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ABSTRACT 

 

This thesis shows that many leaders and human resources specialists consider 

organisational culture as being crucial for their organisation’s performance and success, this 

being one of the main reasons for developing and implementing behavioural competency 

frameworks aligned to organizational culture. 

The findings of an analysis of 53 behavioural competency frameworks that are already 

implemented in various organisations are that the industry and geographical region have an 

impact on what behaviours are considered desirable in an organization. Moreover, the study 

could not identify a universal competency framework that is suitable for all organisations.  

The thesis also presents the development of a behavioural competency model that 

includes 27 competencies and reflects the culture types of a well-known organizational culture 

model, as well as the elaboration of an instrument that facilitates the development process of 

competency frameworks so it becomes faster and less expensive and in the same time aligned 

to the desirable organizational culture. 
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