus resulting in higher
levels of living a calling. Based on a review of prior
literature, a positive relationship between self-regulation

and living a calling can be expected.

Hypothesis 3: Self-regulation is positively related to living
a calling.

Research has begun to examine the underlying pro-
cesses that can explain the positive relation between
a growth mindset and goal achievements. For example,
the SOMA model has been recently developed to better
understand how a growth mindset influences goal
achievement.”® This model synthesizes implicit theories
and self-control theory, and stresses the motivational and
effortful control processes underlying the relationship
between a growth mindset and goal achievement. Within
this theoretical model, a growth mindset as a motivational
construct predicts self-regulatory processes in terms of
goal setting, goal operation, and goal monitoring, which
contribute to goal achievement. According to the SOMA
model, and taking into consideration the study carried out
by Praskova et al. who observed a positive relationship
between a calling and self-regulatory processes,”” we
expect the employees with a growth mindset about work
to engage in active self-regulatory strategies, such as pur-
suing learning goals and adopting mastery-oriented strate-
gies. These self-regulatory strategies, in turn, shape
adapting behaviors to live a calling out. In short,
a growth mindset about work can influence one’s living
a calling via influencing the self-regulatory strategies.
Thus, we draw upon the SOMA model as an overarching
framework to theorize the mediating role of self-regulation
in the relationship between a growth mindset about work

and living a calling.

Hypothesis 4: Self-regulation mediates the relationship
between a growth mindset about work and living a calling.

Materials and Methods

Procedure and Participants

This study used survey data that were collected from
a convenience sample of 12 primary and secondary
schools in Zhejiang Province, China. With the assistance
of the local education authorities, teachers were invited to
complete an online survey. A total of 650 teachers volun-
tarily participated in this study. At the start of the study,
teachers were informed about the aims of this study and
the anonymity of their participation. They were then
asked to fill out the self-reported questionnaires. They
did not receive any compensation for their participation.
Due to improper completion, 42 copies were discarded,
yielding a final sample of 608 participants for data
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analysis. The sample ranged in age from 25 to 58 years
with mean age of 35.62 years (SD = 11.57). In terms of
the educational level, 173 teachers were below
a Bachelor’s degree (28.45%), 422 teachers attained
a bachelor’s degree (69.41%), only 13 teachers obtained
a Master’s degree (2.14%). This study was approved by
the Shaoxing university ethics committee.

Measurement

The questionnaire was constructed to assess growth
mindsets about work, self-regulation, and living a calling
along with several control variables. As questionnaires
were originally constructed in English, we created
Chinese versions using a back-translation procedure
recommended by Brislin.”* First, a translation into
Chinese was made by a native Chinese scholar who is
fluent in English and then a back-translation into English
was made by a English researcher with excellent knowl-
edge of Chinese. This procedure ensures that the translated
survey items precisely transmitted the meaning of the
original English version. All items were scored on
a 5-point Likert-type scale ranging from 1 (strongly dis-
agree) to 5 (strongly agree), with higher scores reflecting
higher levels of the construct. All items for the three
constructs are shown in Table 1.

Implicit Theory of Work Scale (ITWS)

The 5-item Implicit Theory of Work Scale (ITWS),
adapted by Burnette and Pollack,*® was administered to
measure the growth mindset about work. A sample item is
“A successful career is mostly a matter of learning to grow
within the job”. In this study, Cronbach’s alpha was 0.83.

Short Version of Self-Regulation
Questionnaire (SV-SRQ)

The Short Version of Self-Regulation Questionnaire (SV-
SRQ), adapted by Pichardo et al.”> was used to assess
participants’ ability to regulate their behaviors in order to
achieve desired future outcomes. It is a 17-item scale
which consists of four subscales: goal setting (six items;
e.g., “I set goals for myself and keep track of my pro-
gress”), perseverance (three items; e.g., “I have a lot of
willpower”), decision making (five items; e.g., “I have
trouble making up my mind about things”), and learning
from mistakes (three items; e.g., “I learn from my mis-
takes”). Some items were reverse-coded to be in the posi-
tive direction. In our sample, the Cronbach’s alpha of the

four subscales were 0.89 for goal setting, 0.86 for perse-
verance, 0.87 for decision making, and 0.82 for learning
from mistakes.

