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This study aims to explore the influence mechanism of personal initiative on the overall emergency management ability of enterprises so as to put forward effective measures to improve the emergency management ability. Based on social interaction theory and feature activation theory, the concepts of organizational support theory, executive power, and political skills were introduced to construct a corresponding theoretical model. We collected data through an online questionnaire to test this model via structural equation model analysis and regression analysis, with 208 participants of varying backgrounds. The results show that personal initiative can strengthen enterprise emergency management ability. The mediating effect of executive power between personal initiative and emergency management ability of enterprise has also been proved. In addition, the two adjustment variables of political skills and perceived organizational support both have a positive impact on the improvement of personal initiative and execution. Therefore, in order to improve the enterprise emergency management ability, it is suggested that enterprises should give full play to the personal initiative and improve the individual and overall executive power. The conclusion of this paper can provide new methodological support for improving emergency management ability.
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INTRODUCTION

Emergency management has been attracting attention from all walks of life in recent years (Chen, 2016; Lu and Zhang, 2016; Qin, 2016; Wu and Lei, 2019). At the beginning of 2020, the attack and rapid spread of the COVID-19 virus pushed the topic of enhancing emergency management capabilities to a new hot spot (Fu, 2020; Ma, 2020; Ni et al., 2020; Qiu et al., 2020). In the face of emergencies, under the orderly leadership of the state, effective use of the emergency management ability of the organization can effectively alleviate and contain the spread of adverse events, so it is very important to enhance this ability in daily work (Chang, 2017; Wang, 2018). In the research of various safety accidents and production hazards and other emergency management objects, human factors are always important strategic application points (Qi et al., 2020; Xu, 2020; Zhang, 2020). However, most of the previous research conclusions focused on the measures of safety awareness and professional skills training of training personnel (Wei et al., 2019; Kong et al., 2020; Ren and Nie, 2020), which belong to the category that organizations urge individuals to passively change to meet requirements under the pressure of security assessment and other policies. The role of personal initiative is often overlooked.

Some scholars pointed out that, in the face of a complex and changeable environment, corporate employees are not always passively restricted by them but tend to make breakthroughs and changes, make a series of active behaviors to understand and obtain the information as well as other resources needed for survival and development so as to effectively improve their adaptability to the work and organizational environment (Liu, 2008). At the same time, the modern organizational system and working environment also require employees to have a certain degree of initiative to be able to independently identify and solve problems in the case of completing the established tasks of the post, thereby promoting the smooth completion of the work of the enterprise (Chen and Chen, 2017; Shu, 2020). Campos et al. (2017) showed that, in the context of promoting the development of small businesses in West Africa, the effect of teaching personal initiative is better than that of traditional training. It can be concluded that personal initiative has a certain positive value in organizational activities, guiding people to think whether it can play a positive role in pursuing the improvement of enterprise ability. Through research and summary, personal initiative can increase the effectiveness of individuals and organizations, including enhancing individual creative thinking (Lisbona et al., 2018), improving working conditions in enterprises (Frese et al., 1997), improving job performance (Zhao Y. et al., 2020), etc. Thus, it can be used as an important criterion for the effectiveness of individuals and organizations (Teng, 2014). There are still many studies on personal initiative, but they rarely extend to the mechanism of the relationship between personal initiative and organizational ability.

Although many scholars have carried out in-depth research on the improvement measures and evaluation of personal initiative or enterprise emergency management capability, few scholars have combined these two variables for systematic analysis, nor have they explored the relationship between them and the implicit influence mechanism (Liu, 2008; Geng and Cheng, 2021). But, in real life, there is, indeed, a certain correlation between personal initiative and emergency management ability of enterprise. Individuals with higher initiative can consciously complete their duties, and they tend to actively and effectively provide ideas even when finding problems out of their duty (Teng, 2014). Therefore, companies with highly initiative employees perform their tasks more efficiently. In the face of emergencies, they are able to respond with stronger execution power. The effective exertion of personal initiative can reduce the loss caused by negative coping, ignoring hidden dangers and risks, thereby improving the overall emergency management ability. Thus, this paper introduces executive power as a mediator variable to analyze the direct impact of personal initiative on enterprise emergency management ability and the indirect impact through executive power.

As an individual characteristic, initiative will be affected by external factors. Friction and conflict are not conducive to the full play of initiative (Bolino et al., 2010), which requires individuals to have certain non-technical skills, such as political skills. It helps to adjust behavior in real time in different situations, develop good interpersonal relationships, and alleviate conflicts. Through effective interaction and communication with superiors and colleagues, people will gain recognition and trust (Gao and Ma, 2008), thus speed up the implementation of work and improve the efficiency of overall emergency management. In addition, feature activation theory shows that the activation of individual characteristics is often affected by situational factors. And organizational support perception, as a psychological factor related to individual self-improvement motivation (Kurtessis et al., 2017), can alleviate job burnout and promote active behavior (Yang and Yang, 2020). So this paper also discusses the moderation role of political skills and organizational support perception in the impact model of personal initiative on enterprise emergency management ability.

In summary, this article introduces the concept of executive power and takes the concepts of organizational support theory and political skills as moderating variables, thereby constructing a model of the relationship between personal initiative and corporate emergency management capabilities at the organizational level. Then, SPSS and AMOS software are used for regression analysis and structural equation model analysis to test that model. The aim of this paper is to explore the influence mechanism of individual initiative on the emergency management ability of the enterprise, clarify the influence relationship between internal research variables, and provide some innovative ideas for future emergency work execution and the cultivation and improvement of enterprise emergency management ability.

