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Abstract. Based on organizational learning theory, using the sample of 1400 
questionnaires, we text the impact of organizational error management climate on 
employee performance under the Chinese context. The results show that the positive error 
management climate directly affects the employee's contextual performance; the negative 
error management climate directly affects the employee's task performance. 
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1. Introduction 
In a fiercely competitive environment, firms not only need employees who know to “do 
things”, but also need employees who know to “think things”. It means that employees 
must not only have high task performance, but also high contextual performance (such as 
cooperation, help, and completing the additional tasks spontaneously). In order to 
improve work performance or not be eliminated by firms, employees tend to tense work, 
think, explore, and seek breakthroughs [1]. These behaviors are characterized by 
workload overload, capacity overload, cognitive overload and uncertainty, making that 
every employee is confronted with errors [1]. Errors can lead to negative emotions and 
work pressures. especially in the Internet information age, errors of some well-known 
brands will spread, diffuse and amplify speedly through network channels, suffering 
heavy losses, and even sustaining a fatal pressure. But, from another perspective, errors 
are misplaced resources, and errors can provide employees with opportunities that can 
help employees rethinking themselves, knowing shortcomings, improving work methods, 
providing error feedback, and learning from error [2]. Therefore, it is important to 
explore the impact of error management climate on employee performance. 

Present researches on error management climate and performance focuse on the 
organizational level, and less on the individual level [3]. For organizational performance, 
van Dyck et al. show that the error management culture can produce positive 
consequences for learning and innovation, optimizing workflow, and ultimately 
Improving corporate performance [2]; Fruhen and Keith found out that in low-risk and 
high-risk situations, error management culture, error-averse culture and task cohesion 
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have a significant impact on team safety performance, and error management culture 
mediates the relationship between team task cohesion and accident rate [4]; Zhu and Bai 
believe that the positive error management culture plays a positive role in organizational 
performance through technological innovation and management innovation[5]. For 
individual performance, Du and Huang using 343 questionnaires find that the error 
management culture can promate employee task performance and contextual 
performance through organizational identity [6]. In view of this, we construct and text the 
impact of error management climate on employee performance under the Chinese context. 
We hope to provide reference for the organization's error management and employee 
performance management practices, and further help firms to turn employees' errors, 
lessons into useful resources. 

 
2. Concept definition and research hypothesis 
2.1.  Error management climate 
An error is when an individual's behavior unconsciously deviates from the goal or plan 
[7]. The error management climate is the organizational practices, procedures, and 
attitudes related to errors, that is, the ways and means of organizing errors [2,8]. The error 
management climate can be divided into two dimensions, namely positive (tolerance, 
learning orientation) and negative (disgust, punishment-oriented) error management 
climate [2,4,9,10]. 

The positive error management climate does not limit the occurrence of errors [2], 
similar to the loose organizational culture [9]. In the positive error management climate, 
employees will actively conduct error communication, think about the cause of the error, 
and propose a new solution [2,4]. The negative error management climate does not allow 
employees to make mistakes [2], similar to a serious organizational culture [9]. In the 
negative error management climate, employees will take measures and behaviors to 
prevent mistakes, obey organizational orders, and abide by rules and regulations [8], and 
promote the organization and management of the model. 

 
2.2.  Dual performance 
According to Borman and Motowidle’s views, in addition to behaviors that directly affect 
the core of organizational technology, job performance also includes off-role behaviors 
that are indirectly at the core of organizational technology, and builds a two-dimension 
model of job performance, namely task performance and contextual performance 
(peripheral performance) [11]. This important discovery provides the basic framework for 
future scholars to love. Subsequently, Wang Hui et al. verified through empirical analysis 
that task performance and contextual performance can be separated in the Chinese 
context [12]. Task performance is performance related to the work and tasks specified by 
the organization [11,13]. It is a behavior within a role that emphasizes the behavioral 
outcomes of employees within their job duties [11,14]. Contextual performance is an 
altruistic act that employees voluntarily take the tasks beyond the requirements of 
organization's rules and regulations [11,13]. It is an extra-role behavior that emphasizes 
behavioral outcomes beyond the scope of work [11,15]. 

