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Abstract. The mechanism of the influence of corporate ledderstyle on the error
management climate is discussed. Based on the salafa of 616 middle and high-level
managers, the relationship between paternal Idaigessd error management climate
was tested. The results show that the positiver enanagement climate can be formed
through the direct role of benevolent leadershipnoral leadership, and the negative
error management climate can pass the direct foluthoritarian leadership or moral
leadership. Based on this, management inspiraigomroposed: According to different
types of enterprises, leaders should adopt diffeparental leadership styles, formulate
strict or loose enterprise systems, promote theadtion of a suitable error management
climate, and then improve corporate performance.
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1. Introduction

The error management climate refers to organizatigractices, procedures, and
common attitudes related to errors. In short, fieneto the way in which organizations
deal with errors [1]. Errors are everywhere [2]dan organizations, employees are
inevitable because of the limitations of their pea knowledge, carelessness, and so on.
Different leaders have different attitudes towamdis, and the error management climate
presented by different organizations is also veffer@nt. Organizations with a positive
error management climate [3] can play an active molerror, encouraging employees to
analyze the causes of errors, communicate with etfuér and avoid the same errors.
Organizations with a negative error managementatbnii3] will try to avoid employee
errors and develop a series of strict reward angishment systems and preventive
measures.

In recent years, the climate of error managemesnthb®en heatedly discussed by
scholars at home and abroad. Among them, orgaoiwdtiearning, employee innovation
behavior and team performance have become the tdaaholars' research [4]. However,
most of these variables are consequence variadmelsthe academic community is still
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unclear about the way in which the error managersbmtate should be managed. In
previous studies, leadership factors have long begarded as a key factor affecting the
formation and development of team climate [5], higo an important factor in the
formation of error management climate [6]. Aftel; ldadership is not only the setter of
the error management system in the organizatianalso the “wind vane” of the results
when the employees make errors. The positive effiettte organization to emphasize the
error or the negative effect depends on differeeddérship styles [7]. The
positive/negative effects of transformational leatigp and transactional leadership on
the climate of error management have also beemneicitl confirmed [8]. Unfortunately,
researchers pay little attention to the directuefice of the two, and the way of
influencing their influence is also not deep enough

Based on this, this paper constructs a model oémpalr leadership and error
management climate, tries to explore the factorfectiig the climate of error
management, studies the influence of paternal teade the special climate of the
organization, and adds a new theoretical explandtiothe role of paternal leadership.

2. Research review

2.1. Patriarchal leadership

Zheng Boxun et al. [9] divided paternalistic leadtép into three dimensions: benevolent
authoritarian and moral. The benevolent leaderdkiponstrates individual, family and
family well-being to show personal, comprehensivel dasting care. Authoritarian
leaders advocate power, control employees, andiree@mployees to obey orders
unconditionally. Moral leadership gain respect amtbgnition from their employees by
demonstrating outstanding personal qualities. &t shme time, these three leadership
styles are not necessarily inseparable and carfdered separately.

2.2. Error management climate

The error management climate is a series of a#tftudnd methods adopted by the
organization to deal with error management [1],chihis divided into two dimensions:
positive (open, learning-oriented) and negativeefsion, blame-oriented). The positive
error management climate is similar to the erronaggment culture of van Dyck et al. [2]
and the open-oriented error management climateotd € al. [10]. This climate is more
tolerant, allowing members of the organization teke errors and limit penalties for
wrong behavior, emphasizing correcting errors, daghly analyzing wrong behaviors
and underlying causes, supporting members of tganimation to communicate with
each other in order to provide solutions, and tegdd a loose organizational culture [11].
Negative error management climate is similar todher-averse culture of van Dyck et
al .[2], and the blame-oriented error managememate of Gold et al. [10]. This kind of
climate is more stringent, and members of the drgdion are not allowed to make errors.
Members of the organization will try their besthiole errors because they are afraid of
punishment, and they tend to organize culture gsijo According to the previous
research of this group, this paper believes thatpibisitive error management climate
includes four dimensions: contingency processimgldical solution, tolerance and
sympathy, and negative error management climatedimgy blaming a dimension [3]. In
addition, since van Dyc et al. [2], regard the pwsiand negative error management
climate as two different organizational climatekistpaper will also discuss them
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separately.