Living a Calling Scale (LCS)

The 6-item Living a Calling Scale (LCS), developed by
Duffy et al.'” was used to assess participants’ current
levels of living a calling. A sample item is “I have regular
opportunities to live out my calling”. Cronbach’s alpha for
the scale was 0.88 in our sample.

Control Variables

Demographic characteristics including age, gender, educa-
tional level, tenure were used as control variables, because
these variables were found to influence living a calling.'”
They were collected using the following single items:
“What is your age?”, “What is your gender?”, “What is
your highest level of education?”, and “How long have
you worked in this school”.

Statistical Analysis
The IBM SPSS Statistics 25.0 and AMOS 20.0 were used
to test the reliability and validity of measurements, and the
hypothesized model. First, confirmatory factor analysis
(CFA) using maximum likelihood estimation was con-
ducted to test the construct validity of the Chinese
versions of all scales. Additionally, the average variance
extracted (AVE) and construct reliability (CR) were calcu-
lated to provide evidence of convergent validity, which
should be higher than 0.50 and 0.70 respectively.
Cronbach’s alpha was calculated as measure of reliability.
The measurement model was assessed to ensure all latent
variables were independent. Parcels rather than individual
items were used as indicators of the latent variables by
following the parceling procedure that averaged lower
loaded items with higher loaded ones.”® The advantages
of item parceling comprise stronger model fit and fewer
parameters. Model fit was assessed with the comparative
fit index (CFI), Tucker-Lewis index (TLI), root mean
squared error of approximation (RMSEA), and standar-
dized root mean squared residual (SRMR). CFI and TLI
values greater than 0.90, RMSEA values below 0.06, and
SRMR values below 0.08 indicate good model fit.”’
Then, the common method variance (CMV) was estimated
using Harman’s one-factor test. Pearson correlation analysis
was conducted to examine the relationships between growth
mindsets about work, self-regulation, and living a calling.
Third, structural equation modeling (SEM) was conducted to
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Table | Items and Standardized Factor Loading Scores for Confirmatory Factor Analysis, Cronbach o, CR and AVE

Factor Cronbach a | CR | AVE
Loadings
Growth mindset about | The ideal career develops gradually over time. 0.75 0.83 0.89 | 0.54
work
A successful career evolves through hard work and resolution of 0.74
incompatibilities.
A successful career is mostly a matter of learning to grow within the 0.71
job.
Challenges and obstacles in a career can make employees even 0.70
stronger.
It takes a lot of time and effort to cultivate a good career. 0.76
Self-Regulation
Goal setting | set goals for myself and keep track of my progress. 0.78 0.89 0.92 | 0.58
Once | have a goal, | can usually plan how to reach it. 0.73
If I make a resolution to change something, | pay a lot of attention to 0.76
how | am doing.
| have a hard time setting goals for myself. 0.74
| usually keep track of my progress toward my goals. 0.81
| have trouble making plans to help me reach my goals. 0.79
Perseverance | have a lot of willpower. 0.72 0.86 0.90 | 0.54
| get easily distracted from my plans. 0.77
| am able to resist temptation 0.71
Decision making | have trouble making up my mind about things. 0.70 0.87 0.89 | 0.55
| put off making decisions. 0.86
When it comes to deciding about a change, | feel overwhelmed by the 0.72
choice.
Little problems or distractions throw me off course. 0.70
| have so many plans that it’s hard for me to focus on any one of them. 0.72
Learning from mistakes | | do not seem to learn from my mistakes. 0.78 0.82 093 | 0.57
| usually only have to make a mistake one time in order to learn from 0.76
it.
| learn from my mistakes. 0.72
Living a calling | have regular opportunities to live out my calling. 0.89 0.88 095 | 0.76
| am currently working in a job that closely aligns with my calling. 0.84
| am consistently living out my calling. 091
| am currently engaging in activities that align with my calling. 0.86
I am living out my calling right now in my job. 0.84
I am working in the job to which | feel called. 0.90
Abbreviations: CR, construct reliability; AVE, average variance extracted.
Psychology Research and Behavior Management 2021:14 https: 1681
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assess the hypothesized structural model. For the mediation
analysis, we applied 2000 bootstrap iterations for an additional
test of significance using the Preacher and Hayes multiple
mediation macro.”® 95% bias-corrected bootstrap confidence
intervals for the indirect effects were computed. If zero is not
included in the range of the 95% confidence intervals, the
mediation is statistically significant at the p<0.05 level.

