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Abstract: The purpose of this research is to explore the new practices derived from the influences of
information technology among a certain group, i.e., “mega individuals”. Based on Grounded Theory
and interviews from 53 companies, which consist of responses from 56 domestic and international
founders, entrepreneurs, professional managers, partners and business elites, this study expounds
that “mega individuals”, who constantly develop individual attainment and ability under the influ-
ence of business ecosystem evolution, have broken the traditional employment relationship. Through
Grounded Theory, the following conclusion can be drawn: “mega individuals” are composed of three
key traits: compound ability, collaboration ability and personal intellectual property (IP) know-hows.
This research takes the initiative to create the “mega individuals competency model” (MICM) and
elaborates on the dynamic capabilities theory to interpret the MICM, dedicated to enriching the
dynamic capabilities theory by merging the current rapid and continuous changes in the business
world from the promising and potential individual’s perspective.

Keywords: mega individuals; competency model; dynamic capabilities; compound ability; collaboration
ability; personal intellectual property

1. Introduction

The COVID-19 pandemic, coinciding with international changes, has become a new
normal. The crossover of individuals and the diversification of business and industries
have become a trend. Industrial and organizational boundaries under the influences of the
Internet are blurring. The control of organizations based on the traditional bureaucratic
system is being challenged. More and more enterprises are getting involved in the gig
economy, where temporary positions are being replaced by independent contract work-
ers [1], providing new opportunities and possibilities for personal development. On the
one hand, more and more individuals are becoming entrepreneurs (or self-employed). On
the other hand, at the current stage, employees increasingly emphasize autonomy at work
and care more about participating in decision making and reaching self-realization. They
hope to establish cooperative relationships with organizations to achieve organizational
goals and personal goals simultaneously [2]. Therefore, it is particularly important to
cultivate employees’ personal key abilities. Employees’ acquired and optimized abilities
can compete more effectively in today’s demanding business environment, and they can
become more excellent individuals, helping enterprises to develop continuously [3].

Previous studies [4–6] on individuals focused on the individual characteristics of
employees, and there have been relatively few studies on capable individual characteristics
such as those of professional managers and business elites. Battilana pointed out that it is
individuals who rebuild, change and create new organizations and systems [7]. Organiza-
tional competition in the 21st century depends on individuals in organizations, and the top
25% of high-performing individuals may create 50% of the value for the organization [8].
High-performance individuals are an important portion of “mega individuals”, but they
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need to be translated into business value [9]. Business value derives more generally from
star employees, the values of which most normal individuals do not bear. Meanwhile,
groups such as entrepreneurs, professional managers and business elites, who are above-
average individuals, are rarely mentioned in current research. A name dedicated to defining
capable individuals such as entrepreneurs, professional managers and business elites has
still not been standardized. This research defines them as “mega individuals”. It is of
great value to introduce the concept of “mega individuals” to better explore their roles in
promoting business development. In this case, it is particularly important to pay attention
to the development of the emerging practice group—“mega individuals”. What are the
qualities of “mega individuals”? How do normal individuals become “mega individuals”?
This study discusses these problems in depth.

2. Literature Reviews
2.1. Mega Individuals
2.1.1. Background of “Mega Individuals”

In recent years, research on “individuals” has been heating up gradually, while re-
search on “mega individuals” is just emerging. “Mega individuals” [10] were first proposed
in the field of communication science to refer to the audience with multiple “part-time
identities” that is unprecedently empowered in the era of mobile Internet. Later, Zhai
noticed that “mega individuals” gain extensive attention from fans in the Internet era when
attention is in scarcity [11]. This mainly refers to some independent media users with strong
communication power, strong content production power and strong influence. At present,
“mega individuals” are mainly discussed in relation to the concepts of communication
and marketing. During the research process, this study found that, in management, the
concepts related to “mega individuals” also relate to “new individuals” [12,13], “strong
individuals” [14], “super managers” [15], “business elites” [16–18], etc. The uncertainty of
career paths creates additional identity challenges, and, as a result, the identities of these
groups are necessarily more complex than those of roles in traditional organizations [19].
Today, many people are engaged in different aspects of work, and there are mixed roles.
Over time, individuals may form a complex, layered work identity [20,21], and these indi-
viduals may experience the combination of different jobs to create a career that enhances
and promotes a more personalized and authentic work identity [19].

2.1.2. “New Individuals” and “Strong Individuals”

The development and prosperity of the “gig economy” have led to fundamental changes
in organizational structure and work execution mode, and individuals are increasingly uncon-
strained by traditional organizations. These “new individuals” are no longer “loyal members
in organizations” [22]. Instead, they feel that they are, to a large extent, a “one-person com-
pany” [23], which means that they can sign a contract with many organizations independently
or directly provide marketing products and services to the market. These “new individuals”
are continuously and simultaneously engaged in a variety of jobs and creating a new career
portfolio [19]. Therefore, studies on the development of these groups of individuals as the
center of organization theory in the gig economy reveal that these groups are more likely to
promote economic prosperity [24]. The abilities and behaviors of this group can be summa-
rized as follows: effective adaptation to interference, persistence, using resources at hand
to achieve goals, initiative, development of transferable human capital, image management,
relationship management, cognitive-level ambidexterity and learning agility, etc. On 15 July
2020, 13 departments, including the National Development and Reform Commission, the Cy-
berspace Administration of China and the Ministry of Human Resources and Social Security,
for the first time, “encouraged the development of the new individuals economy”, which was
the first time that the term “new individuals” was put forward in China [13]. “New individu-
als”, as a new phenomenon conforming to the development of the digital economy, are the
inevitable choice of China’s economic and social digital transformation. The country has fully
recognized the significance of the “new individuals” economy and vigorously promoted the
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development of “new individuals” [12]. In uncertain environments, what enterprises need
to confront is a dynamically changing environment. Chen, a Chinese scholar, put forward
“strong individuals”, by summing up “strong individuals” as characterized by the ability
to understand oneself and, with the aid of external information, strengthen self-awareness.
They are a group who cares about the pursuit of progress and improving themselves to
master volumes of knowledge, is good at using the digital technology, knows how to combine
self-development with innovation and has a strong sense of creativity, and can achieve success
at a faster rate. These people do not accept being stuck in one role for a long time [14].

2.1.3. “Super Managers” and “Business Elites”

Previously, Srivastava et al. proposed and modeled the skills and abilities of “super
managers”, who are figures of trust and confidence, fathers of the team, inspiration for
the team, firm as well as authoritative and participative and who know how to utilize
their man power, as well as figures who possess traits such as a killer instinct and who can
create leaders out of eight ability traits among individuals [15]. Earlier, Allen conducted
a qualitative study on 70 directors from four or more companies and found that business
elites were mainly composed of three types: super-wealth heirs, entrepreneurs and profes-
sional managers [16]. Hunt and Boxall reviewed the typical background of business elites,
including the following characteristics: having strong academic breadth and depth; rich
experience in the field (10 years or more); experience in other fields; and job mobility for
promotion [17]. Nakpodia and Adegbite separated business elites from other members
by “class affiliation” and defined business elites as a small number of people with great
power and influence who occupy a higher position in an organization, and influence was
the most important ability trait [18]. They found that business elites have an impact on the
effectiveness of corporate governance.