 
2.3. Research hypothesis 
Whether in the workplace or in life, mistakes are always considered bad. Errors are a 
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natural consequence of human behavior and are more common in complex systems [2]. 
For employees, learning from mistakes is an important activity that helps organizations 
and companies understand the causes and recommendations of employees' mistakes and 
guide employees' work practices [16]. 

As the main subject of the organization, the employee's dual performance is deeply 
influenced by organizational culture [6]. Liu et al.'s research shows that a high 
organizational culture creats open communication easier, make decision more timely and 
effectively, and helps employees to divergent thinking and improve performance [17]. 
According to the organizational learning theory [18], we believe that the positive error 
management climate has a positive impact on contextual performance by creating a two-
loop learning environment. The positive error management climate encourages 
employees to make mistakes and expresses tolerance and sympathy to the wrong 
employees [2], which is consistent with the “sympathy” of the leading values of 
Shuanghuan learning [18], thus contributing to the employees' double-loop learning 
behavior. Double-loop learning tends to break through paradigm learning, which is 
consistent with the behavior of contextual performance [11]. That is to say, double-loop 
learning can promote the active, flexible and autonomous thinking of its actors, and help 
employees to break through the existing activities within the framework [18], for 
example, actively participate in error talks and exchanges, actively help the wrong 
colleagues, and actively maintain Organizational culture, etc., which is conducive to the 
realization of employee's situational performance [11]. 

Negative error management climate has a positive impact on task performance by 
creating a single-loop learning environment. In negative error management climate, 
organizations punish employees making mistakes more seriously [2,9], prompting 
employees to form a sense of "absolutely can not make mistakes, hate making mistakes". 
Therefor, employees will fall into defensive single-ring learning System [18]. Single-loop 
learning tends to be in-paradigm learning, consistent with the behavioral behavior of task 
performance [11]. Namely, single-loop learning can encourage its actors to form closed, 
conservative, and cautious ideas that help employees take behavioral activities within the 
existing framework [18]. For example, support their status, prove their ability, and 
rationally complete the tasks the job responsibilities, thus contributing to the achievement 
of the employee's task performance. 

Therefore, this study proposes the following assumptions: 
 

H1: Positive error management climate has a positive impact on contextual performance. 
H2: Negative error management climate has a positive impact on task performance. 

 
Based on the above theoretical basis and assumptions. In addition, Yingjun Zhu and 

Yu Hao set the gender, age, and education level as control variables in the model of 
texting the mechanism of between management culture and employee innovation 
behavior. In actual work, the employee's income is closely related to the employee's work 
performance. [19]. Referring to the research that is related to our topics, we consider 
these variables such as gender, age, education level and monthly income as control 
variables. The conceptual model of the research in this paper is shown in Figure 1: 
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Figure 1: Conceptual model 

 
3. Data analysis 
3.1. Research design 
The respondent of this study is the employees of a branch company of China Telecom 
Group Corporation. Through the company's internal online survey system, the 
questionnaires were collected and 3176 questionnaires were collected. After eliminating 
the invalid questionnaires, a total of 1400 valid questionnaires were retained, with an 
effective rate of 44.1%. The questionnaire uses a 6-point scale. “1” is very inconsistent 
and “6” is very consistent. The survey involves 11 district and county branches, 4 main 
city branches and 4 municipal functional departments. Sample characteristics are shown 
in Table 1. 