Starting from individual initiative, this article uses empirical methods to study its impact on the emergency management capabilities of enterprises. We can prove from the data level that personal initiative and emergency management capabilities are, indeed, related so as to provide ideas for talent selection and quality training in organizational management. And through the study of internal mechanisms, we can understand which factors have caused the impact and the actual impact of the impact during the entire process of personal initiative affecting emergency management capabilities. Therefore, we can take corresponding measures to ensure that individual initiative can play its value, thereby promoting the improvement of the emergency management capabilities of the organization.



RESEARCH THEORY AND HYPOTHESES


Personal Initiative and Emergency Management Ability

The concept of personal initiative was first put forward by Fay and Frese (2001). This concept refers to the behavioral pattern of individuals actively overcoming difficulties and obstacles, completing tasks, and achieving established goals. The main characteristics of this personal characteristic include spontaneity, taking the lead in action and overcoming difficulties. Specifically, “spontaneity” refers to that individual who actively takes actions to complete the work tasks that are not clearly required in the organizational responsibilities. “Taking the lead in action” refers to the individual considering problems from a long-term perspective, taking the action in advance to cope with the possible difficulties in the future. “Overcoming difficulties” refers to the courage of the individual to challenge and break through himself or herself, and can actively overcome the problems in the process, constantly approaching and achieving the goal (Cui and Jiang, 2016).

In order to effectively prevent and predict the occurrence of public emergencies to minimize the possible losses or negative impacts caused by public emergencies, the government, departments, units, and other organizations have carried out a series of work, such as the formulation of emergency laws and regulations, emergency plans, and the establishment and improvement of emergency response, namely emergency management (Chen, 2019). Specifically, it refers to the management behaviors taken by various organizations in different stages, such as prediction and prevention, event identification, emergency response, emergency decision-making, disposal, and response evaluation (Yang and Yin, 2019). Emergency management ability refers to the capacity to organize and carry out the above work.

Conceptually, it is obvious that people with initiative, due to their characteristics of “spontaneity,” “taking the lead in action,” and “overcoming difficulties,” may be more likely to adapt to the complex and changeable working environment (Zhao Y. et al., 2020), make appropriate response, and play an active role in all aspects of emergency management. Therefore, from the perspective of an individual level, the improvement of personal initiative can improve the overall emergency management ability of the enterprise.

In addition, according to the social interaction theory, there are behavioral and psychological interactions between individuals, individuals and groups, and between groups. Personal initiative can affect not only oneself but also affect others and even organizations through exchange and cooperation. On the one hand, highly motivated individuals are more willing to share knowledge and conduct organizational learning (Sun and van Emmerik, 2015; Chen and Chen, 2017). Thus, the cognition and understanding of individuals and other members of the organization on work tasks can be effectively improved by promoting the flow of information and knowledge. On the other hand, individuals with initiative are more likely to help others (Zhang et al., 2016), which is conducive to communication and cooperation within the organization. In emergency management, rapid and correct understanding of tasks and good cooperation among organization members can effectively promote the improvement of efficiency. Therefore, from the organizational level, personal initiative can also positively affect the overall emergency management ability of the organization by driving the group effect.

There are also traces to follow in academic research. Ismail et al. (2012) confirmed through the structural equation model that the personal initiative, which occupies the core position in personal factors, can effectively promote the transition of the safety production management mode, and thus can scientifically and effectively improve the ability of organization safety management. Liu (2008) also pointed out that the effective exertion of enthusiasm and initiative of an employee is positively related to the high efficiency and high-quality work, and then has a positive influence on the overall ability of the organization.

According to the above discussion, we speculate that there may be a positive correlation between personal initiative and corporate emergency management ability. Therefore, the first hypothesis of this paper was put forward:


Hypothesis 1: personal initiative is positively related to emergency management ability of enterprise.





Mediating Role of Executive Power

The definition of executive power differs on different levels. At the individual level, it is the ability of individuals to perform their own roles and responsibilities and complete the corresponding tasks, while it refers to the ability of an organization or group to implement and achieve the strategic objectives of the plan at the group level (Yuan, 2012). The strengthening of executive power not only contributes to the management innovation of the organization and the improvement of the comprehensive quality of employees but also effectively promotes the effective operation of the overall management of the enterprise, especially in terms of promoting internal organization coordination (Zhang, 2019). Therefore, there is a certain correlation between the executive power and the management ability at the enterprise level. There are many pieces of research on executive power, which mainly focus on influencing factors, current situation evaluation, strategies, measures, and so on (Cao and Hu, 2020; Gao, 2020; Liu et al., 2020). Although some scholars have used the concept of executive power in the research of influencing mechanism, most of them regard it as an antecedent variable or a result variable (Chen and Zhang, 2019; Zhao K.Y. et al., 2020). Therefore, this paper creatively studies the concept of executive power as the intermediary variable and tries to explore the actual influence relationship between executive power and personal initiative and enterprise emergency management ability.