2.1.4. The Rise of “Mega Individuals”

Above all, the background environments for the birth of “new individuals”, “strong
individuals” and “mega individuals” are forming almost at the same time [14]. Schol-
ars have analyzed their characteristics, but there is less systemic research available. The
existing analyses of capacity failed to differentiate the mega individuals from the ordi-
nary individuals and failed to conduct the profound explanation and elaboration of the
connotation [25]. “Super managers” and “business elites” are the products of the era of
professional managers [18]. However, these two categories do not cover those termed
“mega individuals”. With the development of the Internet era, individuals’ power is rising,
and they are not only trying to survive, but looking for ways to grow and learn, making this
group more prosperous [24], and the status quo of prosperity is more of a future-oriented
psychological state. “Mega individuals” are breaking the traditional employment relation-
ship by establishing their relationship with each other through flexible contracts, common
goals and shared-value pursuit. Individuals should adapt to new environments. They need
to make changes in their ways of thinking, feeling and acting, promote the applicable ability
of career development, give full play to their ability and create social value in collaboration,
make full use of the positive aspects for working modes and create satisfying and vibrant
work and life modes [26].

2.2. Dynamic Capabilities Theory

The dynamic capabilities theory [27] proposed by Teece et al. investigates how an
enterprise can generate a new capability through integration, construction and reconfig-
uration of its internal and external resources and capabilities so that it can quickly adapt
to continuous environmental changes. Much of the existing literature focused on how
firms develop dynamic capabilities to enable them to achieve long-term sustainable com-
petitiveness. For individuals, this theory is also applicable. Current personal dynamic
capabilities mainly involve the skills and abilities required by corporate managers in a
dynamic environment [28,29]. Skills and abilities in “new individuals”, “strong individu-
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als”, “super managers” and “business elites” have been elaborated on or mentioned. As
individuals’ identities are complex, flexible and require rich resources and creativity, new
working conditions and structures, which inevitably affect individuals’ ways of thinking
and behaviors and their need to develop capacity to cope with the times, need to be further
understood and defined [24]. In an ever-changing environment, dynamic capabilities are
defined as perception (identifying and evaluating opportunities), capture (creating value
with identified opportunities) and transformation (continuous innovation) [30].

The dynamic capability of “mega individuals” is the effective development and im-
plementation of new opportunities. This research paper puts forward the formation of a
concept based on the dynamic capabilities theory. It establishes similarity with the skills of
managers and entrepreneurs, but it also has the particularity of the current era. This study
proposes that the term “mega individuals” connotes people with a type of knowledge to
transfer and compound ability [31,32], who can freely collaborate with multiple people and
platforms [33] and turn their resources and capabilities into personal IP and business value.
We call these people “mega individuals”. Individuals’ dynamic capabilities help them to
face unpredictable changes in the market and have a positive impact on organizational
sustainability, which is a positive factor for long-term organizational success [29,34].

2.3. Competency Model

An appropriate and reasonable way to identify traits that fit “mega individuals” is
based on ability selection. In 1973, McClelland, a Harvard psychologist, gave a clear defini-
tion of “ability” and sketched the famous “competency iceberg model”. Although foreign
scholars [35,36] have conducted comprehensive and systematic research on competency,
competency research is in an ascending stage, and competency definition presents diversity.
However, the core connotation composition has not broken through McClelland’s research
framework. The main task of competency research is to build competency model. Therefore,
many foreign scholars also put forward many different and complex competency models.

A general competency model is commonly used. In the 21st century, research gradually
turned to specific industries or enterprises to establish the Competency Management
System (CMS) to test and improve the theory of competency model in practice, so as to
enhance the knowledge and skills of individuals and organizations with high performance
goals. Innovation management has been a hot topic in recent years. Podmetina et al.
developed a general open innovation capability model applicable cross-industry [37]; Ling
et al. constructed a competency model of innovation and entrepreneurship for teams based
on data mining technology, which is composed of entrepreneurial orientation, opportunity
ability, relationship and collaboration ability, organizational ability, commitment ability,
learning ability, knowledge sharing and innovation ability [38]. These competitiveness
dimensions have a positive impact on entrepreneurial performance. In global project
management practices, Browne et al. constructed a model of communication competence,
namely, input competence, personal competence and output competence, so as to encourage
unfettered communication and improve project success [39]. Vatankhah et al. proposed
a multi-level enterprise internal capacity model framework, in which enterprise capacity
includes resources, activities and knowledge, and the sub-categories of the concept are
capacity, cross-functional coordination and cross-functional integration so as to derive and
adapt to the needs of each enterprise [40].

In addition, specific competency models are popular for individual abilities. McCart-
ney et al. developed competency models for human resource analysts, including consulting
capacity, technical knowledge, data fluency and data analysis, business acumen, research
discovery, storytelling and communication [41], to provide an experience-driven compe-
tency model for the emerging role of human resource analyst. For hospital managers,
evidence-based management ability is neglected. Daouk et al. developed a competency
model based on evidence-based management (EBMgt) for evidence-based driven man-
agers [42], whose four dimensions are technical, cognitive, interpersonal and intrinsic.
In the context of the global financial crisis, Brits and Veldsman designed and verified a
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comprehensive and global central bank governor capacity model, making contributions to
improving the efficiency of central banks [43].

In view of the emerging group of “mega individuals”, it is necessary to extract the
typical characteristics of “mega individuals” on this basis, which can distinguish them
from ordinary individuals, expand the selection range of competency elements, reflect the
diversity of competency connotation and also create and supplement the continuously
expanding literature of commercial groups.

3. Methodology

Based on the Grounded Theory method, this study aimed to explore the connotation
and characteristics of “mega individuals” and construct the competency model of “mega
individuals” so as to expand the existing dynamic capability theory and provide theoretical
guidance for understanding this new group in the business ecology to better promote the
development of the business environment.

3.1. Research Sampling

In order to deeply study “mega individuals”, on the basis of previous literature,
this research selected 56 interviewees who have stronger composite ability and who are
entrepreneurs, professional managers, partners and business elites from 53 companies at
home and abroad working in industries such as venture capital, Internet, media, education
consulting, artificial intelligence and others and conducted face-to-face communications or
online meetings to obtain a real description of the abilities of mega individuals.

The average age of the 56 interviewees for modeling was 43 years old. Among them,
34 were male, accounting for 60.7%, and 22 were female, accounting for 39.3%. There
were 32 respondents with bachelor’s degrees, accounting for 41.1%, and 33 respondents
with master’s degrees or above, accounting for 58.9%. There were 12 respondents in the
venture capital industry, 9 respondents in Internet, 8 respondents in media, 4 respondents
in both education data and e-commerce, 3 respondents in both food service and artificial
intelligence, 2 respondents each in architectural design, foreign trade, medical instruments
and cosmetic medicine and 1 person in legal service, and the others were in corporate
consultancy, physical distribution, petrochemical engineering and healing drug industries.
These research samples were mainly distributed in domestic cities, i.e., Beijing (22), Shang-
hai (7), Hangzhou (4), Wuhan (3), Wenzhou (3), Shenzhen (2), Nanjing (2), Xi’an (2), Ningbo
(1), Xiamen (1), Suzhou (1), Nanning (1), Changde (1), Chengdu (1), Shijiazhuang (1) and
Zhangzhou (1), and foreign cities such as Irvine (1), Manchester (1) and Vancouver (1). The
research samples and basic information are shown in Table 1.