Results
Reliability and Validity of the

Measurement

Prior to testing the hypothesized structural model, the
Chinese versions of implicit theory of work, self-
regulation, and living a calling scale were validated to
ensure that they were psychometrically sound. A series
of confirmatory factor analyses using maximum likelihood
estimation were conducted to examine the construct valid-
ity of each measurement. The results showed that the 17-
item four-factor model of self-regulation was a good fit
(//df = 2.39, CFI = 0.96, TLI = 0.95, RMSEA = 0.07,
SRMR = 0.05), with the CFI and TLI approaching 0.90,
and RMSEA meeting the criterion of 0.08. To establish
that the four-factor model is more suitable than alternative
factor structures, we conducted a comparison with a one-
factor model, where all items loaded on a single factor. As
expected, the one-factor model (;(Z/df = 5.51, CF1 = 0.73,
TLI=0.71, RMSEA = 0.14, SRMR = 0.12) fitted the data
significantly worse than the four-factor model. In a similar
vein, a growth mindset about work was confirmed as
a one-factor construct with five items (y2/df = 2.97, CFI
= 0.96, TLI = 0.95, RMSEA = 0.06, SRMR = 0.05).
Living a calling was demonstrated as a one-factor con-
struct with six items ()(Z/df: 1.63, CFI1 =0.97, TLI = 0.95,
RMSEA = 0.06, SRMR = 0.05). All factor loadings ranged
from 0.70 to 0.86, and were statistically significant.

To provide further evidence for the convergent validity
of our measurements, we examined each factor’s compo-
site reliability (CR) and average variance extracted (AVE).
The CFA factor loadings, Cronbach’s alphas, CR and AVE
are presented in Table 1. All the constructs exhibited CR
values above 0.7, ranging from 0.89 to 0.95. All the AVE
scores were above 0.50, providing evidence of good con-
vergent validity. Cronbach’s alphas of all factors ranged
from 0.83 to 0.89, showing good internal consistency. In
sum, these analyses supported the reliability and validity
of the constructs.

Measurement Model Testing

Discriminant validity was assessed by conducting CFA to
compare measurement models. As recommended by
Weston and Gore,’® we used item parcels as indicators of
constructs that were assessed by more than five items.
Given that growth mindset, perseverance, decision mak-
ing, and learning from mistakes have less than five items,
their respective items are treated as observed indicators for
corresponding latent variable. As both goal setting and
living a calling have six items, three item parcels were
created for each construct. We compared the proposed six-
factor solution distinguishing between growth mindset,
goal setting, perseverance, decision making, learning
from mistakes, and living a calling to two alternative
models. Specifically, we estimated a one-factor model
where all variables were hypothesized to load onto one
factor. Next, a two-factor model where items from growth
mindset and four self-regulatory strategies were set on
a one factor, and living a calling loaded on the second
factor. The measurement model showed good fit statistics
for the six latent variables (y*/df = 2.64, CFI = 0.91, TLI =
0.90, RMSEA = 0.07, SRMR = 0.06), providing evidence
of discriminant validity of these variables. Both the one-
factor model (y*/df = 7.68, CFI = 0.68, TLI = 0.65,
RMSEA = 0.22, SRMR = 0.20) and the two-factor
model (*/df = 4.71, CFI = 0.75, TLI = 0.74, RMSEA =
0.18, SRMR = 0.15) did not fit the data well.

