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Abstract 

In the last decades economic prosperity has been driven by globalization and technology that 

reduced costs and replaced workers with robots and informatization (digitalization of processes). 

In industry 4.0 productions will be iconic representations connected to a global network. The global 

clusters of knowledge are formed by experts. People are trained to work with icons and 

informatization and informatics enables first-line workers to transfer customers’ demands. This 

decentralized approach could be balanced. State that intervenes in this global economic system has 

to work side by side with a coalition of enterprises and the majority of workers represented by their 

syndicates. This social partnership would promote alternative technological development that 

created opportunities for workers to contribute to productivity and would create wealth more 

equally. The public employees must be prepared to govern this social partnership. The assessment 

criteria for their professional promotion should be developed. One possibility for measuring quality 

of their work can be through quality and on-time task execution. They can measure order 

fulfillment, shown in the example of the Slovenian Army Force. We shall look at literature 

addressing specific role of public employee’s promotion in processes of wealth creation by 

informatization in the context of social partnership. 
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1 Introduction 

The change of our perspective of relations between state and citizens is due to ecological crisis and 

other risks humanity faces. It happens in the context of global networks and transformation of the 

role of the state. 

When global network takes control, it steers taxation, regional and investment policies due to global 

equity and expertise transfer. The informatization will not create hierarchies, as first-line worker is 

stepping forward (Johannessen, 2019, 35–72). Constant interaction between cooperation and 

competition (so called “coopetition”) is key dynamic in creating value in global society of 

knowledge. It is new process of co-creation competency teams that are cooperating in global 

competence network. (Johannessen, 73–88). If political system regains control over economic 

system, it has to develop new structures for global cooperation, with sufficient variation according 

to global financial network. (Johannessen, 20–34).  

Global competency clusters are compounded of persons or small networks that are structurally 

connected through new technology. They cooperate aiming to promote knowledge processes that 

are focused to reacting on demands from customers (focus on front-line). They are not subjected 

by state authority, because its activities take more places between states as within countries. But 

state is important due to its funds. These funds can administrate labor market (disciplining parts of 

the market) on long-term better as private equity that is oriented on short term as it has no moral 

values. (Johannessen, 73–88). 

Literature that is addressing future economic development is partly excluding the central role of 

state, as it was stressed in time of social state (Johannessen, Bhimani, Marolla, 2021). In social 

partnership model there are three actors, industry, government (state) and employees. We will look 

to literature addressing role of government (Acemoglu, Robinson, 2021). 

2 Limited role of public employee through social partnership and issues with global 

networks 

Sweden in thirties enabled with social partnership model generous social transfers and fluctuation 

of working force. Once decision on generous wages was agreed on all enterprises or sector level, 

workers were not interested in redistribution from corporations and entrepreneurs. With lower 

taxation more productive enterprises could use surplus incomes for profit creation. Leading party 

SAP balanced interest of trade unions and industry (as farmers previously) and Swedish public 

government could develop enough knowledge to introduce social programs (redistribution of 

incomes to unemployed or poor) and prevented the abuse of system. The participation of workers 

(with generous wages and social security) prevented the elites from usurping the power. 

This state welfare was challenged by economic welfare driven by globalization and automatization. 

Globalization brought lower production costs, and modern technologies for automatization (and 

informatization) of production have changed the balance for capital against workers. More 

imbalance was made in financial sector, in USA from 1980 to 2007 this sector share grew from       

5 % of GDP to 8 % of GDP, its profit grew by 800 %, threefold exceeded growth created by 

nonfinancial sector. (Acemoglu, D., Robinson, J. A., 637–680) 

2.1  New role of welfare state 
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Increase of productivity in last two decades was not as fruitful as in time of active welfare state. 

Due to globalization and automatization, other technological improvements could be missed, not 

letting the productivity and welfare to develop further. Excessive growth of financial sector and 

ineffective mitigation activities levied cost on economy, creating instability and channelizing assets 

and knowledge in financial sector, leaving other sectors deprived of sources for innovation. 

New coalition needs to have a vision and ideas, and plan institutional innovations. General 

solutions (as social security) are easier processed in time of economic and social changes, as they 

demand widely outlined programs, what could bring together great coalition. Workers could 

struggle and gain more from investment in education, inclusive labor market and higher minimum 

wages. These should be based on collective agreements. Due to this three-way agreement the state 

should invest more in basic research and cooperative R&D with the goal to increase productivity, 

due to creation of new opportunities for skilled workers to contribute to production improvements. 