Table 1. Profile of research participants.

Code Enterprise Type Gender City Position Age Education Working
Years

Marital
Status Use

VC1 VC Service male Wenzhou Vice President 36 BD 12 Married modeling

LS1 Legal Service male Wuhan Senior Partner 50 BD 30 Married modeling

I1 Internet male Manchester Founder 38 Ph.D. 7 Married modeling

M1 Media female Beijing Vice President 40 BD 17 Single modeling

VC2 VC Service male Beijing Partner 33 BD 13 Single modeling

CS1 Corporate Consultant male Beijing Founder 38 MD 17 Married modeling

VC3 VC Service female Shenzhen Founder 40 EMBA 16 Single modeling

EC1 E-Commerce male Beijing Vice President 41 MD 17 Married modeling

I2 Internet male Beijing Cofounder 37 MD 13 Married modeling

BD1 Architectural Design female Beijing Deputy Director 40 BD 12 Single modeling

MI1 Medical Instrument female Irvine Vice President 37 Ph.D. 7 Single modeling

ED1 Education Data female Beijing Founder 39 BD 15 Single modeling
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Table 1. Cont.

Code Enterprise Type Gender City Position Age Education Working
Years

Marital
Status Use

M2 Media female Beijing Director 28 MD 5 Single inspection

I3 Internet male Beijing Vice President 39 BD 15 Married modeling

VC4 VC Service male Chengdu Founder 37 BD 16 Married modeling

M3 Media male Beijing Founder 49 Ph.D. 24 Married modeling

AI1 Artificial Intelligence female Shanghai Cofounder 43 MD 20 Married modeling

I4 Internet male Beijing Founder 45 EMBA 21 Married modeling

FS1 Food Service male Shanghai Cofounder 32 BD 12 Single inspection

EC2 E-Commerce male Hangzhou Founder 41 BD 20 Married modeling

CM1 Cosmetic Medicine female Beijing Vice President 35 MD 12 Married modeling

I5 Internet male Beijing Vice President 46 BD 26 Married modeling

PD1 Physical Distribution male Shijiazhuang Founder 57 BD 36 Married modeling

I6 Internet male Hangzhou Director 34 BD 13 Single inspection

EC3 E-Commerce male Nanjing Founder 56 MD 33 Married modeling

VC5 VC Service male Shanghai Founder 46 MD 23 Married modeling

M4 Media female Hangzhou Founder 47 BD 26 Married modeling

AI2 Artificial Intelligence male Suzhou Founder 36 Ph.D. 9 Single modeling

VC6 VC Service male Vancouver Founder 42 MD 22 Married modeling

M5 Media female Xi’an Partner 39 BD 17 Married inspection

VC7 VC Service male Shenzhen Founder 42 BD 22 Married modeling

M6 Media female Beijing Founder 43 BD 23 Married modeling

FT1 Foreign Trade female Hangzhou Vice President 59 BD 38 Married modeling

FS2 Food Service male Shanghai Partner 57 BD 36 Married modeling

ED2 Education Data female Zhangzhou Founder 37 BD 16 Married inspection

PE1 Petrochemical Engineering male Shanghai Dean 50 Ph.D. 30 Married modeling

CM2 Cosmetic Medicine female Beijing Partner 37 BD 16 Married inspection

VC8 VC Service male Ningbo Partner 55 BD 34 Married modeling

MI2 Medical Instrument male Beijing Partner 39 BD 16 Married modeling

FT2 Foreign Trade female Wenzhou Founder 31 BD 11 Single inspection

M7 Media female Beijing Founder 48 BD 28 Married modeling

I7 Internet male Beijing Founder 54 Ph.D. 29 Married modeling

ED3 Education Data female Shanghai Vice President 43 BD 22 Single inspection

VC9 VC Service female Wuhan Cofounder 47 MD 23 Married modeling

HD1 Healing Drug male Xi’an Founder 56 MD 34 Married modeling

ED4 Education Data female Xiamen Vice President 39 MD 16 Single modeling

I8 Internet female Beijing Founder 44 BD 24 Married modeling

VC10 VC Service male Beijing Managing Director 36 MD 14 Married modeling

VC11 VC Service female Shanghai President 52 BD 22 Married modeling

I9 Internet male Beijing General Manager 36 MD 14 Single inspection

AI3 Artificial Intelligence male Wenzhou President 60 Ph.D. 38 Married modeling

VC12 VC Service male Nanjing Partner 45 MD 21 Married modeling

FS3 Food Service male Changde partner 40 BD 18 Married modeling

EC4 E-Commerce male Wuhan General Manager 34 BD 13 Single inspection

BD2 Architectural Design female Nanning Founder 57 BD 37 Married modeling

M8 Media male Beijing Cofounder 40 BD 20 Married inspection

Source: data compiled by research author.
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3.2. Research Design

In this study, text data were obtained in various ways. For the interviewees who were
available to meet in the same region, face-to-face communications were adopted in this
study. For the interviewees who were not available to meet, from overseas or other cities in
China, online meeting communications were adopted in this study.

The interview outline was as follows: Firstly, the introduction. Along with entering
into the digital and the knowledge economy era, organizational boundaries are blurring;
individual power is on the rise. We call this group of individuals, who drive the orga-
nization’s growth and metamorphosis and can become the “engine” of organizational
learning and growth, “mega individuals”. Research on the connotation and traits of “mega
individuals” can help individuals to improve, prompting organizations to gain new mo-
mentum. Secondly, interview questions. Questions included: In the Internet era, do you
think individuals have changed greatly? Please specify 1 to 3 changes. In the era of digital
and knowledge economy, what characteristics do you think individuals should have in
order to become “mega individuals”? Please list 3 to 10 specific abilities that you think are
typical of “mega individuals” and explain them in detail. What else do you think you need
to do to become a true mega individual?

In order to ensure the effective recovery of materials, this study first invited two
interviewees interested in the topic, an enterprise founder and a partner, to participate in
preliminary interviews to ensure the effectiveness of the guidance and the interview outline,
the introduction and design of questions and the precise expression style and words in the
interviews to allow respondents to understand easily and clearly. Afterwards, according to
the results of these two interviews in the process, this study revised the interview outline.
Again, a professor of human resource management was invited to review the questionnaire
and make professional adjustments. After pre-interview and questionnaire revision, the
validity of the interview was ensured.

Based on Grounded Theory, this study analyzed the connotation and characteristics
of “mega individuals” in business communities. Of the 56 interviewees, the text data of
45 were used for theoretical modeling, and the text data of the other 11 interviewees were
used to test the saturation of the theory.