3. Theoretical basisand research hypothesis

The benevolent leadership regards employees asyfamimbers and pays attention to
the dual care of employees' work and life. When legges make errors, they maintain
the face of the employees, try to understand thel@mes and seek reasons. According
to the theory of social exchange, employees willreearded with the rewards of
leadership, and then more actively demonstrate ibek behavior of the leaders'
expectations. The specific performance is more hank, no longer afraid of errors in
the work, and actively communicate, Mutual disocoissio avoid the same error again,
thereby forming a positive error management climate

Authoritarian leaders usually have strict contretiotheir employees, do everything
in an arbitrary manner, and cannot tolerate erezause they can't tolerate errors in
their work, and their behavior will give employeeslepressed and inhumanized working
climate, it will make the organization tend to ajerrors in the practice of handling
errors, and make some stricter procedures. Thet sgward and punishment system,
employees will also form a common attitude of réggtand avoiding errors. Thereby, a
negative error management climate is formed.

Moral leaders are broad-minded, and they care aimldmployees at work. When
an employee makes a error, the German leadersHipaké the initiative to understand
the internal reasons, help the staff to relievesstrand provide pertinent advice to make
employees feel safe. The error tolerance of thedesaof the Bank of China has affected
employees' attitudes toward errors and triggerexd abtive imitation of employees.
Employees are willing to communicate and commueitheir errors with others, learn
from them, improve their ability to work and avaithers making similar errors. As a
result, a positive error management climate is é&mm

Moral leaders are strict with themselves, lead>ample in their work, dare to take
responsibility, do their due diligence for the depenent of the organization, and strive
to achieve the target performance. According tofttiew-up theory, its noble personal
ethics and good moral cultivation are examples dorployees, which will induce
employees to follow behaviors. The specific perfance is to strictly demand
themselves in the work, work harder for the inteyesf the organization, and fail to
achieve the set goals. | feel ashamed, try my toeatoid error, and even ask for more
serious punishment to avoid error again. Therelmggative error management climate is
formed.

Therefore, the hypothesis is proposed:

H1: The benevolent leadership has a positive impactthe positive error
management climate.

H2: The authoritarian leadership has a positive aichpon the negative error
management climate.

H3: The moral leadership has a positive impacthengositive error management
climate.

H4: The moral leadership has a positive impacthenrtegative error management
climate.
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Figure 1. Research framework and conceptual model

4. Research design

4.1. Experimental design and subjects

We collaborate (pay) on a professional online spm@mpany for sampling. According
to our request, the company samples from its saliiplery according to certain rules.
For this study, the benefit of online surveys ig@duce the impact of “social approval
bias”. The survey company distributed the questmenby email and station letter. First,
the company screens eligible respondents fromahwlke library. The survey responded
to the middle and high-level managers who were naware of the company's error
management. Subsequently, the survey company rdndsetected 5,640 people from
the sample pool of 310,000 middle and high-levehaggrs to issue questionnaires to
them. The scale of the questionnaire was estintatéde company based on the recovery
rate of previous surveys. A total of 895 questidgrasawere collected in this survey, the
recovery rate was 15.87%, and 616 valid questioesaiere obtained, with an effective
rate of 68.83%. Among the samples, males accountefi6.82%; among the academic
distribution, 8.6% were junior colleges and belGW®,76% were undergraduate, 13.64%
were masters and above, 29.54% were in 5 years4@08% were in 5-10 years. More
than 10 years accounted for 21.43%.

4.2. Variable measurement

The paternalistic leadership scale refers to ttmeareh of Zheng Boxun et al. [3],
including benevolent leadership (5 items), authodn leadership (5 items), and moral
leadership (5 items). The measurement of the emgoragement climate is based on the
scale developed by the research group. Includinrgmél punishment (5 items),
contingency processing (3 items), analytical sohutf4 items), tolerance and sympathy
(2 items) and prevention of recidivism (3 items).