Common-Method Bias Test

We used Harman’s single factor method to estimate com-
mon method variance in the present study. The result
revealed that the first factor accounted for 32.69% of
variances, which was less than 50% of variance,”® indicat-
ing that there was no obvious common-method bias in this
study.

Descriptive Statistics and Correlation
Analysis

The scores of growth mindsets about work, self-regulation,
and living a calling were compared with demographic
characteristics of the participants. Table 2 shows the
results of the independent-samples t-test and one-way
ANOVAs, and Table 3 presents correlations of the study
constructs. Growth mindset about work was positively
0.39,
p <0.01 for goal setting; r = 0.58, p <0.01 for persever-

related to four self-regulation strategies (r =

ance; r = 0.59, p <0.01 for decision making; r = 0.40,
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Table 2 Teachers’ Demographics and the Level of Growth Mindset About Work, Self-Regulation, and Living a Calling

Variables n Growth Mindset About | Goal Perseverance | Decision Learning from Living
Work Setting Making Mistakes a Calling

Gender

Male 211 3.4610.69 3.35+0.55 3.33£0.50 3.18+0.43 2.90+0.68 3.41£0.55

Female 397 3.30+0.70 3.24+0.53 3.15£0.55 3.04+0.38 2.88+0.61 3.35+0.51

t 2.73 233 4.05 4.01 0.41 1.34

p 0.007 0.020 0.000 0.000 0.68 0.18

Educational level

Junior college or 173 3.39+0.77 3.34+0.57 3.2310.54 3.07+0.53 2.84+0.67 3.3040.52

lower

Bachelor’s degree | 422 3.41+0.67 3.30+0.54 3.2940.52 3.16+0.37 2.910.65 3.42+0.54

Master’s degree 13 3.48+0.60 3.33x0.41 3.07£0.36 3.05+0.23 2.94+0.63 3.57+0.72

F 0.12 0.39 1.78 3.10 0.83 4.09

p 0.889 0.68 0.17 0.046 0.441 0.017

Working years

1-5 years 196 3.37+0.62 3.21+0.46 3.23£0.49 3.15+0.44 2.87+0.58 3.30£0.53

6—10 years 192 3.42+0.76 3.24+0.61 3.2610.56 3.09+0.43 2.89+0.72 3.38+0.47

11-15 years 13 3.33x0.71 3.31+0.54 3.24+0.57 3.15+0.36 2.82+0.64 3.47+0.56

16-20 years 38 3.68+0.70 3.57+0.48 3.2940.36 3.05+0.37 3.09+0.81 3.28+0.64

> 21| years 69 3.4410.64 3.64+0.47 3.43£0.51 3.260.37 2.99+0.62 3.63£0.57

F 1.98 11.72 2.05 2.66 1.57 5.8l

p 0.097 0.000 0.007 0.032 0.18 0.000

Table 3 Pearson Correlations Among the Latent Variables

Variables I 2 3 4 5

|. Growth mindset -

about work

2. Goal setting 0.39%* -

3. Perseverance 0.58%F | 0.72%* -

4. Decision making 0.59% | 0.61** | 0.70%* -

5. Learning from 0.49% | 0.51** | 0.54* | 0.63** -
mistakes

6. Living a calling 0.50%F | 0.49*%* | 0.51%F | 0.52%* | 0.42**

Note: *p < 0.01.

p <0.01 for learning from mistakes), and living a calling (r
=0.50, p <0.01). Self-regulation strategies were positively
related to living a calling.