Executive Power and Emergency Management Ability of Enterprises

Some scholars have studied the interaction between executive ability and enterprise-related capabilities, which provides a certain basis for the hypothesis of this paper. Wang (2010) pointed out that the effect of safety management depends on the execution of safety management under certain conditions of production technology, natural conditions, systems, and enterprise culture. Through analyzing and studying the problems existing in the emergency management system, Rao and Liang (2007) pointed out that implementation and executive power are the bases of emergency management. They affirmed that there is a positive relationship between executive power and emergency management ability. From the perspective of conflict management, Zhang et al. (2017) studied the impact of executive power on the level of emergency management of enterprise and verified the relationship model between variables through the structural equation model analysis method. Therefore, we put forward the second hypothesis of this paper:


Hypothesis 2: Executive power is positively related to the emergency management ability of enterprises.





Executive Power and Personal Initiative

Greenglass and Fiksenbaum (2009) pointed out that individuals with a high level of initiative often work hard to improve their performance and better perform organizational tasks. Taking initiative, the key of intention as the initial motive force has also become a key element in the research of the efficient execution drive mode (Yu, 2019). Above pieces of research show that the executive power of the enterprise can be effectively improved through the cultivation of initiative consciousness and attitude of people. In addition, when studying the execution of emergency management, Rao and Liang (2007) regarded human initiative (including initiative, enthusiasm, creativity, etc.) as one of the important factors of emergency management. It can not only actively predict the execution efficiency of the emergency plan but also determine whether the execution process of the emergency plan is smooth. All of the above studies show that there is a positive relationship between personal initiative and execution power. Therefore, we proposed the following hypothesis:


Hypothesis 3: Personal initiative is positively related to executive power.



Combining Hypotheses 2 and 3, the hypothesis that executive power plays a mediating role in the influence model can be formed:


Hypothesis 4: executive power mediates the relationship between personal initiative and emergency management ability of enterprise.





Moderating Role of Political Skills

Ferris et al. (2002) defined the political skills of individuals in the organization as a personal style, including social perception or social acuity, that is, the ability of individuals to adjust their behaviors in different environments or changing circumstances. It can effectively control and influence the behavior of others by triggering trust, self-confidence, and sincerity, and then transform the original “one-person battle” into a mode of joint effort to achieve the goals of an individual or organization faster. According to his multidimensional theoretical model of organizational political skills, political skills not only affect the quality of individuals but also play a role through interpersonal relationships and the team level (Ferris et al., 2007). Employees with high initiative always try to take positive actions to improve the present situation. However, just “making things happen” with a positive personality is not enough. They also need to have the necessary political skills to facilitate “task completion” (Yang et al., 2019). Therefore, this paper intends to introduce the concept of political skills into the influence model, trying to explore whether the effective interaction and communication process between members can positively regulate the relationship between personal initiative and executive power.

Treadway et al. (2013) noted that the political influence process under political skills includes encouraging individual participation and convincing execution, which enables others in the organization to perceive problems according to wishes of the influencer so as to achieve individual and organizational goals. Ferris et al. (2007) also showed that politically skilled individuals achieve their goals through their ability to understand people and the environment. In addition, people with high political skills can accurately evaluate and understand the behavioral expectations in specific situations, thus producing expected responses. Faced with constantly changing expectations and needs, they tend to make adaptive and adjustment behaviors in different situations, and can appropriately calibrate and implement their appropriate behaviors in the context in an effective and influential manner. Adeel et al. (2019) pointed out that political skills can help to reduce the negative attitude toward innovative behavior of subordinates. Even if employees have conflicts with their superiors, their political skills can help them gain positive attitude from their superiors, such as giving support, mobilizing important resources, and sponsoring. Employees with high political skills are also more likely to successfully control social and political processes and achieve creativity (Baer, 2012). In summary, on the one hand, individuals with higher political skills have the ability to understand the current situation, evaluate expected behavior, and respond to risks in complex environments in real time. On the other hand, they are able to influence others and convincingly make them act according to their ideas, which is conducive to achieving team and organizational goals together. In addition, from the perspective of leadership, individuals with higher political skills are able to improve the bad emotions of their superiors and reduce the resistance to the implementation of their own innovative ideas. Once the superiors show positive emotions such as support, individuals will be much smoother and more willing to take the initiative, thus generating a virtuous circle, which is conducive to the realization of goals. It can be concluded that, if individuals have political skills, they can make efforts in a variety of ways to ensure that their initiative works, thereby effectively enhancing execution power. In contrast, it is difficult for individuals with low political skills to really make their initiative work through effective communication with other individuals because of their limited social skills, even if they are willing to promote the achievement of the goals of the organization (Gong, 2019). According to the above discussion, we put forward the corresponding hypothesis:


Hypothesis 5: Political skills will positively moderate the relationship between personal initiative and executive ability, and individuals with higher political skills can better play the positive role of their initiative on execution.





Moderating Role of Perceived Organizational Support

Organizational support theory points out that the benefits employees received from their employers will directly affect the achievement of organizational goals. For example, once employees got more support, they will respond to organizational support through high attendance and punctuality, thus forming more emotional commitments to the organization and responding flexibly to the possible problems in organizational activities (Rhoades and Eisenberger, 2002). According to the principle of reciprocity, if employees realize that they have been rewarded and recognized enough, they will work more efficiently and pay more attention to the achievement of the goals of the organization, thereby enhancing executive power. This leads to the concept of perceived organizational support, as the name implies, the degree of organizational support perceived by individuals. In addition, job performance is the performance of the ability of an individual to achieve a set goal, that is, execution power. Cheng (2019) proved that the degree of individual perceived organizational support can positively predict job performance. Based on the above analysis, this paper speculates that perceived organizational support can effectively affect organizational execution.