4. “Mega Individuals” Competency Model (MICM)

After the interview data were obtained from unstructured or semi-structured in-
terviews, this paper sorted the characteristics of “mega individuals” in several stages,
including open coding, spindle coding, selective coding and saturation testing, and built
a theoretical framework model of mega individuals’ competence. According to the three-
stage coding analysis, this paper identified the trait dimensions of “mega individuals”,
namely, composite ability, cooperation ability and personal branding ability, which provide
a comprehensive reference for the recognition of the emerging group of mega individuals.

4.1. Open Coding

Open coding is to encode and label interviewee data word by word to generate initial
concepts and form concept categories. We sorted out the content of “mega individuals”
mentioned by the subjects into relevant materials according to connotations and traits.
The first step was to label: we numbered the respondents’ sample according to the en-
terprise type; for example, we coded the first respondent in venture capital industry as
VC1; we coded the first respondent in Internet domain as I1 and so on. Afterwards, the
original statement was labeled with the encoding method of “sample numbering—question
numbering—statement number”. For example, code VC1-2-3 means the first respondent
in the venture capital industry answered question 2 in statement 3. In the end, we found
443 original statements, mainly describing the abilities of “mega individuals”.

The second step was double-blind coding. We adopted the following double-blind
method; the 443 original statements obtained were coded. In this process, two doctoral
graduate students majoring in human resource management input all data according to
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their original condition to avoid influences from researchers’ personal bias or viewpoints.
In accordance with the principle of maximum likelihood, the two researchers gave the same
words a shared primary code. This study had 211 primary codes (aax). Then, this study
eliminated codes relating to traits shared by ordinary people, such as positive values, inner
drive, learning ability and so on, since they do not represent the mega individuals’ real
qualities. Next, following the principle of similar meaning, namely, the principle of the
same or similar meaning, the two researchers collated and summarized 211 primary codes
independently to form codes (ax), i.e., 113 in total.

Miles and Huberman believed that an acceptable level of the codes’ internal con-
sistency is up to 80% [44]. Therefore, in the third step, in this study, the coding consis-
tency of the two researchers was calculated to be 94, and the consistency test result was
94/113 = 83.18%: a result meeting the acceptable standard.

In the fourth step, we further summarized and refined the 94 codes. After eliminating
the infrequent and inconsistent codes, we ended up with 58 initial concepts (Ax).

In the fifth step, this study divided the categories. The 58 initial concepts were
reclassified into 11 different categories, as shown in Table 2.

Table 2. Category of initial concepts.

Coding Category Initial Concepts

B1 Comprehensive quality
A9 A generalist; A20 Knowledge structure diversification; A13 Transferable ability; A35

Organic combination of theory and practice; A41 A versatile person; A27
Problem-solving ability;

B2 Long-termism A30 Years of business reputation and credibility; A14 Continuous output value; A51
Sustainable development; A57 Stands the test of time;

B3 Autonomous coordination
A50 Non-leadership and non-controlling team members; A11 Mutual trust and respect;
A60 Team members have common goals and mutual recognition; A26 Team members

form synergy, and things can run by themselves;

B4 Coping with uncertainty
A28 Deals with dynamic complexity; A43 Nothing out of nothing; A49 Quickly adapt to
the changes of the times; A91 Accept and respond to change; A62 Buckling force; A85

Ability to work under pressure;

B5 Influence power
A1 Soul leader; A6 Carry authority; A72 Self-made traffic; A15 Link cross-boundary

resources; A19 Well-connected; A86 Infectious; A64 Key opinion leader; A88 Example
power; A75 Cohesive force;

B6 USB-type survivability
A52 Independent; A77 Master multiple functions; A33 Go beyond what you’re good at;

A70 Ability to replicate skills and experience across industries and posts; A65 Slash
youth (young generation with multiple skills or job title);

B7 Commercial value
A2 Shorten the time that the brand occupies the user’s mind; A4 Uses personal IP to drive

product and enterprise IP; A67 Mega individuals are products that sells itself first; A40
Realize effective business realization; A54 Ability to liquidate; A45 Enjoy creating value;

B8 Integration of resources
A31 Identify resources, link resources, and mobilize resources; A7 Mutual assistance to
achieve maximum work efficiency; A58 Draw on external momentum; A53 Learn from

each other internally; A66 Strong coordination ability;

B9 Personality label A93 Core competence presentation; A6 Exclusive personalization tag; A55 First
impression; A34 Uniqueness; A59 Personal charm;

B10 Negotiating ability A22 Communication ability; A68 Effective communication; A78 Insight into real needs;
A25 Communication is clear and “visible”;

B11 Systematic thinking
A44 Understand the inner (underlying) logic of things; A8 Good at finding problems

from different perspectives; A76 See the essence, target straightly to the core; A80 Break
the inherent mode of thinking.

Source: data compiled by research author.
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4.2. Spindle Coding

Focusing on the characteristics of “mega individuals”, this study tried to establish
effective logical relations among different conceptual categories through the process of
principal axis coding on the basis of open coding. Finally, three main category relations
were obtained in this study, as shown in Table 3. Specifically, they included compound
talents, collaboration ability and personal branding ability.

Table 3. Main categories formed by spindle coding.

Coding Main Categories Corresponding Category Connotation of the Relationship

C1 Compound ability

B1 Comprehensive quality Qualities that make up the “mega individuals” are an
important dimension conforming to the interdisciplinary
talented qualities, professional accomplishment and the
ability of comprehensive quality. In any organization, its

value can come in USB-type survival ability, able to quickly
understand things’ internal logics, find problems, solve

problems and have a strong ability to resist setbacks. All of
the above-mentioned abilities help them to adapt to
environmental changes in response to uncertainty.

B6 USB-type survivability

B11 Systematic thinking

B4 Coping with uncertainty

C2 Collaboration

B8 Integration of resources Another important dimension of “mega individuals” is the
quality of collaboration. Through effective communication,

we can understand the real needs, link and integrate
cross-border resources and cooperate with them freely so that
members in different positions can do their best and so that

the team can form synergy.

B3 Autonomous coordination

B10 Negotiating ability

C3 Personal IP

B9 Personality label Another important dimension that constitutes the
characteristics of “mega individuals” is personal branding

capacity. Individuals have long termism. Through continuous
output, exclusive personalized labels are established to make

them have the commercialization value and finally form
personal branding influence.

B5 Influence power

B7 Commercial value

B2 Long-termism

Source: data compiled by research author.

4.3. Selective Coding

According to the open coding, spindle coding and related analysis, the core issue of
this study was the main category of “mega individuals” traits. According to the different
concepts and categories to which codes belonged in the above-mentioned open coding,
the conceptual model of “mega individual” traits and “mega individual” competency was
constructed in this study, as shown in Figure 1.
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5. Findings and Discussions

By applying the dynamic capability theory to interpret the trait dimensions and “mega
individuals” competency model constructed above, it was found that the competency
model of “mega individuals” consists of three trait dimensions, that is, compound ability,
collaboration and personal IP. The research on the competency model does not improve
with the reform of organizational structure. With the changes of individuals, competency
surpasses the development of individual and organizational competency, becoming a net-
worked development [45]. The competency model clearly shows the core competitiveness
that “mega individuals” should possess in order to achieve certain goals or accomplish-
ments. It can distinguish “mega individuals” from ordinary individuals, which can also
continuously improve the applicability and effectiveness of the competency model. The
specific model is explained as follows.