This would create more opportunities for enterprises. (Acemoglu, Robinson, 2021, 637–680) 

The role of public employee in this process is to stand-by in process of negotiation between partners 

and to fund R & D and education for growth of productivity and quality of life. 

There is also new role of management to provide feedback on behavior and results in connection 

with achievement of goals of person and organization. Workers focusing on results will be more 

productive. Any idea, practice or important element that is detected as new from its user is a 

possibility for higher productivity. System of constant improvements will enable the transfer of 

experience and distribution of knowledge from one person to another. Self-management and self-

organization are leading educated and articulated worker into the development of productivity due 

to its specialization in area where she/he can contribute the most. The worker should learn how to 

self-organize and to know her/his strong and weak points. At the end, there is a place for those that 

are mobile, build relation quickly, create networks and cooperate in knowledge creation. 

(Johannessen, 89–101) 

In literature, highly skilled worker is more interconnected (through value chain, process of constant 

improvements, re-skilling processes), but also personalized (through specialization, self-

organization, entrepreneurial approach to clients). There is a need for a social system that would 

enable harmony between expert development and use of knowledge for creation of wealth. This 

system could balance different interests of stakeholders in the process of social agreement. 

Public employee is addressing the need of citizens that are not addressed by private sphere, market 

or civil society (of course, one who governs, can define the borders between these spheres, and 

also one sphere can actively enter into other in a runaway world). Employee has to reskill to work 

with artificial components. The clients’ demands are addressed by global cluster of workers, 

connected with technology. Digitalization enables to learn from best practices and improving along 

the way of delivering the goals.  

3 Tools for changing the role of public employee 

In recent decades, in commonwealth countries the cooperation of governmental and market sector, 

where approaches of market sector were transferred governmental organizations (under the term 

new performance measurement) demonstrate their strength and weakness. They can be detected 
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through scientific analyses of new performance measurement and performance measurement 

practices in multinational enterprises (Table 1). 

 

 

Table 1: SWOT analysis on two sectors approach to goals achievement 

 Government Market (Private sector) 

Strengths Addresses complex problems by 

collecting knowledge, resources 

and tracking goals over 

governmental, business and civil 

society boundaries. 

To mobilize all local knowledge, 

networks, and competition between 

suppliers of resources. 

Risks See Table 3 The private sector organizations are 

biasing system by bounding them to very 

narrow key performance indicators 

(through picking more »valued« users of 

their services) 

Weakness Following private sectors models 

for achieving results by 

outsourcing agents, contractors, 

using markets and artificial 

intelligence to achieve results. 

In private sector, the digitalization and 

new generations are demanding new 

approaches to performance management. 

For example, IBM enterprise has rejected 

traditional measurement of performances 

with grades under annual appraisals, 

where employees defining their targets at 

the beginning of a year and receiving 

feedback from managers at end of year. 

Opportunities Design of public value through 

creative government of public 

resources and strategic design and 

implementation of policies can 

enable public network with 

sufficient variation to cope with 

decentralized private sector. 

(Johannessen 20–34) 

New IBM approach is based on constant 

feedback about skills that employees will 

improve with mentorship and coaching. 

The system is based on self-review, where 

workers seek opportunities for 

improvement and managers are coaching 

them and not giving them evaluative 

assessment. (Bhimani, 95–111).  

Source: (Olney, 2021, 28–41) 

Activity of creation of tools for performance measurement (PM) is based on choices (based on 

social constructed practices) that have influence on result of measurements. Results are a product 

not only of the process that is measured, but also of the measurement process. The tools for PM 

can manage the complexity by increasing it (assessment of performance by comparing realization 

against plan; based on information, relations in measurement process are learned) or decreasing it 

(using this knowledge to plan compartment due to expected realization). The expressed values can 

be quantitative (monetary value, financial categories) or qualitative (beneficiary satisfaction, 

employee motivation) (Table 2). 
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Table 2: Creation of tools for performance measurement (PM) 

Complexity Information Performance Quantity Quality 

Increasing Socially 

constructed 

practice produced 

by judgments and 

creation of 

consensus, and 

quantified by 

financial results 

(financial report) – 

accounting. 