On the other hand, in the process of continuous social communication with organizations, the perception of organizational support plays an important role in determining the psychological cognition of employees, and is an important driving force for individuals to make positive work behaviors. In order to change the work cognition and attitude of the individuals, the most important thing is to make them feel that the pay and return are equal (Wang and Zhao, 2020). Fay and Frese (2001) pointed out that environmental supports can stimulate self-started behavior, and then confirmed the correlation between individual perceived psychological security and personal initiative. Many scholars have also studied the relationship between perceived organizational support and individual specific behavioral outcomes. Wang and Zhao (2020) proved that high organizational support perception can convey information that the organization is willing to give back to employees in the form of rewards, so they usually make more positive behaviors and additional role behaviors accordingly. At the same time, the perception of organizational support often enhances sense of identity and belonging of employees to the organization so as to promote individuals to actively take positive actions and contribute to the development of the organization. They are more willing to put forward their own opinions in the face of old rules and dogmas that do not adapt to the actual situation. What is more, they are willing to make more active attempts to solve problems. Eisenberger et al. (2020) also pointed out that employees with high organizational support perception are more likely to talk about security issues and show support for new technologies. Innovative behavior, problem prevention, suggestion behavior, etc., corresponding to the research variables mentioned in the above research, are all active behaviors of employees, and the performance of personal initiative. It shows that perceived organizational support is closely related to personal initiative and may trigger personal initiative to a certain extent.

Based on the above analysis of the relationship among perceived organizational support, executive power and personal initiative, we speculate that perceived organizational support may be able to moderate the relationship between personal initiative and executive power. When individuals gain a high level of perceived organizational support, it can promote their initiative and enhance executive power. Therefore, the following assumptions are put forward:


Hypothesis 6: Perceived organizational support will positively moderate the relationship between personal initiative and executive power. Compared with low perception individuals, high perceived individuals can exert the positive influence of their initiative on executive power better.



Based on the above discussion, the theoretical model of this study is formed, as shown in Figure 1.


[image: image]

FIGURE 1. Research structure.




MATERIALS AND METHODS


Participants and Procedure


Participants

The participants are full-time employees of companies in high-risk industries, such as chemical industry, construction, and transportation. These companies are located in Jiangsu, Zhejiang, Shanghai, and other places in China with rapid economic development.

Of the entire sample, 40% of the participants were male and 60% were female. The ages of participants were divided into different age groups as follows: under age 25 (67.79%), 26–35 years old (21.63%), 36–45 years old (5.77%), and 46 years old and above (4.81%). Regarding the education level of the participants, 2.29% of them have junior high school education and below, 1.83% of them have high school education, 7.8% of them have junior college degree, 79.36% of them have bachelor degree, 8.72% of them have master’s degree or above. In terms of enterprise type, which the sample personnel engaged in, state-owned enterprises account for 18.35%, private/private enterprises account for 46.79%, foreign-funded enterprises (including wholly foreign-owned, Sino-foreign joint ventures, Sino-foreign cooperation) account for 6.42%, social organizations account for 5.5%, and others account for 22.94%. In terms of the position of the sample personnel in the enterprise, the grassroots employees account for 75.63%, while the managers account for 24.37%. With regard to job tenure, 56.42% have worked for their organizations for less than 1 year, 28.44% for 1–3 years, 5% for 3–5 years, 6.42% for 5–10 years, and 3.22% for more than 10 years. Overall, the distribution of samples is diverse.



Procedure

Due to the impact of COVID-19 virus, data collection depends on an online questionnaire survey. First of all, we contacted classmates, friends, and relatives working in chemical, construction, transportation, and other industries in different cities. After their consent, we posted the online questionnaire in their company groups via Wechat and QQ. The participants in this study voluntarily participated by filling out online questionnaires, so the data obtained are random. Moreover, in order to ensure the effectiveness of the questionnaire, the filling time of the questionnaire is controlled within 20 min. The entire questionnaire process lasted approximately 1 month, from April to May 2020. A total of 270 questionnaires were returned. After removing the questionnaires with obvious regularity and consistency, 208 valid samples were finally collected (the recovery rate was 77%).



Measures

For the measurement of variables, this paper refers to the validated scales in the existing Chinese and English literature to collect relevant data. So all scales have good reliability and validity. In order to ensure the accuracy of wording, English scales were translated into Chinese by professionals. During data collection, items of all variables were measured on a five-point Likert scale (1 = strongly disagree, 5 = strongly agree).


Personal Initiative

Personal initiative was measured with a five-item scale, which was modified according to Chinese cultural background based on the scale developed and verified by Frese et al. (1997). Sample items include: “I will seize the opportunity quickly to achieve my goal,” and “I usually make some preparations in advance to achieve a certain goal.”



Political Skills

According to the measurement scale of individual political skills proposed by Ferris et al. (2005), five-item scales were formed for this study. Examples of statements are “I will use my interpersonal skills at work to influence others” and “I am good at using relationships to ensure the completion of tasks.”



Perceived Organizational Support

We used the five-item scale proposed by Eisenberger et al. (2001) to measure the degree to which individuals perceive organizational support. Sample items include: “Business is willing to help when I need it” and “Business values my efforts.”