Structural Model Testing

After verifying the measurement model, we analyzed the
structural model and tested our hypotheses. Structural
equation modeling was conducted using AMOS 20.0
with maximum likelihood estimation to test the hypothe-
sized mediation model in which growth mindset about

work was related to living a calling via the four self-

regulation strategies (Figure 2). This model also included
the direct path from growth mindset about work to living
a calling. The hypothesized model was an adequate fit with
the data (y*/df = 1.88, CFI = 0.96, TLI =0.95, RMSEA =
0.05, SRMR = 0.05). As expected, growth mindset about
work was positively related to living a calling (8 = 0.22,
p<0.01), goal setting (8 = 0.39, p<0.01), perseverance (S =
0.58, p<0.01), decision making (f = 0.59, p<0.01), and
learning from mistakes (f = 0.50, p<0.01), supporting
hypothesis 1 and 2. Also, there were significant positive
paths from goal setting (f = 0.15, p<0.01), perseverance (f
= 0.17, p<0.01), and learning from mistakes (f = 0.14,
p<0.01) to living a calling; but the path from decision
making to living a calling was not significant (f = 0.09,
p>0.05).

To further assess the indirect effects in a multiple med-
iator model, bootstrapping techniques with 2000 samples
was performed using the Preacher and Hayes multiple
mediation macro.”® 95% confidence intervals were calcu-
lated for the upper and lower potential limits of these
indirect effects. Mediation is indicated if the 95% confi-
dence intervals for the mediation models do not include
zero. As can be seen in Table 4, bootstrap analyses
revealed significant indirect effects of a growth mindset
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0.22**

Growth mindset
about work

0.50**

Goal setting

Perseverance

Decision
making

Learning from
mistakes

Living a
calling

0.14*

Figure 2 Mediating role of self-regulation in the relationship between growth mindset about work and living a calling.

about work on living a calling via goal setting (95% CI:
[0.02, 0.09]), perseverance (95% CI: [0.03, 0.14]), and
learning from mistakes (95% CI: [0.02, 0.09]), with the
exception of decision making (95% CI: [-0.01, 0.09]). The
direct path from growth mindset about work to living
a calling also reached significance (95% CI: [0.11, 0.24])
even after including the indirect effects of the three self-
regulatory strategies, thus confirming that the relationship
between growth mindset and living a calling was partially

mediated by self-regulation, providing support for
Hypothesis 4.
Discussion

Following the SOMA model, which is congruent with self-
regulation theory®® and cognitive control theory,®' the
current study examined a new concept of growth mindset
about work and its association with self-regulation, and
living a calling among teachers, in order to characterize

more precisely how a growth mindset is related to calling.
Specifically, we hypothesized that self-regulation mediated
the effect of a growth mindset about work on living
a calling. Consistent with our assumptions, a growth mind-
set about work was positively associated with self-
regulation and living a calling. In addition, our findings
confirmed the theorizing that self-regulatory processes
mediated the link between a growth mindset about work
and living a calling, supporting the assumption of SOMA
model. Individuals who firmly believe a successful career
is developable are more engaged in self-regulatory beha-
viors to guide goal progress, which will then enhance
living a calling. These results complement and extend the
growth mindset theory and calling literature.

Regarding the direct effect of a growth mindset about
work on living a calling, although causal inferences cannot
be drawn in this study, our results demonstrated that
a growth mindset about work might serve as an effective

Table 4 Bootstrapped Estimates for the Direct and Indirect Effects with 95% ClI

Effect Model Paths Estimate SE 95% Confidence Intervals
Lower Upper
Direct GMW — LC 0.17 0.03 0.11 0.24
Indirect GMW — GA — LC 0.05 0.02 0.02 0.09
GMW — Per— LC 0.08 0.03 0.03 0.14
GMW — DM —LC 0.04 0.03 —-0.01 0.09
GMW — LM—=LC 0.05 0.02 0.02 0.09

Abbreviations: GMW, growth mindset about work; GS, goal setting; Per, perseverance; DM, decision making; LM, learning from mistakes; LC, living a calling.
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predictor of living a calling, indicating that cultivating
a growth mindset about work can be a promising route
to living a calling. Although scholars have traditionally
presumed that individuals who are living out a felt calling
tend to feel more committed to their careers and report

*7 our results are closer to those

greater job satisfaction,
who argue that living a calling should also be positioned as
an outcome variable. Duffy et al.,'® for example, suggest
that living a calling may be viewed as the achievement of
a meaningful, stimulating and satisfying career rather than
the beginning of one.