Assessment of 

future financial 

results (plan) and 

comparing between 

plan and 

realization 

(financial report). 

Inscriptions generate 

knowledge, create 

visibility, facilitate 

compromises, mediate 

between resources, 

enable and constrain 

actions and identify 

goals and objects that 

will be governed. 

Finding connection 

between how qualities 

will be measured and 

communicated and 

how process will be 

performed. 

Monetary  »Ethical control« 

– through 

individual and 

collective 

responsibility that 

is presented when 

one (agent) is 

connected 

(physically and 

psychically) to 

others 

(beneficiaries) 

Decreasing Performance 

measurement 

systems (PMS) 

construct and 

communicate a 

version of reality.  

Manipulating by 

gaming behavior (see 

Table 3), cherry-

picking, and avoiding 

disclosure of 

nonperformance due to 

avoiding organizational 

changes. Restrained of 

innovation and 

flexibility.  

Focus of 

PM system 

on financial 

efficiency of 

public 

sector, but 

not on 

realization 

of its 

services. 

PM adversely 

impacts employee 

welfare, by a 

negative effect on 

factors that 

leverage welfare 

as control on 

work, its pace, 

intensity, conflicts 

increase stress and 

decrease of health.  

Source: (O Neill, S., Rooney, R., 2021, 55–71) 

When employees manipulate their behavior with the aim to achieve the requested goals, and this 

behavior does not improve performance, we talk about gaming behavior. The mismanagement of 

complexity with gaming behavior is a risk for organization. There are different factors that 

influence occurrence of this behavior that is amid to change the results of actions. 

Gaming as improvement starts when employees purposely break formal policy of organization, a 

rule or restriction due to improvement of wellness of organization and its stakeholders. This is 

called towards society directed avoiding of rules. Factors of gaming can originate from an 

individual, an organization, a collective of individuals or an organizational environment (Table 3).  
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Table 3: Factors of gaming in performance management system 

Organizational Individual Collective Environmental 

Goals of public policies 

are often wide and 

unarticulated, and 

many programs and 

services are complex 

and multilayer (i.e., 

health and education). 

Not all dimensions of 

policies, programs and 

services are measured 

according to the PM 

system. Structure 

barriers are e.g., 

scarceness of resource. 

Due to fear of 

sanction or loss, 

public servants are 

gaming. They are 

motivated for 

fraud when it is 

possible to lose 

privileges (money, 

reputation). Or 

they do not 

understand 

organizational 

goals. 

Professional and expert 

identity can influence 

their decision for 

gaming. Especially 

public employees on 

front lines are exposed 

to these ideologies. 

They will reject to 

apply rules, when they 

disconnect them from 

their professional 

knowledge, because 

their professional 

reputation is 

endangered.  

When organization 

does not achieve 

goals, it is under 

attention of media. 

Fear of negative 

reporting is a 

motivation for 

gaming. Behavior of 

management is under 

influence of their 

proximity with 

politically superior 

persons and political 

regime. 

Source: (Taylor, J.,2021, 82–95) 

Due to this, New Public Management (NPM) reforms from last decades are under scrutiny. The 

opportunity that the private sector detect in process of performance measurement (see Table 1), are 

also challenge for public sector. This is evident from process in which public sector address risks 

and opportunities of NPM (based on agency theory) with transformation from compliance towards 

stewardship theory (Table 4). 

Table 4: Outcome-based performance management 

 Compliance Outcome-based performance 

management – technical 

(Agency theory) 

Outcome-based performance 

management – social 

(Stewardship theory) 

Bases Procedures and 

division of 

responsibility 

in bureaucracy 

organization. 

Outputs and 

processes. 

Autonomy of agent is risk for 

performance of organization 

and system for performance 

measurement and 

management works to 

balance interests, and to 

make framework for 

incentives based on judging 

impact by principal. 

Outcomes are defined with 

independent, dynamic and 

cooperative factors that 

cannot be dismantled to 

separate parts. Factors 

intertwine and enhance each 

other (their resilience and 

intractability). 

Expectation  Better incentive that has 

followed interests of 

commissionaires of services, 

practitioners, and users about 

archiving publicly valued 

impacts, allowing all 

Complexity of management 

imposes mobilization of 

resources and knowhow 

from nets of self-governed 

and semiautonomous units.  
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participants to work in the 

same directions. Decisions 

are made on judgments of 

objective facts. 