Executive Power

As for the executive power measurement scale, we selected the five-item scale of enterprise-level executive power improved by Zhou (2018). He developed this questionnaire based on the existing questionnaire and verified its effectiveness through research. Examples of items of this scale are “The company’s strategic initiatives can be implemented” and “In the course of execution, the plan can always be adjusted according to the situation.”



Emergency Management Ability of Enterprise

As for the measurement of emergency management ability, there is no recognized and unified scale that can be directly used in this study. We referred to the questionnaire used by Wang (2015) in evaluating the emergency management ability of petrochemical enterprises and formed the seven-item scale after sentence adjustment. Sample items include: “In emergency management, enterprises can quickly analyze and make decisions, and then organize accident site coordination and allocate emergency resources reasonably” and “After the accident, the enterprise can carry out the emergency recovery work in time.”



Control Variables

In order to exclude the potential impact of demographics and some variables related to work background in this study, we controlled for six variables: gender, age, education level, nature of enterprise, position, and work tenure. Each of these variables is frequently included in relevant studies (Cui and Jiang, 2016; Fu, 2020). First, gender was coded as 0 for male and 1 for female. Second, age was coded as 1 for“≤25,” 2 for “26–35,” 3 for “36–45,” 4 for “>46.” Third, the education level was coded as 1 for “junior high school and below,” 2 for “high school,” 3 for “junior college,” 4 for “undergraduate,” 5 for “master’s degree or above.” Fourth, nature of enterprise was coded as 1 for “state-owned enterprises,” 2 for “private/private enterprises,” 3 for “foreign-funded enterprises,” 4 for “social organizations,” 5 for “others.” Fifth, position was coded as 1 for “the grassroots employees” and 2 for “managers.” Finally, work tenure was coded as 1 for “less than 1 year,” 2 for “1–3 years,” 3 for “3–5 years,” 4 for “5–10 years,” and 5 for “more than 10 years.”



Analysis Strategy

In the part of data analysis and hypothesis testing, we firstly used SPSS 22.0 software to test the reliability and common method deviation of the collected data. And the mean value, standard deviation, and correlation coefficient of all variables were measured. Secondly, we conducted a confirmatory factor analysis (CFA) using AMOS software to examine the validity of structure, convergence, and distinction (Cheung and Wong, 2011; Choi and Moon, 2017). Lastly, through the structural equation model analysis, the bootstrap method of process program and the regression analysis, we verified and analyzed the hypotheses of this paper.

In order to verify the validity of the estimated model, we selected χ2/df (Chi square degree of freedom ratio), root mean square error of approximation (RMSEA), goodness-of-fit index (GFI), comparative fit index (CFI), and normed fit index (NFI) to test the fit of the model. It is acceptable for χ2/df to be between 1 and 5 (Salisbury et al., 2002). The CFI, NFI, and GFI should be over 0.90 (Salisbury et al., 2002), and the value of RMSEA should be less than 0.08 (Byrne, 2006).



RESULTS


Reliability Analysis

Firstly, the reliability of the scale used in this paper was tested by SPSS 22.0 software. Statistics on the Cronbach’s Alpha of different scales and the overall questionnaires are shown in Table 1. It can be seen from Table 1 that the minimum Cronbach’s Alpha of each variable is 0.870, and the maximum is 0.930, which is greater than 0.7, and the overall Cronbach’s Alpha is more than 0.9, indicating that all the scales have good reliability.


TABLE 1. Statistics of Cronbach’s α coefficient.

[image: Table 1]


Common Method Deviation Test

First of all, Harman single factor test was used to test the common method deviation. The results show that the overall KMO value is 0.936, and five factors with eigenvalues greater than 1 are selected eventually. The total contribution rate reached 70.084%; the interpretation contribution rate of the first factor before rotation was 39.793% (less than 40%). In addition, in the later confirmatory factor analysis, it can be seen that the fitting effect of the single factor model is significantly worse than that of the model established in this paper, so there is no serious common method deviation in this study.



Validity Analysis


Convergent Validity

In this part, AMOS software was used for confirmatory factor analysis to analyze the convergent validity of the whole theoretical model. The factor loads of all constructs are mainly considered in the evaluation of convergence validity. The following table (see Table 2)shows the statistics of factor loads of each path of the model.


TABLE 2. Factor load statistics.

[image: Table 2]It can be seen from Table 2 that the factor load of each path is greater than 0.7, which is significant at the level of p = 0.001, indicating that there is good internal consistency between the items of the scale and the latent variables described. In addition, according to the established formula, the average extraction variance (AVE) of each latent variable is greater than 0.5, and the combined reliability (CR) is greater than 0.7, so the whole model has good convergence validity.



Discriminant Validity

In this paper, confirmatory factor analysis was used to test the discriminant validity. From the model fitting results in Table 3, it can be seen that the fitting indexes of the theoretical model used in this paper all meet the standard. Among them, Chi-square value is 315.062, degree of freedom is 309, and χ2/df is 1.02 and is in the range of 1–5. Furthermore, RMSEA is 0.01, less than 0.05. GFI is 0.901, NFI is 0.917, and CFI is 0.998, greater than 0.9, indicating that the model has good fitting effect and structural validity. In addition, through comparing the data of fitting index with those of the other nested models, it can be seen that the theoretical model used in this study is significantly better, indicating that the theoretical model has good discriminant validity.