 
Table 1: Sample characteristics table 

 

Feature Category 
Frequen

cy 
Percent 

(%) 
Feature Category 

Freque
ncy 

Perce
nt (%) 

Gender  
Male  708 50.57 

Age 
(old) 

 

<=22  3 0.21 
Female  692 49.43 22-25 101 7.21 

Education 

<=High 
education 

106 7.57 26-30 320 22.86 

Junior college 660 47.14 31-40 553 39.50 
Bachelor degree 601 42.93 41-50  348 24.86 
>=Master degree 33 2.36 >=50  75 5.36 

Income 
(yuan）  

<=2000  79 5.6 

Firm 

Main-city branches 475 33.93 
2000-3000  532 38.00 Municipal 

functional 
departments 

215 15.36 
3000-4000  449 32.07 

4000-5000  209 14.93 district and county 
branches 

710 50.71 
>=5000  131 9.36   

 
The measurement of error management climate refers to the scale of previous 
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researchs [20,21], including 14 items; the measurement of employee work performance 
mainly refers to the scale of Guoquan [22] and Tsui et al. [23], including situational 
performance and task performance, a total of 8 items. 

The Cronbach's α reliability coefficients of the four variables are all above 0.8, and 
the internal consistency reliability is better. The normalized factor load of each item is 0.7 
or more, and the significance level is that P < 0.001, and the convergence efficiency is 
better. The correlation coefficient of each factor plus or minus twice the standard error (ie, 
the 95% confidence interval of the correlation coefficient) does not include 1 or -1, 
indicating a good discriminant validity (Table 3). The fitting index of the multi-factor 
model is that χ2(528)=2502.378, χ2/df=4.739, RMSEA=0.052, NNFI=0.986, CFI=0.989, 
IFI=0.989, GFI=0.910, AGFI=0.886, although χ2/df more than 3, does not meet the 
judgment criteria. But the expert in the field of structural equations, Jietai Hou and others, 
think that when N is large, χ2 is very large, and χ2/df is of little significance for 
evaluating a single model [24]. Therefore, our model fits well. 

In addition, the fitting results of the Harman single-factor model are shown in Table 
2. There is a significant difference between the fitting results of the multi-factor model 
(∆χ2(df)=440.064(66), P<0.001), indicating that one latent variable cannot be used to 
explain all the factors. Therefore, the homology error of the data is not serious. There was 
a significant correlation between the error management climate and the employee's binary 
performance (P<0.001), indicating that it is suitable for subsequent analysis. A 
descriptive statistical analysis of the variables is shown in Table 3. 

 
Table 2: Single-factor model analysis 

χ
2 df χ

2/df RMSEA NNFI CFI IFI GFI 
AGF

I 

31546.583 594 53.109 0.193 0.809 0.820 
0.82

0 
0.444 

0.37
6 

 
Table 3: Descriptive statistical analysis 

Variables 1 2 3 4 5 6 
1 Age  1      

2 Income  0.049 1     
3 EMC1 -0.104***  -0.005 1    
4 EMC2 -0.037 -0.036 0.605***  1   

5 CP 0.089***  0.163***  0.480***  0.376***  1  
6 TP 0.025 0.129***  0.412***  0.335***  0.731***  1 
Mean 36.391 3343.571 4.864 4.637 5.143 5.218 
SD 8.196 1051.478 0.737 1.089 0.670 0.681 

Note: N=1400；* p<0.05, ** p<0.01, *** p<0.001; SD indicates standard deviation. 
 
3.2. Empirical results 
This study used SPSS software to test the relationship between independent variables, 
control variables and dependent variables through regression analysis, including four 
regression models. Among them, the relationship model between control variables 
(gender, education, income and age) and employee contextual performance is shown in 
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Equation 1. 
        SEX+ EDU+ + INCOME；                                     (1) 

The relationship between control variables (gender, education, income, and age), 
positive error management climate, and employee contextual performance is shown in 
Equation 2. 

SEX+ EDU+ + INCOME+ EMC1；                  (2) 
The relationship model between control variables (gender, education, income, and 

age) and employee task performance is shown in Equation 3. 
SEX+ EDU+ + INCOME；                                     (3) 

The relationship between control variables (gender, education, income, and age), 
negative error management climate, and employee task performance is shown in 
Equation 4. 