Controls Legal Organizational. Principal 

can’t access information 

needed to design efficient 

PM control system and agent 

does not have autonomy for 

adjusting his approach due to 

specific working conditions. 

There is deficit of inter-

organizational controls, but 

the need for social controls. 

These controls enhance and 

feed themselves by internal 

motives through 

emphasizing values and key 

(including symbolic) actions 

that enhance these values 

and create new 

organizational rules and 

routines that are working 

through peer-based and 

horizontal responsibility. 

Organization must allow 

flexible and adjustable 

reactions through services 

and solutions for public, 

without instructions and 

rules in form of performance 

management.   

Consequences  Demand for objectivity has 

distorted outcomes, as 

measurement distorts focus 

of organization and 

misrepresents picture of 

efficiency.   

Independence of frontline 

line professionals that are in 

contact with public, to 

address complexity at its 

source. 

Source: (French, Lowe, Wilson, Rhodes, Hawkins, 2021, 111–139) 

3.1 Example of performance management of public employee 

In Slovenia, there are regular formal annual performance evaluations of each individual public 

employee. For almost two decades performance ratings are related to wage increment (horizontal 

promotion of public employees to salary grades). Few decades before, the ratings were based on 

lifelong education. Organizations of different sectors have same basic criteria for appraisal that are 

than elaborated due to their specifics. We looked at the organization, that is the biggest employer 

in public sector and its employees are exposed at critical times. This is the Slovenian Army. 

Legislation and documents made by ministry of defense define detailed criteria of performance 

appraisal. General appraisal criteria are professionalism, accuracy, punctuality, independence, 

creativity, endurance, reliability, quantity of work, ability to cooperate, teamwork, and relation to 

assets and sources of work, communication ability, personal perfection, ethical base, motivation, 
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responsibility, and criteria for appraisal of combat preparation, and criteria for leadership 

characteristics. The quality of Slovenian Army can’t be compared with production sector. 

Measurement in army is based only on quality and accuracy of fulfillment of tasks; this is execution 

of an order. (Geržina, 435–441). 

In an interview an army employee exposed what is the problem with annual performance 

evaluations. Employees are discussing between themselves information on appraisals, and 

increasing on wages. Their superior will rather avoid the problem and give all of them highest 

grades. But there is also example when superior would like to humiliate employee with lower 

grades. Other would talk about this underrated person. The person interviewed managed to 

positively change altitude of solders by applying two simple unwritten rules: they do not talk about 

politics and about wages. Due this experience his proposition is that superior could have autonomy 

to distribute resources and employees would not compare them self financially. This problem 

detected in interview, expose the quality of evaluation of employees as next topic to be addressed 

(Table 5). 

Table 5: Quality of evaluation of employees 

Instrument Characteristics  Supervisor Employee 

Goal setting Setting from top / 

bottom of 

organization 

Change due to change of 

government. This change at 

short notice, if not 

communicated down, can 

make confusion. 

When they are not 

included in goal setting, 

they find goals as 

additional working 

burden. 

Performance 

feedback 

Formal annual 

performance 

evaluations of 

individual 

employees / 

regular 

performance 

check-ins 

Formal interview consumes 

time for completing forms 

and discussing performance. 

Informal interview builds his 

self-confidence. More 

interviews enable to address 

future challenges. 

Interviewed regularly, 

there is less surprise with 

negative marks.  

Performance 

appraisal 

processes 

Performance 

ratings / distributed 

statistically in 

ranges / not used 

When managers use quotas, 

employees find evaluation 

arbitrary. 

Traditionally the wage 

increment is due to 

annual performance 

ratings. When not rated, 

individuals and groups 

improve productivity and 

satisfaction compared to 

more traditional methods. 

Source: (Donnell, M.,2021, 140–151) 

4 Conclusions 

Comparison shows that public sector performance management is still following the development 

of private sector. Private sector searches the opportunities of coaching for replacement of 

evaluative assessment. As shown on example of SAF there are “unwritten” components of 
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appraisal process that define its quality and satisfaction of employees with it. To manage the quality 

of this process it first step. 

As we have seen in our research the 21.st century employee is in crossroad of transformation 

processes and the public employee can gear towards a social system that would developed harmony 

between expert development and use of knowledge for creation of wealth. This would be the second 

step of development of performance measurement of public employee that could follow this 

specific goal. 
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