TABLE 3. Fitting results of the confirmatory factor analysis model.

[image: Table 3]According to the above analysis of the reliability and validity of the model, each part has passed the test, indicating that the measurement model meets the requirements.



Descriptive Statistical Analysis

This part lists the basic statistical information and correlation coefficient of control variables and research variables. From Table 4, it can be seen that the correlation between personal initiative, political skills, perceived organizational support, executive power, and emergency management ability has reached a significant level (p < 0.01). To some extent, the Hypothesis 1–3 proposed in this paper is also confirmed. In addition, the correlation between the control variables and the five research variables can be observed. Age is positively correlated with personal initiative and perceived organizational support (p < 0.05). Positions show significant positive correlation with personal initiative, political skills, executive ability, and emergency management ability at different levels. Job tenure is also positively correlated with the five research variables in this paper. There is no correlation between the two control variables of gender as well as the education level and the research variables in this study.


TABLE 4. Mean value, standard deviation, and correlation coefficient of main variables.

[image: Table 4]


Mediating Effect Tests

In this paper, we used the structural equation model analysis method to test the hypotheses. The mediating effect model used in the verification process is shown in Figure 2 below. According to the fitting index of the model (see Table 5), the chi-square degree of freedom ratio and RMSEA, GFI, NFI, and CFI were selected. The chi square degree of freedom ratio of the model is less than 2, RMSEA is equal to 0.05, and GFI, NFI, and CFI are all greater than 0.9, which are within the standard of judgment, indicating that the model fits very well.


[image: image]

FIGURE 2. Mediating effect model PI1 PI2, PI3, PI4, and PI5 are five observation variables of personal initiative, EP1, EP2, EP3, EP4 and EP5 are five observation variables of executive power, EMAI, EMA2, EMA3, EMA4, EMAS, EMA6, and EMA7 are seven observation variables of influence emergency management ability of enterprise ∗p < 0.05, ∗∗p < 0.01, and ∗∗∗p < 0.001.



TABLE 5. Model fit indicators.

[image: Table 5]It can be seen from the path inspection statistical table (Table 6) that the path between the studied variables in the mediation model is significant, which validates Hypotheses 1–3. Among them, personal initiative has a positive impact on execution power, and the standardized path coefficient is 0.4317 (p < 0.001), showing that Hypothesis 1 is tenable. Executive power has a positive impact on the emergency management level and the standardized path coefficient is 0.5961 (p < 0.001), so Hypothesis 2 is supported. What is more, personal initiative positively affects the emergency management level, and the standardized path coefficient is 0.1401 (p < 0.05); thus, Hypothesis 3 is also tenable.


TABLE 6. Path test statistics.

[image: Table 6]In addition, the deviation correction percentile bootstrap method was used to test the mediating effect through AMOS software. In this study, 2,000 repeated samples are selected (N = 208). The test results are shown in Table 7 below, P value is 0.0007, and the 95% partial correction confidence interval is (0.1656, 0.4686), excluding 0, so the mediating effect is significant, indicating that Hypothesis 4 holds. In addition, the standardized effect value can be obtained according to the output of AMOS, in which the direct effect of personal initiative on the execution power is 0.4317, and the direct effect value of execution power on emergency management ability is 0.5961. The total effect of personal initiative on emergency management ability is 0.3974, of which the direct effect is 0.1401, accounting for 35.3% of the overall effect. Accordingly, the indirect effect is 0.2573, accounting for 64.7% of all. In contrast, the indirect effect formed by mediating variables can better constitute a positive correlation between personal initiative and enterprise emergency management ability, which confirms the importance of the mediating effect of execution power in the model.


TABLE 7. Mediating Effect Bootstrap test (non-standardized coefficient).
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Moderating Effect Tests

The moderating effect test in this study mainly adopted the hierarchical regression analysis and the bootstrap of process proceedings through SPSS software. In the regression analysis, the control variables were placed on the first page, the personal initiative and execution were placed on the second page, and the interaction item was placed on the third page. Finally, according to the output results of hierarchical regression analysis, the moderating effect test table of political skills and perceived organizational support (see Tables 8, 9) were drawn. And the moderating effect decomposition diagram (see Figure 3) was also drawn according to the output results of the bootstrap method of the process program. Therefore, it is easy to intuitively understand the moderating role of moderating variables between personal initiative and execution power.


TABLE 8. Moderating effect test of political skills.
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TABLE 9. Moderating effect test of perceived organizational support.
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FIGURE 3. Decomposition of moderating effect.




The Moderating Effect Test of Political Skills

Table 8 shows the moderating effect of political skills between personal initiative and emergency management ability. In the table, the relevant data of two models in the output of regression analysis through SPSS were selected. The first model was the influence model of control variables, personal initiative and political skills on executive power. The second model added the interaction items after decentralization of the two variables of personal initiative and political skills on the basis of the first model. Obviously, the F test of the two models is significant at the level of p = 0.01. Comparing the R square values of the two models, it is obvious that the R square value increases by 0.024 after adding the interaction item. In addition, in Model 2, the interaction item after decentralization of the two variables of personal initiative and political skills is T tested significant with regression coefficient of −0.17 (p < 0.05), indicating that political skill has significant moderating effect on the relationship between personal initiative and executive power, but it weakens the influence of personal initiative on executive power to some extent. The specific regulation effect can be seen vividly in the following decomposition diagram.

