
! ǉǳƛŎƪ ƛƴǎƛƎƘǘ ƛƴǘƻ ΨŎŀǇŀōƛƭƛǘƛŜǎΩ ŀǎ ŀ ǘƘŜƻǊŜǘƛŎŀƭ 
and applied concept
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Noun, Ψŀ ǘƘƛƴƎΩΥ

» CapabilityςIn strict language a capabilityestablishes a high level 
definition of the attributes (skills, knowledge and behaviours) that an 
organisation needs to have deeply embedded across all levels and 
functions in the workforce to achieve its desired future state.

Collective Noun ΨǘƘƛƴƎǎΩΥ

» Capability FrameworkςA Capability Frameworkmy include individual 
capabilities and, in common usage today, the other competencies or skills 
- attributes defining the skills, knowledge and behaviours - required to 
deliver the organisation's current and future purpose.
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A Capability is not the same as a Competence.
» A capability has to underpin how the business builds competitive 

advantage now and in the future.
» Capabilities embed the organsitional culture and values across a 

global workforce at all levels of work, wherever they are located.
» A competence/competency description is typically a sub-set under 

a capability or a sub-component of a capability framework.
» Most ASXTop 20 companies have Capability Models to drive future 

workforce performance and transformation across all levels of 
work, occupations/professions and locations. These Models 
typically cover:
ι Leadership
ι Management
ι Values
ι Customer Experience 
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» The distinction is critical because the Capabilitiesdefined 
ōȅ ŀƴ ƻǊƎŀƴƛǎŀǘƛƻƴ Ψ![LDbΩ Ƙƻǿ ǎƪƛƭƭǎΣ ƪƴƻǿƭŜŘƎŜ ŀƴŘ 
behaviours (competencies) may be defined and used. 
¢ƘŜȅ ŀǊŜ ΨōƛƎƎŜǊΩ ǘƘŀƴ ǘƘŜ ǇŜǊǎƻƴΣ ǘƘŜ Ƨƻō ƻǊ ǘƘŜ 
operational context.
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» More Australian organisations than people 
suspect have built Capability Frameworks to 
drive current and future success. Including*:
ιWoolworths Limited 

ι Qantas Airways Limited

ι SingTel Optus

ι Santos Ltd.

ι St George Bank/Westpac

ι Commonwealth Bank of Australia

ι BHP Billiton

ι Mater Health Services 

ϝ ²ƻǊƪƛƴƎ CǳǘǳǊŜǎϰ ŜȄǇŜǊƛŜƴŎŜ ƻƴƭȅΣ ƻǘƘŜǊǎ ŜȄƛǎǘΦ
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» The Aligned Framework presented herein is used as an example of many 
commercial-in-confidence models created from a core research 
framework first issued in 2005. It has been deployed with large and small 
ǾŀǊƛŀǘƛƻƴǎ ŀŎǊƻǎǎ ǎƻƳŜ ƻŦ !ǳǎǘǊŀƭƛŀΩǎ ƭŀǊƎŜǎǘ ŎƻǊǇƻǊŀǘƛƻƴǎ ŀƴŘ ōȅ b½ 
Health. 

» The Framework has been based on over a 15 years of research and 
practice in multiple complex organisations.  It is designed to work with the 
many different approaches to skills definitions and human resources 
systems that may already be in use. It is not intended to be to sole 
solution an organisation will use to manage people capabilities. Nor is it 
presented as an exhaustive examination of all the professional, technical 
and other competencies an individual may require to secure and perform 
in a job or professional role.  

» ¢ƘŜ ƳƻŘŜƭ ŘŜǇƭƻȅŜŘ ƛƴ bŜǿ ½ŜŀƭŀƴŘΩǎ /ŀƴǘŜǊōǳǊȅ 5ƛǎǘǊƛŎǘ IŜŀƭǘƘ .ƻŀǊŘ ƛƴ 
2006/7 was one of the first and has inspired what is now a world-wide 
movement in Western healthcare (Australia, Canada, Malaysia) and 
customer-centric organisations adopting transformational-based 
approaches to leadership (in particular public sector agencies, creative and 
design companies, banks and telecos). 
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ALIGNED

Act with personal insight

Lead transformation

Inspire a vision and sense of 
purpose

Grow relationships and 
commitment

Nurture strategic thinking 
and action

Embed a positive culture

Develop agility
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Act with personal insight

Personal ability to appreciate own 
strengths and weaknesses and 

effectively relate to peers, 
employees and others in a 

manner that promotes 
collaboration and goal 

attainment. This includes being 
confident in their personal 
capacity, a drive to improve 

professional performance, and 
commitment to uphold the 

ƻǊƎŀƴƛǎŀǘƛƻƴΩǎ ǾŀƭǳŜǎ ŀƴŘ ŜǘƘƛŎǎΦ

Lead transformation

The personal ability to envision, 
lead and champion improvement 

and change projects.  This 
includes modelling positive 

attitudes to change and inspiring 
employees, professionals and 
stakeholders to accomplish 

change.
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