The above variables were measured using the Likedubscale: 1 is very
inconsistent and 5 is very consistent. The resetraim discussed the first draft of the
guestionnaire with two management professors andbivginess managers. The revised
guestionnaire was used as the official versionhef questionnaire. The paternalistic
leadership scale and organizational culture scsde in this paper have been widely used
and verified by the predecessors. The scale ofetther management climate was
developed by the research group through the stdizeéar research procedure. Therefore,
the content validity of the test questionnairedsegptable.

4.3. Analysisand discussion
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4.3.1. Reliability and validity
The Cronbach'ax coefficients of eight variables (benevolent lealigy, authoritarian
leadership, moral leadership, blame punishment,tirgency treatment, analytical

resolution, tolerance sympathy, and preventioreofdivism) all exceeded 0.6, indicating

good internal consistency reliability. The eighttta model fits well. The normalized

factor load of each item was between 0.433 and50.@9d both reached a high level of

significance (p < 0.001), indicating good convergenrefficiency. The correlation

coefficient of each factor plus or minus twice gtandard error (ie, the 95% confidence
interval of the correlation coefficient) does naintain 1 or -1, indicating a good

discriminant validity. In addition, the fitting et of the Harman single-factor model is
significantly different from that of the eight-fact model, indicating that one latent
variable cannot be used to explain all factors.rétuee, the homology error of the data is

not serious.
Table 1: Correlation coefficient table
Benevolen| Authoritarianj Moral | Positivel Negative
Leadershiff Leadership|Leadershij EMC EMC
Benevolent |Pearson . . N
. ) 1 -.008 637" | .433 228
Leadership |Correlation
Sig. (2-
) .847 .000 .000 .000
tailed)
Authoritarian | Pearson . . .
. _ -.008 1 -183" | -.125 .383
Leadership |Correlation
Sig. (2-
) .847 .000 .002 .000
tailed)
Moral Pearson . . .
. _ 637 -.183 1| .447 .078
Leadership |Correlation
Sig. (2-
) .000 .000 .000 .052
tailed)
Positive EMC| Pearson . . . .
. 433 -.125 447 1| .159
Correlation
Sig. (2-
) .000 .002 .000 .000
tailed)
Negative Pearson . . .
g . 228 .383 .078| .159 1
EMC Correlation
Sig. (2-
) .000 .000 .052 .000
tailed)

Note: 1.N=616 2. Positive EMC = Positive error management climatéegative
EMC = Negative error management climate 3.**.Catieh is significant at the 0.01

level (2-tailed).

13



Jin-ming Zhang, Chong-li Wang and Qing-hua Li

4.3.2. Hypothesis test
We use the structural equation model to test tlevaat hypotheses. The direct effect
model fits well (see Table 2).

Table 2: Fitting indicators of direct effects
Y df y/df ~ RMSEA  NNFI CFI IFI
3112.831  88¢ 3.507 0.06¢ 0.92: 0.927 0.92;

Table 3: Path factors and t values of leadership styleesrat management climate

Pattr Corresp
Path nding
. . " t value . | test result
starting point end coefficient assumptio
n
Contingency | e 4.623
processing
Analytical
benevolent solution -0.216 -2:405 H1 Partial
leadership tolerance 0.498" 5549 support
sympathy
prevettion of 0.012 0.148
recidivism
authoritarian blame o
leadership punishment 0.586 .91t H2 support
blame .
punishment 0.264 4.932 H4 support
Contingency | 595 1.004
processing
moral Analytical
leadership solution 0.581 6.029 H3 Partial
tolerance 0.009 0.104 support
sympathy
prevention o 0.510" 5.988
recidivism

According to Table 3, first, the benevolent lealgrshas a positive impact on
contingency processing and tolerance and sympatbwysistent with theoretical
expectations. The benevolent leadership has aimegatpact on analysis and resolution,
and it is not significant for preventing recidivisifihis may be because the benevolent
leadership shows the characteristics of caring@foployees. Even when employees make
errors, they will not be severely punished. Thamfemployees may have a mentality of
“getting too much” and will not take the initiatite analyze the causes of errors. Solving
the problem can not effectively prevent similaioesrfrom occurring again, assuming H1
is partially supported.
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Second, authoritarian leadership has a positiveagihpn the negative error
management climate, assuming H2 is supported.