This study used the point selection method and drew the moderating effect decomposition diagram according to the output result of bootstrap of process proceedings, which directly shows the difference of the regulation effect between the relationship among personal initiative and emergency management ability under the level of high political skills (one standard deviation above the average) and a low level of political skills (one standard deviation below the average). From Figure 3, the initiative shown by individuals with low political skills can significantly improve executive power. Although the initiative of high-political-skill individuals still has a certain positive impact on executive ability, it is significantly weakened (with a smaller slope), indicating that political skills have a weakening moderating role between personal initiative and emergency management ability of enterprise, which is inconsistent with Hypothesis 5 of this study, so Hypothesis 5 is not tenable.



The Moderating Effect Test of Perceived Organizational Support

Table 9 also shows the data on the moderating effect of perceived organizational support between personal initiative and executive power in regression analysis. Obviously, the T test of the interaction item after decentralization of the two variables of personal initiative and perceived organizational support is not significant (P = 0.201 > 0.05). Therefore, the moderating effect of perceived organizational support between personal initiative and executive power is not significant. Hypothesis 6 set in this study is not tenable.



DISCUSSION

The Hypotheses 1–4 in this study were verified to be true, which confirms the positive effect of personal initiative on executive power as well as enterprise emergency management ability, and the intermediary effect of executive power in this model is also proved. It is clear that enhancing the personal initiative can effectively improve the executive power and enhance the emergency management ability of enterprises through direct and indirect methods.

Through hypothesis testing, Hypothesis 5 in this paper was proved to be not tenable. Although political skills have a significant moderating effect between personal initiative and executive power, it presents a weakening effect contrary to the assumption, that is, individuals with high political skills will weaken the positive impact of their initiative on executive power. There may be several reasons for this:


(1)Individuals with high political skills will have a sense of fatigue when they constantly adjust their behavior, thereby weakening the positive impact of personal initiative on executive power (Tan and Kong, 2020). In organizational life, individuals with higher political skills can more effectively identify and use different information continuously sent by others and their surroundings. And they can adjust their behavior in real time according to the changing environmental needs (Bolino et al., 2010). However, personal initiative may not always exert positive effects, or it may not produce positive effects in a short period of time. Individuals with high political skills in a complex political environment may choose to filter out the tendency of such behaviors due to lack of professionalism such as low sense of accomplishment (Wei and An, 2020), resulting in the weakening of the positive effect of personal initiative on executive power.

(2)The influence of personal initiative on executive power may be more reflected in individual professional ability and technology. Political skills, as a kind of social skills, cannot fully exert their positive influence, support, and recognition on others in the long term and complex organizational political life. Instead, individuals are committed to acquiring certain organizational rights in the process of obtaining resources and achieving goals, which, in turn, poses a status threat and tensions to leadership (Liu et al., 2018). In addition, the initiative shown by individuals may be the same as other personality characteristics, which may easily lead to jealousy or exclusion between mature leaders and numb colleagues, and then cause certain resistance to the enhancement of executive power, which requires group and team cooperation and coordination between the upper and lower levels (Ye et al., 2020).

(3)About 84.86% of the subjects in this study have worked for 3 years or less, and the proportion of grassroots employees is large. Maybe, the political skills of these individuals are not perfect, or the role of political skills in communication and interaction among groups is not fully played due to the short working years, job restrictions, and the influence of the organizational environment and others.



In addition, the moderating effect of perceived organizational support between personal initiative and executive power in Hypothesis 6 was also proved to be insignificant in hypothesis testing. The following three reasons may explain for it.


(1)Although individuals with high perception of organizational support can reduce their concerns about risks and make them more motivated to play their own initiative, there are always some people in the entire organization who are afraid of risks and choose to give up at different times, such as early or midterm. The process may involve individual trait differences similar to risk-taking traits, that is, personal risk-taking or risk-avoiding tendencies (Sun et al., 2018; Sun and Zhao, 2019; Yang, 2020). If the correct behaviors, creativity, ideas, etc., which were derived from personal initiative, cannot be expanded and recognized in the organizational unit, it will not be able to give full play to the positive role of execution power.

(2)Individuals in the organization are not faced with a simple personal situation but a group context in which individuals, other individuals, and the organization interact with one other. Therefore, whether the motivating effect of organizational support can be played effectively depends not only on one’s own perception but also on social communication (Liu et al., 2015). Individuals compare their situations with those of others, and differences in the degree of organizational support perception that individuals and others receive may trigger a sense of injustice. On the one hand, it is not conducive to the coordination within the organization and the full play of personal ability. On the other hand, perceived injustice will prevent the social communication between employees and the company from completing normally. Therefore, the perceived organizational support cannot play a positive role in moderating the relationship between personal initiative and execution power.

(3)The average value of perceived organizational support in this sample is lower than the average of other research variables. This may be due to the fact that most of the sample objects have been employed for less than 3 years or the exploitative nature of enterprises; thus, the individuals do not get enough support they need, resulting in the negative regulatory effect of perceived organizational support personal initiative on executive power.