5.1. Compound Ability

Comprehensive quality, USB-type survivability, system thinking and ability to
cope with uncertainty form the dimension of “compound ability” in the ability traits of
“mega individuals”, as shown in Figure 2. “Compound ability” includes complex knowl-
edge, complex ability, complex thinking and other aspects, including interdisciplinary
knowledge fusion, technology integration and cross-border thinking. Existing dynamic
competence theory only emphasizes individual knowledge skills and learning ability [31],
and the “mega individuals” compound ability not only contains the knowledge skills and
learning ability, but also contains larger development. In the global information age, in
cooperation with any organizations and platforms, becoming the social value node and
having the survival ability like a USB stick can help individuals to quickly understand the
internal logics of things, find problems, solve problems and resist setbacks so as to better
deal with uncertain environmental changes. “Mega individuals”, when “reacting to the
uncertainty”, compared with the ordinary people, have the ability to accept and adapt to
changes in the environment, dealing with dynamic complexity and having strong dynamic
ability [46]; it is relatively easy for them to gain and sustain competitive advantages in
order to create new opportunities out of nothing and enter into new domains.
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5.1.1. Comprehensive Quality

Comprehensive quality is reflected in compound ability; Liang and Li proposed that
comprehensive quality mainly refers to ideological and moral quality, cultural quality, pro-
fessional quality, psychological quality and physical quality, etc. [47,48]. The present study
shows emphasis on transferable ability and problem-solving ability: general professional
skills. It is the ability to reuse and, ultimately, upgrade the ability to solve problems. For
example, some respondents expressed the following views:

“As long as they have the transferable ability and keep building their own ‘ability barriers’
in ‘cross domains’, they will make breakthroughs in their way of thinking and will not be
overturned by the times” (VC3-1-27).

“In an organization, everything we do is to achieve organizational goals, and the ability
to solve problems, no matter how hard, how difficult, how complex, how dangerous the
job is, the highly valued talents holding these traits are needed talents in an organization”
(MI1-1-15).

5.1.2. USB-Type Survivability

USB sticks, which store a lot of useful information, work and “survive” pretty well
wherever they go. Having the survival ability of a USB stick means that individuals no
longer depend on a company or institution for survival but sell their time and skills flexibly
through an Internet platform or sharing platform to gain profits and build their own circle
of contacts, personal IP and influence power. The value appeal of “USB-type survivability”,
which is the same as the state of “slash”, is the product of the rapid development of
information technology in the Internet era. Individuals decide their time arrangement
in a more liberal work mode, stimulate creativity and realize greater value of life. In the
interviews, many interviewees strongly agreed with the new concept of survival born in a
new economic form in recent years:

“As long as you have a competitive advantage, whether it is unique resources, endow-
ments, scarce knowledge, skills, experiences, higher work efficiency, more creative product
or service design, you will get more opportunities for cooperation and enlarging living
space” (I3-2-5).

“The advantage of USB survivors is that they are able to spot opportunities first and their
minds are not limited” (M3-2-7).

5.1.3. Systemic Thinking

Systemic thinking emphasizes understanding and solving problems as a whole, while
opposes discuss wholeness in general [49]. Therefore, it is particularly important to see
the essence and go straight to the core, which are of particular importance. The premise
is that these individuals can tear down the wall of the thinking and break the inherent
thinking mode; the second point is the need to find the underlying logics among things,
propose solutions and analyze problems from a different perspective in order to find a
better solution and realize upgrades of their life operating systems. For example, the views
expressed among respondents included:

“Systemic thinking can break out of the old stereotype of thinking, see the whole picture,
and see the structure and logic behind things, so that we can solve complex problems in
real life” (M8-3-11).

“Master systemic thinking means bearing the eyes that can see through the systemic rules
of things” (VC11-3-3).

5.1.4. Coping with Uncertainty

Uncertainty refers to the inability of people to make a unique description and pre-
diction of the state of things or the running results of events [50]. Uncertainty, essentially,
unpredictability, is more serious than “risk”. Compared with ordinary people, being able to
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accept and deal with changes in the environment, dealing with dynamic complexity, having
the strong ability of dynamic individuals [46] and gaining and sustaining competitive
advantage is relatively easy for “mega individuals”. In order to create new opportunities
out of thin air, opening up new “territory” at the same time, they also must possess a strong
ability to withstand pressure and stumbles, which is more critical for the “compound
ability” of “mega individuals”. This view was expressed by the following respondents:

“In business management, multiple factors intertwine, resonate or rise and fall in a
changing way, which put “mega individuals” under great pressure. The biggest challenges
are complexity, uncertainty and conflict” (VC9-3-23).

“Calmly facing setbacks and pains at work is not only a kind of endurance for difficulties,
but also a survival skill” (I8-1-6).

“Mega individuals should have the ability to make something out of nothing, from zero
to one, whereas a successful person might be from one to 100. That’s the essential
difference” (AI13-1-9).

It is worth noting that the characteristics of “mega individuals” under the framework
of compound ability in this study were confirmed by the research of Yu, Liu, Zhang and
Li [51–53]. However, coping with uncertainty was rarely mentioned in previous literature,
especially in the emergence of “black swan” events. This research can help to expand
cognitive boundaries, enhance anti-strike ability and turn unfavorable situations into
opportunities (VC9-3-28).

5.2. Collaboration

The integration of resources, autonomous coordination and negotiation ability form
the “collaboration” dimension are some of the ability traits of “mega individuals”, as
shown in Figure 3. Collaboration is the ability to work with others to achieve common
goals. Typical behaviors include using effective relationship skills, listening and respecting
others, focusing on things rather than on people and considering the consequences on
others [54]. Through effective communication [55], “mega individuals” can discern real
needs and link and integrate cross-border resources. For example, Barney converted indi-
vidual resources into organizational resources and made use of them [56]. This gives the
organization sustainable competitive advantage, allows the members in different positions
do their best, releases the maximum internal strengths, and gives the team synergy and
maximizes work efficiency.
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5.2.1. Integrating Resources

Barney proposed the path of resource integration, that is, identifying resources, at-
tracting resources and converting individual resources into organizational resources and
making use of them to give the organization sustainable competitive advantage [56]. In
this way, the integration of resources is meaningful for contributing to the organization’s
excess performance. The interviewees in this study took the organization as the boundary
which distinguishes internal and external behaviors in resource integration. For example,
EC2-5-32 and I5-5-22 believed that “we should learn from each other internally and take
advantage of the situation externally”. This is related to the opinion of Ge and Dong, who
divided resource integration into two processes: resource identification and acquisition
and resource allocation and leverage [57]. EC2-5-41 agreed on the need to identify and
acquire resources but put more emphasis on “integrating resources”. In addition, the
respondents constructively suggested that “mega individuals” should also have “strong
coordination ability”.