Third, the leadership of the German side has atipesmpact on the analysis and
prevention of recidivism, consistent with theoratiexpectations. The leaders of the
German side have a negative impact on toleranceamgassion. This may be because
the leaders of the German bank infect the emplowéghshigh morality and cultivation,
and the employees recognize and emulate the behakithe leaders of the virtues.
Therefore, when employees make errors, they wilhgleamed and blame themselves. |
feel that | should be tolerated, and other emplsyaethe organization will try to avoid
errors. The leadership of the German line is mgniicant in the contingency treatment.
This may be because the contingency treatment tdenionproved by merely emulating
the behavior of the leaders of the virtues. It $th@lso combine the personal qualities of
the employees (such as the understanding of thiedgaf the virtues and the ability to
handle things), and our The study did not contieke aspects of the employee and thus
showed insignificant characteristics, assuming ifatvas partially supported.

Fourth, the leadership of the German bank has #iyg$npact on the negative
error management climate, assuming H4 is supported.

5. Conclusion and discussion

5.1. Conclusion

In this study, we discussed the relationship betwédeadership style and error
management climate, and constructed a direct effemiel that included paternalistic
leadership and error management climate. An engpisitidy based on 616 middle- and
high-level manager surveys found that the posiBwer management climate can be
formed through the direct role of benevolent lealigr or moral leadership; the negative
error management climate can be formed through dinect role of authoritarian
leadership or moral leadership.

5.2. Thetheoretical and practical significance
The theoretical significance of this paper includes following two aspects: (1) The
relationship between paternalistic leadership amdr @ananagement climate is studied,
and the theoretical framework of leadership stguence error management climate is
constructed and supported by empirical data. Astioreed above, the influence factors
of the error management climate have always latikedretical reasoning and empirical
test. This paper perfects the related researchhim field. The theoretical model
constructed is a detailed description of the amtect variables of the enterprise error
management climate, which provides a reference tifier research and theoretical
perspective of the "black box" of opening the emmnagement climate. (2) Exploring
the mechanism of the role of paternalistic leadpréi organizing a special climate.
Previous studies on the influence of leadershipesbn organizational climate have
mostly been conducted in Western contexts. Stutiiege shown that paternalistic
leadership differs greatly from Western leadershigles (transactional leadership,
transformational leadership, etc.). The three dsimrs of paternalistic leadership have
different dimensions and ways of affecting orgatiireal climate. This paper
supplements relevant research in this field andiges new theoretical explanations.
This research has certain implications for the rgament practice of enterprises.
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On the one hand, if the type of enterprise is apaom with low fault tolerance (such as
medical industry, manufacturing, etc.), in orderingrove corporate performance and
promote organizational growth and development, fass leaders can adopt the
leadership styles of moral leadership and auth@aiialeadership to create The
organization needs a negative error managemenatdir®n the other hand, if the type of
business is a company with a high fault tolerastelf as the commodity industry), the
company needs to create a positive error managecstienate. Leaders can adopt the two
styles of virtue leadership and benevolent leadiersth promote the formation of a

positive error management climate.

5.3. Research limitations

The research limitations and expansion directionthis paper include: (1) The cross-
section data is used in this paper, but the foonatf the climate is long-term, and
longitudinal research can be taken in the futureaddition, case studies can also be used
to find some more subtle conclusions and deepatioakhips between the two. (2) The
theoretical framework of this paper is still notrfieet. There may be other mediator
variables and adjustment variables in the formatibrerror management climate. The
cross-effects and adjustment effects between rksstders' sub-dimensions also need
further research.
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