
INTRODUCTIONINTRODUCTIONINTRODUCTION   
 

Organizational climate is one of the most important facts of successful functioning and 

development of the organizations.  For practitioners a climate is very abstract term, but 

a questioner for measuring organizational climate in Slovenia was standardized and 

has proven itself as a relevant tool in praxis. A questioner is used every year to 

monitor organizational climate in organization.  

 

Results are always discussed with top management and every year measures are 

accepted to improve organizational climate.  In 2003 there was a big drop in most 

dimensions of organizational climate and specific measures were accepted. Most of the 

measures were oriented on improving communication in organization.  Main areas on 

which specific activities were added: 

 

Meetings (special meetings, weekly meetings in every unit) 

Superior �± subordinate relation  (annual development conversation, conversation after 

sick leave, CEO open doors day) 

Education  (Dale Carnegie training, Power of communication, working with internal 

clients, conflict management, emotional intelligence at work) 

 METHODOLOGYMETHODOLOGYMETHODOLOGY  

 

 

For measuring organizational climate we used SiOK questionnaire that has 80 items and measures 13 dimensions of organizational climate and 

satisfaction. Dimensions measured with that questionnaire are: 

 

�x�� Attitude towards quality 

�x�� Innovation and initiative 

�x�� Motivation and devotion 

�x�� Affiliation to the organization 

�x�� Internal relations 

�x�� Leadership 

�x�� Professional qualification and learning 

�x�� Knowing of mission, vision and organizational goals 

�x�� Organization 

�x�� Internal communication and informing 

�x�� Rewarding 

�x�� Career development 

�x�� Additional questions concerning systems 

�x�� Job satisfaction 

We also included our own survey regarding information channels, where we were checking the percentage of information going from superiors to 

subordinates. 

DISCUSSION 
 

Results show that organizational climate in Coalmine Velenje has improved  since 2003. 

Especially has improved dimension Internal communication and informing. 

Interesting is also that importance of superiors as source of information has risen from 4th rank to 2nd rank. 

SiOK average in Slovenia did not change significantly in years from 2003 to 2006. 

 

We can not determine exact correlation between specific activities taken to improve organizational climate and actual 

improvement of organizational climate, but we can conclude that it had some effect on improvement. That conclusion  is 

relevant, since slovenian average stayed same through years and there were no major changes in organization 

regardind other variables that could influence organizational climate. 
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ABSTRACTABSTRACTABSTRACT    
 
 

This is a case study of how appropriate activities adopted on the basis of regular monitoring of the organizational 

climate can improve the organizational climate and also lead to an overall better performance of the organisation as 

a whole. Organizational climate is part of every organisations reality. Questionnaires designed to measure 

organizational climate cannot provide a complete picture of the climate in the organization. They can, however, be a 

useful tool in identifying potentially serious problems.  

 

At Premogovnik Velenje (1,900 employees) the SiOK questionnaire is being used for the purpose of assessing the 

organizational climate. The SiOK questionnaire also enables comparisons with other organisations at the national 

level. The assessment of the organizational climate in 2003 revealed a drop in certain categories compared to the 

previous assessment carried out in 2001. The greatest decline was recorded in the Internal Communication 

category. 

 

 In addressing the problem, Human Resources development department identified and recommended several 

measures, which were subsequently endorsed by the management and implemented. These measures were very 

diverse and included: more education and training at all levels of management, consistent implementation of 

meetings at all levels, and the introduction of new communication tools and new HR development tools. These 

measures soon yielded first results: at the end of 2004 there was evident improvement in some aspects of the 

organizational climate.  

 

The measures became standard practice, which contributed to a significant improvement in the categories of 

organizational climate at the next assessment carried out in 2006. Using statistical methods we have been able to 

establish which measures were decisive in bringing about the achieved improvement. The monitoring has proven 

very useful in practice since it has identified the measures, which have proven most effective in improving the 

organizational climate. 
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