SEX+ EDU+ + INCOME+ EMC2；                   (4) 
Note: α is a constant term, β is a standardized regression coefficient, SEX is gender, 

EDU is education level, AGE is year old, INCOME is monthly income level, EMC1 is a 
positive error management climate, and EMC2 is a negative error management climate. 

The variables’ VIF of each model is less than 10, indicating that the effect of 
multicollinearity between variables is not serious. As can be seen from Table 4, gender 
(β=-0.089, t=-3.253, p<0.05), age (β=0.059, t=2.152, p<0.05) and monthly income level 
(β=0.150, t=5.608, p <0.001) has a significant impact on situational performance. The 
positive error management climate has a significant positive impact on situational 
performance (β=0.494, t=21.513, p<0.001), which is consistent with the results of 
Pengcheng Du and Zhiqiang Huang [6]. As can be seen from Table 5, the monthly 
income level (β=0.117, t=4.337, p<0.001) has a significant positive impact on task 
performance. The negative error management climate has a significant positive impact on 
task performance (β=0.343, t=13.722, p<0.001), and H1 and H2 are verified. 
 

Table 4: EMC1 and CP regression analysis results 

Variables 

CP 

Hypothesis Model 1 Model 2 
β t β t 

Gender  -0.089* -3.253 -0.061* -2.590  
Education  0.003 0.107 0.037 1.568  

Age  0.059* 2.152 0.124***  5.142  
Income  0.150***  5.608 0.147***  6.332  
EMC1   0.494***  21.513 H1 

R2 0.040  0.280   

F 14.653***   108.166***    

∆R2   0.240   

Note: N=1400；* p<0.05，** p<0.01，*** p<0.001. 
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Table 4: EMC2 and TP regression analysis results 

Variables 

TP 

Hypothesis Model 4 Model 5 
β t β t 

Gender  -0.031 -1.136 -0.012 -0.476  
Education  0.043 1.590 0.060* 2.332  

Age  0.019 0.683 0.039 1.487  
Income  0.117***  4.337 0.128***  5.030  

EMC2   0.343***  13.722 H2 

R2 0.020  0.136   

F 6.977***   43.990***    

∆R2   0.116   

Note: N=1400；* p<0.05，** p<0.01，*** p<0.001. 
 
4. Conclusions and prospects  
4.1. Conclusions and recommendations 
In the Chinese context, this study analyzes and verifies the impact of the organization's 
error management climate on employee performance, expands the theory of error 
management and performance management, and improves research in this field. The 
study found that the positive error management climate is conducive to contextual 
performance, and the negative error management climate is conducive to task 
performance.  

For management practice, firms should take various measures to transform the 
error experience into valuable resources for employees and enterprises, and thus promote 
the improvement of employee performance. (1) Firms need to develop a reasonable error 
management system. Firms can incorporate the spirit of flexibility, tolerance and 
exploration into the culture and climate of the organization, create an informal error 
communication environment, and promote mutual help behavior among employees, in 
order to improve the contextual performance of employees. (2) The firms can implement 
a serious error management culture, in order to promote employees to abide by the rules 
and regulations, to learn excellent error cases, to improve the efficiency and quality of 
employees, and further to improve the task performance of employees. 
 
4.2. Deficiency and outlook  
As for the prospects of our research, this paper does not consider the factors affecting 
employee performance in terms of research framework. Relevant research shows that 
organizational support and organizational identity have an impact on employee 
performance [3]. Future research can add variables such as organizational support and 
organizational identity and so on. In terms of research methods, this paper only selects 
the method of horizontal data. The impact of error management climate on employee 
performance may have “time lag effect”. Future research may use vertical research and 
case study. besides, the error management climate also exists at the organizational and 
team level. Future research can explore the impact of error management climate on 
employee performance across the level [3]. 
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