Although political skills and perceived organizational support have not been proved to play a moderating role in the hypothesis between personal initiative and executive power, there is no doubt that these two variables are positively correlated with personal initiative and executive power. By cultivating political skills and enhancing the perception of organizational support, the interaction and cooperation between individuals and other members of the organization can be strengthened. On the other hand, it will encourage individuals to exert their initiative when they realize that they have received spiritual and practical material support. Generally speaking, the analysis of these two elements has certain research significance for improving the emergency management ability of enterprises.


Theoretical Implications

This study mainly has three theoretical contributions. Firstly, the existing studies either focus on the cultivation of personal initiative and consequence analysis, or the analysis of influencing factors and the construction of the evaluation model for emergency management ability. Few studies connect the two variables, let alone combine them into a theoretical model for empirical analysis. This paper combines personal initiative with emergency management ability, and then to research and analysis the influence mechanism between them. It fills in the application and research of the concept of personal initiative in emergency work. On the other hand, it enriches the research on the consequences of personal initiative in the aspect of enterprise capability. Secondly, the concept of executive power is introduced into the model as an intermediary variable, which expands the influence of personal initiative on the emergency management capability of the enterprise in the indirect path. This further deepens the correlation between personal initiative and emergency management ability. Finally, we believe that, in the process of the transition from personal initiative at the individual level to executive power at the organizational level, there is interaction, communication, and cooperation among organizational members. Therefore, we explore whether the two potential variables of political skills and organizational support play the role of regulatory variables in the model and their actual role. It is helpful to systematically analyze how personal initiative plays a positive role in emergency work scenarios.



Practical Implications

Our results also have several important practical implications. First, they confirm that improving personal initiative can effectively improve the emergency management ability of enterprises. Due to the difference between innate and acquired in the acquisition of this ability (Teng, 2014), the effective use of this feature should also be considered from two angles. On the one hand, for employees with innate personal initiative, the most important thing is that the organizations should arrange them in a position that can give full play to their initiative and give them certain rights and freedom. On the other hand, by establishing a reasonable incentive mechanism, fully stimulating individual motivation, establishing person post-matching evaluation and responsibility system, and setting up a certain pressure situation, it can drive individual enthusiasm and sense of responsibility, which is conducive to inducing individual initiative.

Second, we find that the impact of personal initiative on enterprise emergency management ability is also reflected in the indirect path of execution, so the improvement of execution power is also very important. In addition to the introduction of information resources and advanced technology by enterprises, organizations should pay attention to the gradual progress when setting goals, adhere to the process of accumulating small goals to achieve large goals, pay attention to the differences among different people when setting goals and not assign complicated tasks to careless people. On the other hand, it is for individual cultivation and training. In addition to training in professional skills and safety skills guidance, regular safety drills and emergency evacuation should also be used to cultivate and enhance individual response capabilities and team cohesion (Wang, 2010, Wang, 2012).

Finally, through the research, although the positive relationship between personal initiative and executive power is not changed, we find that the positive impact of the initiative of individuals with high-level political skills on executive power is reduced. Therefore, enterprises should be cautious in the work arrangement of relevant personnel in order to maximize the positive role of personal initiative. It cannot be ignored that political skills and perceived organizational support have a positive effect on the improvement of individual initiative and execution. So enterprises should adopt effective methods, such as systematic practice, alternative learning, and communication skills training, to cultivate individual political skills (Gao and Ma, 2008). It is also important to cultivate unity and team awareness through training, team building, and other organizational activities. In addition, enterprises should provide a good working environment, fair competition, and promotion opportunities as well as other resources.



Limitations and Future Research

The original hypotheses of this study have not been fully verified, so there must be deficiencies and limitations. The shortcomings of this research and the prospects for future research are summarized as follows:


(1)Some scales used in this study refer to the foreign scales, but there are still differences between these scales and the local scales in China. Therefore, we should further explore and develop local scales.

(2)In terms of sample collection, although a variety of options are set up on the basis of the six control variables, most of them are still concentrated on individual options, such as the age of 25 and below, and the education level of undergraduate, which may have a certain adverse impact on the verification of research hypotheses. In the future, methods should be selected to investigate the sample population of other options to enrich the diversity of samples.

(3)This study adopted the method of horizontal research. So longitudinal data should be collected to further demonstrate the relationship between variables after time.

(4)There is a transition from the individual level to the organization level between personal initiative and emergency management ability of enterprises. It may not be comprehensive to describe the influence mechanism of these two variables simply based only on the executive power, political skills, and perceived organizational support proposed in this study. Future research should open up new ideas, carefully study the complex relationships between individuals in the organization, clarify the influence relationships between various elements in the organization, and enrich the model by adding different variables and theories so as to deeply study the influence mechanism of personal initiative on emergency management ability of enterprise.





CONCLUSION

Starting from personal initiative, this paper analyzes the influence mechanism between personal initiative and emergency management ability. According to our research results, the improvement of personal initiative helps to improve the enterprise emergency management ability, and it can further positively affect the emergency management ability by indirectly improving the execution ability. Therefore, in high-risk industries, we should pay attention to the cultivation and promotion of personal initiative in emergency management. In addition, political skills have a negative regulatory effect on the relationship between personal initiative and executive power (without changing the positive correlation between them). Moreover, both political skills and perceived organizational support have a positive relationship with personal initiative and execution, so their positive role should also be carefully and appropriately used. This study combines personal initiative and emergency management ability to carry out empirical analysis. Thus, it enriches the research on emergency theme and provides enlightenment and suggestions for the construction of enterprise emergency management ability.
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