“Mega individuals should be able to think from the perspective of the overall picture and
serve the overall situation with creative thinking” (VC5-5-14).

5.2.2. Autonomous Coordination

The concept of “synergy” proposed by German theoretical physicist Hermann Haken
is essentially the formation process of a system moving from disorder to order [58]. This
phenomenon was verified by many of our research subjects, for example, FT1-6-11; “mega
individuals” can coordinate relationships among themselves, have strong cohesion in the
project, can form a joint force and, finally, make the organization run smoothly. Among
the interviewees, most people agreed that the relationship between “mega individuals” is
not leadership, that is to say, “leadership” is not the most obvious characteristics of “mega
individuals”, and they emphasized the relationship of “equality”. This view was expressed
by the following respondents:

“Respect is fundamental to mega individuals’ collaboration, and trust is built to enable
effective communications” (CM2-4-25).

“The cooperation between ‘mega individuals’ is not ‘I lead you’ nor ‘I order you’; instead,
they recognize and appreciate each other, i.e. it is equal for co-creation of the relationship;
people share the same goals and work together to achieve the goals” (HD1-4-32).

5.2.3. Negotiation Ability

Business negotiation is an indispensable part of commercial activities, and negotiation
ability is a necessary ability for every business operator involved in the business. The
strength of this ability determines the number of benefits obtained or supported in the
trading center [59]. To complete the negotiation, it is not enough to only rely on one ability,
but individuals must have a variety of comprehensive abilities. In the data collection
process of the study, many research subjects strongly recognized this conclusion and
also proposed that, in addition to “communication ability”, what is more important is
“understanding the needs of the other party involved”.

“In a negotiation, it’s not enough to listen carefully. You need to fully understand the
other person’s goals, interests and values, and identify them in your mind so that you can
engage in a more constructive negotiation” (VC10-1-9).

Business negotiations are often very difficult and sometimes even impossible to
achieve. Some respondents even said it was important to be “adaptable” as well as “clear
and visible”.

“It is also a test of the mega individuals’ ability to act on their own and close a deal
by making clear and visible the signals that have been analyzed and processed by the
brain” (AI3-1-18).
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5.3. Personal IP

Personality labels, influence power, commercial value and long termism form the
“personal IP” dimension in the competence traits of “mega individuals”, as shown in
Figure 4. “Mega individuals” build a personal label through continuous output, which
Professor Donald Sexton, former dean of Columbia University’s International Business
School, describes as “the art of occupying the mind” because the trust, professionalism and
charisma of the “mega individuals” can help to improve consumers’ purchasing intention
relating to the recommended products or services [60]. Therefore, personal IP has the
value of commercial realization and ultimately forms personal influence. The formation
of personal IP is the result of long termism, which can be transformed into a symbol
after a period of practices. For “mega individuals”, once their “personal IP” is formed,
it is easier to link with people, build trust, create premium and produce value-added,
intangible assets.
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5.3.1. Personality Label

According to previous literature, the maturity of the Big Five personality traits [61,62]
means that positive personality labels tend to lead to more positive outcomes, and such
labels undoubtedly lead to better “first impressions”; as M1-4-15 put it: “the priming effect
significantly increased the probability of being kind to each other in future interactions”.
Differences in genes and environment, as well as individual autonomy, determine the
“uniqueness” of an individual. “Uniqueness means easy to be remembered, and the brain
always samples unique things as a memory priority” (VC4-4-8).

Regarding the understanding of “personality label”, the interviewees expressed the
following viewpoints:

“Personality labels are personal tags that users like, approve of and accept” (PD1-4-17).

“Personality labels will not only make users like, ‘love me, love my dog’ and buy their
products, but also increase the credibility of their products” (FT1-4-27).

“Without the personality, the label has no soul” (VC6-4-6).

“Charisma” is defined as a flair for drama that includes the desire and ability to
communicate emotions and thus inspire others [63]. This conclusion was echoed by many
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of the participants who claimed: “personal attractiveness has a strong influence on social
status” (MI2-4-11). However, there are still few studies on personal charm in academic
circles [64], so it is worthy of further research.

5.3.2. Personal Influence Power

Personal influence power is the embodiment of human ability; the end result is usually
characterized by personal power. This kind of power is not mandatory [65] but is “might
power”. For example, the respondents interpreted that “authority is the power based on
trust that can recall the spontaneous obedience among others, i.e., on the basis of justice,
reason and necessity to ‘obey voluntary’” (I5-4-5).

“Mega individuals” are like “key opinion leaders”, who are active in interpersonal
communication networks and often provide information, opinions or suggestions to others
and exert personal influence on them [66]. In the survey, three respondents expressed
their views:

“In a limited group, opinion leaders’ messages and opinions are more likely to be accepted
and recognized by the majority of members. Positive, creative ‘Key Opinion Leaders’ are
better for business development” (LS1-4-13).

“The power of example, like herding effect, can have a strong demonstration effect” (VC12-4-6).

“Organizations need more than one ‘spiritual soul’ in order to have strong vitality and
creativity” (BD2-4-9).

The Internet has become a universal media orgy, connecting people, ideas, data and
materials in new ways. Individuals can publish information through new media, and
“sharing” has become easy and massive on a global scale. One respondent believed that:

“Personal influence enables people to generate traffic, link to cross-boundary sources, and
expand their networks” (AI3-4-11).

5.3.3. Long Termism

For long termism, Jacques’ “judgment time distance method” and Hofstede’s “long-
term orientation” both offered explanations. Jacques proposed, from the perspective of
time horizon capability, that, as with any decision, its decision-making effect needs to be
manifested after a period of time [67]. Hofstede believed, from a long-term perspective, in
a tendency to judge individual behavior in a future-oriented way [68]. This study fused
the views of Jacques and Hofstede and was more inclined to share Jacques’ opinion. Long
termism not only insists on a long-term direction, but, more importantly, it requires long-
term verification of decisions. In the current study, the majority of respondents agreed that
“mega individuals” should make long-term investments to build stronger barriers. The
final effect takes a long time to verify. The longer judgment time is taken, the greater the
relative importance of “mega individuals”. As Bezos, Amazon’s founder, wrote in his first
letter to shareholders when the company went public in 1997: it’s all about long-term value.
This is “long termism”. Four respondents highlighted the following points:

“Long-termism stands the test of time and is lifelong growth for individuals” (VC11-4-15).

“Long-termism will give organizations an inexhaustible motivation for sustainable devel-
opment” (FT1-4-22).

“It requires persistence and focus, continuous output of value, flexibility in the process of
resistance, and how to solve the problem” (MI2-4-25).