Duffy et al.'® emphasized that the majority of people
attributed the origin of their callings to a perfect fit with
their jobs. This perspective suggests that individuals are
unable to live out their calling when jobs or goals are not
suitable and compatible with their interests or skills.
Although past research showed that larger discrepancies
between the current and desired states may lead to an
increase in an effort toward that goal,®® our research
confirmed that growth mindsets, which accurately reflect
how efficacious one feels with regard to resolving obsta-
cles and constraint related to career, may act as driving
forces for narrowing the gap between having a calling
and living a calling. Individuals with a growth mindset
about work tend to proactively set up their goals and
expectations, and express greater confidence about
achieving goals and strive more to achieve them.
Theory and evidence suggest that adopting a growth
mindset predicts adaptive cognitive and behavioral out-
comes, such as increased self—efﬁcacy,83 and resilience,*
greater character strengths usage, and stronger striving
for personal growth.*> As applied to work, individuals
who endorse the nature of work as malleable and alter-
able may view person-job misfits, discrepancies between
their current state and desired goals as opportunities for
development and task mastery rather than as declaration
of failure. In turn, they will implement a series of adap-
tive career strategies, such as expending more effort,*®
engaging in career exploration and planning,® to elim-
inate the discrepancies, ultimately experiencing living
a calling. Therefore, our findings indicate that a growth
mindset about work may function as a positive coping
mechanism to help employees sustain persistence, pre-
vent them from feeling helpless, and impel them to
generate effective strategies when confronted with
obstacles.

This study also sheds light on the potential mechanism
that explains how a growth mindset about work influences

living a calling. In line with the framework of the SOMA
model, which positions the self-regulatory progress as
a mediating mechanism underlying the effect of growth
mindset on goal achievement, our results revealed that
self-regulation in terms of goal setting, perseverance, and
learning from mistakes, partially mediated the relationship
between a growth mindset about work and living a calling,
although decision making was not a significant mediator.
that
a successful career can be developed are more likely to

Specifically, teachers exposed to the notion
set learning goals, monitor goal progress, persist through
challenges, reflect on mistakes and learn from experience,
thus they are internally rather than externally motivated to
maintain and perform an action to live out their calling.®’
In other words, a growth mindset about work might sti-
mulate the desire to adopt self-regulation strategies, which
helps close the gap between people’s perception of
a calling and actually living out their calling. Our findings
not only provide us with indications about the formation
process of living a calling, but contribute to conducting an
effective career interventions program for promoting liv-
ing a calling, considering that a growth mindset can be

cultivated.

Theoretical Implications

The current research has some theoretical contributions to
the extant literature on growth mindsets and calling. First,
our study makes an important addition to the limited set of
studies on outcomes of growth mindsets. Mindset theories,
also called implicit theories, are the basic beliefs that
people adopt to organize their world and to guide their
behavior. Although mindset theory originates from the
academic context, it has been expanded to explain motiva-
tion and behavior in various social domains.®> However,
few studies to date have investigated the benefits of
growth mindsets in career literature. Our study indicated
that a growth mindset about work is positively related to
living a calling, adding to the literature on the benefits of
a growth mindset. Second, our study contributes to the
scant literature on antecedents of living a calling by exam-
ining the positive effect of a growth mindset about work
on living a calling. Although scholars appreciate the
importance of living a calling to employee behaviors and
workplace outcomes, factors that predict it and methods to
promote it are yet to be completely understood, especially
from a personal perspective. Our findings indicate that
a growth mindset about work may be a predictor of living
a calling, and highlight the need to integrate growth
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mindsets into the theoretical models from calling litera-
ture. Third, the current study provides further evidence for
the fit of an established model of SOMA, and supports its
application for understanding the relationship between
a growth mindset about work, self-regulation, and living
a calling. Concretely, a growth mindset about work posi-
tively associates with learning goals, perseverance, and
learning from mistakes, thereby leading to higher levels
of living a calling.

