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Agenda

1. Background to why we embarked on a change

2. What we wanted to achieve with Ørsted’s new global 
career architecture 

3. High-level timeline

4. Tools 

5. Kirsty - internal mobility

6. Feed-back



Let’s create a world 
that runs entirely on 
green energy 
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Background to why new 
career pathways
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We want everyone at Ørsted to own their own development 
– and Ørsted must enable them to do so

“Explore 
another job 

family” “Move to 
project 

management”

“Move up one 
band”

“This way”
People leader

“This way”
Subject expert
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What we chose

Band People leader Subject expert

1 - 3 Executive members

4 PL4

5 PL5

6 PL6 SE6

7 PL7 SE7

8 PL8 SE8

9 PL9 SE9

10 PL10 SE10

11 PL11 SE11

12 SE12

13 SE13

14 SE14

15 SE15

Digital
Engineering and 
construction

Procurement QHSE
Project and product 
management

Corporate affairs

Human resources
Strategy, markets, 
and commercial

Finance Operations
Business support and 
site management

Analytics and 
modelling

Job families
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High level time line 

28/09/202
3



INTERNAL

8

Roadmap phase 1 scope | Career pathway high level time line

EC go-live & 
MVP launch
Career map, 

cards & 
competencies 

available

People 
Review 
Refresh

PM kick-off 
meeting  

Performance & 
Development 

Dialogue & new 
career pathway 

webinars

March 2022 June 2022 Aug. - September 2022 December 2022             2023

Placement 
dialogues

& follow up 
PDD Phase 1 end

Jan – Dec. 2021

Concept,
design 

thinking, 
mapping & 

P&D & 
QHSE pilots  

Oct. 2022Oct. 2022

Global 
Learning 

Week

Mapping of 
validation of 

the entire 
organisation
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Examples of tools



INTERNAL

10

Example of a career card moving from HR _SE10 to ENG_EL _PL9
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Feed-back & GAP analyses

People review outcome 
and how to support 
development by using 
also global career map 
and cards

Growth 
potential

Evident 
potential

Good 
performer

High 
performer

Exceptional 
performer

People review matrix & 
development 
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Inspiration catalogue tool
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Career cards template 
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Internal mobility
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Feedback
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Feedback –received in the 
organisation

• Leaders found it difficult to distinguish between 
role and employees/person

• Differentiating between title and bands globally 
– same band but 4 different titles

• Created full transparency and can be used as a 
dialogue tool, descriptions and wording is good to 
have a point of reference and guidelines.

• Guides to make the gap analysis of the career 
cards - we explained in new webinars this year 
how to do 

• Supporting tools for employees who wish to stay 
in current role

• How individual performance fits with the career 
cards/bands and how this should be addressed in 
the development dialogue

• Most asked question was around salary 
compensation

Learning

• Constant reinforcement - engagement

28/09/2023
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Questions 
and 
answers
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