“Only by letting others really benefit from their own in the years of reputation manage-
ment, will see the accumulated contacts increase; insisting on being at the right moment,
and temporarily giving up their own interests will finally help themselves harvest more
returns” (M7-4-23).
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5.3.4. Business Value

In this study, business value was crucial, and it is one of the important characteristics
that distinguishes “mega individuals” from ordinary individuals. Mega individuals’ strong
personal IP makes them commercially valuable. In the era of mobile Internet, one can “real-
ize effective business value” after creating one’s own personal IP. Eiling Gu, the freestyle
skier of the Beijing Winter Olympics, and Bingtian Su, the “Asian Flying Man”, and so
on have won more than 20 brand endorsements with their outstanding achievements in
sports, providing rich cases for personal business value. The carriers of commercial value
can be individuals or concrete things. The commercial value of individuals is the ability to
attract commercial resources (such as investment and users) and drive the development
of related industries. Some respondents agreed with this opinion. One respondent be-
lieved that “mega individuals turn themselves as ‘products’ that be promoted and sold
first” (HD1-4 -31).

After the formation of a personal IP, it can promote better development of enterprises
or organizations. For example, two respondents explained the role of personal IP as follows:

“It can shorten the time for brands to occupy the users’ mind” (I8-4-6).

“Personal IP can drive the development of product IP and enterprise IP” (VC11-4-23).

When “mega individuals” have a personal IP, it can be divorced from the traditional
employment relationship. Details are as follows:

“Individuals can use their skills and services in exchange for their own value and freedom
to create value without being tied to a restricted employment relationship” (VC8-4-33).

6. Saturation Tests

In order to test whether the theoretical model of “mega individuals” constructed
in this study was saturated, the reserved interview data of 11 interviewees were coded.
Considering the excessive text content and limited contents development in the research,
interview data of partners in the CM2 medical beauty industry were taken as an example
for saturation tests. When problems are encountered in the workplace, mega individuals
should have the ability to find the problem, target the key issue and solve the problem
immediately (B1 Comprehensive quality—A27 Problem-solving ability). In the face of a
society with increasing uncertainty, individuals’ strengths are limited; if they can learn to
mobilize resources (B8 Integration of resources—A31 Identify resources, link resources, and
mobilize resources) and gather more like-minded people (B3 Autonomous coordination—A11
Mutual trust and respect), the chances of success will increase. “In an era of personality
diversity, a tag without personality meaning is not good, especially with the advent of the
era of IP, which means the arrival of the personified tag (B9 Personality label—A6 Exclusive
tag with personalization). More people under the influence and more values run on others,
being an example in the eyes of others, the IP value comes out naturally (B5 Influence
power—A88 Example power)”. Through the open coding of the text data of the remaining
11 respondents, the results showed that the categories in the model were enriched, and no
new important categories and relationships were found. At the same time, the analysis and
comparison of the four main categories did not find any new components. Therefore, this
study believes that the “mega individuals” competency model is theoretically saturated.

7. Conclusions and Implications

“Mega individuals” are born against the background of the new technological revolu-
tion and digital intelligence economy and are the product of the rise of individuals. In the
evolving business ecosystem, individuals need to constantly develop their own literacy
and ability to adapt to changes and development of the social environment. The main
conclusions of our research into “mega individuals” were as follows.

Firstly, this study used a qualitative research method to define the connotations
of the term “mega individuals” through grounded theory with data collection from
56 interviewees who are entrepreneurs, professional managers, partners, business elites, etc.
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It clearly pointed out the distinction between “mega individuals” and “new individuals”,
“strong individuals”, “super managers” and “business elites”. Secondly, on the basis of
the existing individual competency model, this study constructed the competency model
of “mega individuals”, that is, “mega individuals” are composed of compound ability,
collaboration and personal IP: three characteristic dimensions. Thirdly, under the guidance
of the theory of individual dynamic ability, this study provided a deep analysis of the
ability of “mega individuals” and ordinary individuals and especially pointed out that
compound ability is not only an individual’s knowledge skills and learning ability but
also an embodiment of comprehensive quality and the ability to deal with uncertainty in a
timely fashion. Based on the premise of respect and equality, the synergy between “mega
individuals” is formed, and the goal is finally achieved. Personal IP needs a certain period
of time to reach accumulated effect, but its implicit value cannot be ignored. Finally, this
study pointed out that “mega individuals” break the traditional employment relationship,
constantly develop their own literacy and ability under the evolving business ecology, give
play to individual unique value, improve organizational performance in collaboration with
others, create social value and contribute to the economic and social development of new
demographic dividends.

7.1. Theoretical Implications

First, this study systematically analyzed compound ability from four perspectives.
Throughout the existing literature on complex ability training, discussions stayed on a
knowledge and skills level. When it came to a complex way to improve the capacity,
studies only involved discussions in a broad manner. At present, in the research, the
cultivation of compound ability still concentrates on the reform of the cultivation mode
in colleges and universities, and exploration is conducted rarely in practical work. There
is no comprehensive description on the compound capability system. On this basis, this
study combined this comprehensive research with the actual case of “mega individuals” to
make a systemic analysis of compound talents and their abilities composition. In addition
to knowledge skills and learning ability in individual dynamic ability, the research on
“mega individuals” emphasized transferable ability and problem-solving ability, which are
general skills separate from professional skills and reusable abilities. Finally, the ability
to solve problems was constantly emphasized. In the new form, individuals decide their
own time arrangement in a more liberal work mode, creativity is stimulated and greater
value of life is realized; these individuals can break the inherent thinking mode to look at
problems from a different perspective, find a more optimized solution path and realize
upgrades of life operating systems. In previous literature, dealing with uncertainty was
rarely mentioned; especially in the face of “black swan” events, mega individuals can
expand cognitive boundaries, enhance their abilities to resist blows and possibly turn the
situation into an opportunity. In this study, specific evaluation criteria for compound ability
provide theoretical guidance for talent selection and training in human resources practice.

Secondly, this study emphasized the importance of collaboration and explained
the collaboration relationship. Collaboration capability is mentioned in existing dynamic
capability theory [69]. The relationship among individuals is a cooperative relationship
which is mainly developed by external partners to realize the common goal of a project
and discover and solve problems in the collaboration process. However, this study found
that the relationship among “mega individuals” is cooperative, not only involving the
collaboration between “mega individuals” and external individuals, but also internal
cooperation. More specifically, in this study, the internal and external behaviors in resource
integration were distinguished. In addition to identifying and acquiring resources, more
emphasis was placed on “integrating resources”. The relationship of “equality” was
emphasized among “mega individuals”. The research especially pointed out that the
relationship is not leadership, that is to say, “leadership” is not the most obvious trait of
“mega individuals”. In addition to the communication ability in the negotiation scenarios,
the trait of “mega individuals” is more focused on the strain ability. Collaboration needs to
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be externalized by interactions, and it needs to reflect the sharing and pooling of individual
knowledge, skills and efforts. In addition, the evidence model of collaboration evaluation
is not unified; that is, it has not been determined to evaluate collaboration. The innovation
model among “mega individuals”, as well as the theory and practice of these individuals’
collaboration, needs to be further studied and discussed.