Practical Implications

Our results have several practical implications for teacher
career development and the quality of schooling. Although
a sense of calling is common among teachers, teachers do
not always fulfill their calling, due to various causes, includ-
ing barriers in the workplace and limited opportunities for
career advancement. As suggested from the results of this
research, that a growth mindset about work is related to
effective self-regulatory processes and living a calling, our
findings can increase teachers’ understanding about the
potential benefits of a growth mindset, and also help princi-
pals recognize that fostering a growth mindset in teachers
may be an important way to bring them to teaching and keep
them engaged in their work. Evidence shows that a growth
mindset may be primed or activated through positive cases
and suggestions. Therefore, principals can incorporate a role
model. Additionally, teachers can often be informed about
the importance of hard work and of adopting effective self-
regulatory strategies in the face of challenging circum-
stances. The results of the current study also uncovered an
important mechanism through which a growth mindset
about work influences living a calling via self-regulation.
Identifying the mediating role of self-regulation will help
career counselors understand their clients’ goal-setting and
pursuit processes, such as how they set goals, how they
interpret success and failure, and what they expect from
these goals.®® Of course, helping teachers shape self-
regulatory behaviors is important, but validating their work
experiences and acknowledging the constraints and barriers
they face are also critical.

Limitations and Future Directions

The results of this study need to be considered in light of
a number of limitations, many of which may be avenues for
future research. First, this study was cross-sectional, thereby
not only precluding any causal inferences, but limiting our
understanding of whether a growth mindset yields a long-
term impact on living a calling. A critical question for future

research involves better understanding the causal effects of
a growth mindset in career development, and if causal, how
to cultivate a growth mindset to increase self-regulatory
Future thus,
a longitudinal design or experimental approach to determine

success. research, needs to employ
causal evidence for the relationship between growth mind-
set, self-regulation, and living a calling. Besides, this study
relied on single-source self-report data, results might be
influenced by the common method bias and social desir-
ability bias. Future studies should make an effort to include
more objective measures. Second, our sample might not be
representative of the larger population of working adults,
thereby limiting the generalizability of our results. Though
living a calling is more prevalent in the educational setting,
it may manifest itself differently with working populations.
This may be especially true when trying to understand how
a growth mindset relates to work-related well-being. Future
scholars should consider replicating and extending these
findings in more representative samples. Moreover,
a direction for future research is to explore cultural variation
in the theories of growth mindset and calling. Third, the
present study focused only on the linkages between growth
mindset about work, self-regulation, and living a calling.
The underlying processes through which these positive
effects occur need further clarification, as these relation-
ships may be conditional. Thus, future studies should
further examine how and when a growth mindset relates
to living a calling and other positive outcomes. For exam-
ple, approach-oriented goals seem to be intertwined with
growth mindsets, therefore, should be considered as
a moderating variable involved in the self-regulation
model. In addition, further research is needed to assess
whether interventions designed to enhance a growth mind-
set about work and self-regulation at work can increase the

sense of living a calling.

Conclusion

Building on the work of Burnette et al. and the model of
SOMA, this research examined the relationships among
a growth mindset about work, self-regulation, and living
a calling. Our results demonstrated that a growth mindset
about work was positively related to adaptive self-
self-
regulation partially mediated the positive relationship

regulation and living a calling. Furthermore,

between a growth mindset and living a calling. The current
evidence suggests that a growth mindset about work can
meaningfully contribute to understanding why some peo-
ple are committed to, and passionate about their career.
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