Thirdly, this study also extended the role of personal IP to complement the existing
dynamic theory. Personal IP is not mentioned in the current theory of individual dynamic
capability. Therefore, the results of this study are a supplement to the theory of dynamic
capability, that is, the ability of “mega individuals” to create IP value, i.e., having the brand
effect becomes an important indicator. In the era of individual rise, everyone is unique.
Standing out from the crowd to create personal IP is becoming the main theme of the
era of connection. From “organized individuals” to “personal IP”, the penetration of the
mobile Internet is embodied increasingly by discrete pieces of the network and by the
continuous forming of many centers and many new connections. This research mainly
selected personal IP rather than personal brand for discussion. On the one hand, relevant
studies were primarily on personal brand, and research regarding personal IP focused on
the transmission and marketing category and relatively little in the management research
category. In the present study, “long termism” and “business value” were rarely mentioned.
For “mega individuals”, long-term investment should be made, especially to measure the
effect of a decision or the correctness of a decision, and it is necessary to wait patiently for a
long time to build stronger decisions [69]. At the same time, it is also necessary to have a
long-term oriented attitude and have confidence and expectations for the future [68]. In
addition, in this study, commercial value, which is also one of the important characteristics
distinguishing “mega individuals” from ordinary individuals, was shown to be crucial. The
strong personal IP of “mega individuals” enables them to have sufficient commercial value.
In the era of mobile Internet, one can “realize effective business realization” after creating
one’s own IP. On the other hand, personal IP precedes brand, and brand value comes from
the influence of personal IP. If the two can complement each other, it gives the maximum
result. This study believes that personal IP has more research value in the formation of
“mega individuals”. It is worth noting that, if the negative impacts of the personal IP of
the “mega individuals” emerge, the reputation, integrity and brand image of the “mega
individuals” and the organization which they belong to are irreparably damaged.

7.2. Practical Implications

This study provides practical guidance for the construction of the competency model
of “mega individuals” so that individuals can develop into “mega individuals” in reality.

First, it involves the effective development and implementation of new opportuni-
ties by individuals. Organizations are constantly adapting to new situations to ensure
sustainable development or innovative development, which requires individuals to have
the ability to understand new environmental requirements, and individual dynamic abil-
ities help individuals to face unpredictable changes in the market. In recent years, the
use of the theory of dynamic capabilities to update resources and capabilities to adapt to
changing business environments has received much attention. However, few researchers
analyzed individual dynamic capabilities to ensure business sustainability. The logical
chain of “integrating resources—especially acquiring, integrating, resetting and releasing
resources—to cope with or create market changes” presented in this study conforms to the
basic view of dynamic capability theory, and this study can be applied to the actual work
of individuals.

Second, this includes understanding the changes in the new work form, develop-
ing the ability to cope with changes and even creating the right survival experience in
these conditions. In view of the mega individuals’ compound ability, for new career
development in an organizational environment where more survival needs are required,
individuals usually need to constantly improve their own quality, not only compounding
professional quality and individual comprehensive qualities, but also acquiring the capa-
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bilities to react in uncertain environments in rapid response and jump out of dilemmas.
In view of collaboration ability, more emphasis among “mega individuals” was given to
the equal relationship that releases organizations’ internal energy to the maximum level,
eventually achieving the goals established. In the process, it is necessary to test whether
the “mega individuals” have an altruistic mentality, hold a big picture and view and put
“things” first rather than “people” first as a thinking pattern. For personal IP, the previous
outstanding people are buried in doing things well without paying enough attention to
building systemic personal IP. This study emphasized that, when a personal IP has com-
mercial value, the brand is an intangible asset for the organization. The competency model
of “mega individuals” is to help individuals continuously improve themselves and make
progress. If they want to succeed in the future, they must do their best. In the personalized,
uncertain and multidimensional world in the future, the potential returns are also worthy
of efforts.

Third, demonstration effect promotes social development. When individuals set up
more “models” and “examples”, more demonstration effect can be established, which
helps to form the obvious guidance role in organization. With the increasing dynamic
characteristics of the external environment, new technologies and new business formats
have gradually emerged, and a large number of new employment forms and employ-
ment methods have emerged. Individuals need to learn new skills, overcome inertia,
integrate resources to identify new market changes and opportunities and be able to make
a greater commitment to society and the environment, which also contributes to the social
development process.

7.3. Limitations and Future Research Directions

Although this study makes some contributions to the body of knowledge, there are
limitations which should be considered as directions for future research.

First, there were limitations to the interview samples. The commencement of the
research on the connotation and characteristics of “mega individuals” adopted Grounded
Theory to ensure that the research method and procedure was scientific, but the respondents’
evaluations and understandings of “mega individuals” were subjective. In addition, this
study used the induction method, and, in the process of understanding and judging,
inevitably, the study exhibited subjectivity to some extent. Additionally, this study involved
venture capital services, Internet, media, education consulting, electricity, food industry,
artificial intelligence, architectural design, foreign trade, medical equipment, medical
beauty, etc. The main research subjects were Chinese and ethnic Chinese. In future research,
more data collection among respondents from different countries and from many more
industries is needed to enlarge the sample size. It would also make “mega individuals”
more visible and give a clearer picture of what “mega individuals” are capable of.

Second, the adoption of the qualitative research method limited results. Qualitative
research is to explore specific events or problems and carry out a detailed and systematic
process. Qualitative research can fill up the defects of quantitative research and excavate,
in depth, the reasons underlying the phenomenon. However, the analysis of samples the
qualitative research methods cannot represent the whole picture. The 65 respondents in
this study may be defective for drawing conclusions. This is the shortcoming of adopting
this research method. Therefore, scale design and empirical tests should be carried out in a
follow-up study so as to further verify the conclusions and improve the applicability of
the conclusions.

Third, an in-depth study of the interaction of traits related to “mega individuals” is
still required. According to the collected data, this study explores the connotation and char-
acteristics of “mega individuals”. However, considering the material and development of
the study, detailed analysis on the interactions among the three features was not conducted.
In subsequent studies, different dimensions of the research direction and exploration of the
mechanism of traits could be developed.
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64. VerčIč, A.T. Personal charisma: Immediate or gradual? How long does it take to judge? Public Relat. Rev. 2014, 40, 609–611.

[CrossRef]
65. He, G.B.; Zhang, P. The Role of individual influence in group Decision-making integration: An extension of SDS Theory. Acta

Psychol. Sin. 2004, 1, 37–43. (In Chinese)
66. Katz, E.; Paul, F.L. Personal Influence: The Part Played by People in the Flow of Mass Communications; Routledge: New York, NY, USA, 2017.
67. Jaques, E. Taking time seriously in evaluating jobs. Harv. Bus. Rev. 1979, 57, 124–132.
68. Hofstede, G. What did GLOBE really measure? Researchers’ minds versus respondents’ minds. J. Int. Bus. Stud. 2006, 37, 882–896.

[CrossRef]
69. Mousavi, S.; Bossink, B. Corporate-NGO partnership for environmentally sustainable innovation: Lessons from a cross-sector

collaboration in Aviation Biofuels. Environ. Innov. Soc. Transit. 2020, 34, 80–95. [CrossRef]

http://doi.org/10.1016/j.ausmj.2020.03.002
http://doi.org/10.1037/1040-3590.4.1.26
http://doi.org/10.1177/0146167288141020
http://doi.org/10.1016/j.pubrev.2014.02.010
http://doi.org/10.1057/palgrave.jibs.8400233
http://doi.org/10.1016/j.eist.2019.12.005

