
Welcome to Belfast

14th Signatory Event

14 May 2025



Simon Wilson 



10.00-10:30 Registration, refreshments & networking

10.30-10.50 Welcome & Technician Commitment Update

10.50-11.05 Round table introductions

11.05 - 11.35 The Technician Commitment: Queen’s University Belfast

11.35 - 12.05 Coffee and refreshments

12.05 - 12.35 REF 2029 and the People, Culture and Environment Pilot

12.35 - 1.30 How can Technician Commitment Leads/Technicians engage with REF 2029 and drive 

 positive research culture change?

13.30 -14.30 Lunch

Agenda - Morning



Agenda - Afternoon

14.30 - 15.10 Career Pathways for Technicians

15.10 - 15.40 Sharing Best Practice

UKRI – Nik Ogryzko

All Ireland Network – Dermot Barry and Gillian Riddell

The Chartered Association of Sport and Exercise Sciences (CASES) 

Wellcome Project 

15.40 - 16.05 Coffee and refreshments

16.05 - 16.35 Future-proofing our universities: the role of technical professionals

16.35 - 16.50 Mapping interactions

16.50  Closing remarks

17.00 - 18.30 Evening drinks and networking reception



Technician Commitment
Update
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Research & Policy Group  
Providing evidence-based insights and data and influencing policy to guide 
technical workforce development and investment.



New research and policy insights into technical roles, skills and careers 









UK government policy influence



Working with UK funding councils







Learning & Development Academy
Empowering future technical leaders, educators and practitioners through 
tailored learning and development programmes.









Education & Pathways Lab
Transforming technical career pathways, from entry to advanced levels by 
enabling T-Level industry placements, supporting technical apprenticeships, 
and reimagining progression routes and opportunities.







ITSS Consulting
Offering strategic guidance and tailored support to organisations seeking to 
optimise their technical workforce 



ITSS Consulting is a not-for-profit professional 

development partner for the technical community 

in higher education and research.

We work with the technical community and professionals to provide tangible 

and cost-effective practical solutions to your technical workforce challenges.

https://itss.org.uk/itss-consulting



Community & Practice Hub
Cultivating a thriving, interconnected technical community, facilitating 
knowledge sharing and collaboration



A people powered approach to research equipment sharing 









New national technical networks



Technician Commitment
Leading a cultural shift at over 130 organisations that advocates for the 
technical profession and fosters positive working environments.



• Bath Spa University

• The Association of Technical Staff in Psychology 

(ATSiP)

• University Bioscience Managers Association 

(UBMA)

• University of Cumbria

• University of Worcester 

• Chartered Association of Sport & Exercise Sciences 

(CASES)

• The Society for the Environment (SocEnv)

• University Vocational Awards Council (UVAC)

• Now at over 130 Signatory/Supporter Organisations

New Signatories and Supporters

14th May 2025



• Peer Reviewed Feedback: Institutional Self-Assessments and Action Plans 

• Technician Commitment Collaboration Fund: small grants scheme open to all 

signatory institutions to collaborate with external partners​

• Quarterly newsletter: sent to all TC leads and open to public subscribers, 

valuable outlet to share any news or upcoming events​​

• Signatory events: biannual events to collaborate, share best practice and 

network with other signatory and supporter institutions

Technician Commitment Engagement Opportunities



• Process thoroughly reviewed and refined in 2024

o Two submission windows in January and July each year

o Now ~50 submissions per year 

• Peer Review Community now stands at over 100!​

o How we drive culture change: huge thanks to all volunteers

• Reviewing International Signatories and Supporters

o For the first time of asking to ensure progress is made by all Signatories and Supporters

• Will now remain 'as is' until the launch of the TC Index 

Peer Review



The TC Index: Signatory Event November 2024



TC Index: The Revised 2025 Proposal

• This will be a supportive development indexing progress through a Maturity Framework

• Progress indicators (the Es) will be based on the four pillars of the Technician Commitment aligned 

with the recommendations of the TALENT Policy Commission

• Signatory institution progress will be provided via a classification framework comprising of ‘E’ 

progress markers aligned to each individual Technician Commitment pillar as:

• Excluded: No action has been taken; the organisation has not yet considered or initiated any activities in this area

• Embryonic: Initial stages of action have begun; the organisation is in the very early phases of development, planning, or exploration in 

this area

• Emerging: Noticeable progress has been made; the organisation has started to implement actions and is beginning to see initial 

outcomes and development in this area

• Embedded: Actions are fully integrated and established; the organisation has successfully incorporated practices and activities in this 

area as a core part of its operations and culture

• There will not be a single overall Technician Commitment classification



Technician Commitment Index: The Revised Output

The University of Nowhere Whatsoever would be:

Embedded in Visibility   Embryonic in Recognition

Embryonic in Career Development Emerging in Sustainability

Confidential to the submitting organisation



TC Index: The Revised Proposal

• Classifications will only be shared with the submitting institution

• Classifications will be valid for three years

• This process has evolved from, and thus will replace, in time, the existing peer review process

• All organisations will use this process form January 2027 onwards (not before)

• The assessment will be carried out by the appropriately trained peer review community

Self-help tool to support individual institutions’ progress on their Technician Commitment journey

The draft questions shared in November have been thoroughly reviewed and revised based on your 

feedback to ensure they are fair to the broad range of signatories



TC Index: The Revised Timelines

• The extended timeline for delivery is:

• Pre-pilot (workshop using existing submissions and scoring criteria)  Spring 2025

• Identification of pilot institutions (~5 representing broad TC community)  Summer 2025

• Iteration of criteria/process with pilot institutions    Autumn 2025

• Training of peer reviewers for pilot institutions    Winter 2025

• Pilot scheme run       Winter 2025-26

• Criteria and process refined      Spring 2026

• Socialisation of final TC Index with the community    Summer/Autumn 2026

• Full training of peer review community     Autumn/Winter2026

• First formal run of TC Index      January 2027

• The timeline has been extended to allow further community consultation to get this right



2019 - Barbara Kunz
Open University

2022 – Hong Ling
University of Reading

2021 – Andrew Filby
Newcastle University

2020 – John Waters 
University of Liverpool

2023 – Jason Daff
University of York

Outstanding Technician of the Year

2024 – Jodie Chatfield
University of Nottingham





Round Table Introductions

10:50-11:05

#TechsCommit



Round Table Introductions

10:50-11:05

#TechsCommit



QUEEN’S UNIVERSITY BELFAST
TECHNICIAN COMMITMENT

SHAPING A 
BETTER 
WORLD
SINCE 1845

Alan Stitt
McCauley Chair of Ophthalmology 
Dean of Innovation & Impact
Faculty of Medicine, Health & Life Sciences



Welcome to QUB and Northern Ireland!

The importance of technical staff to QUB and beyond

QUB’s Technician Commitment journey

Reflections on the future - wider sector developments



• Annual turnover of £330m, 

• 24,000 students and 5,000 staff, 

• 270 Technical Staff across 3 Faculties

• Education, Research & Innovation contribute over £1 billion 

to the local economy and support 9,250 full-time jobs across 

Northern Ireland.

• QUB is ranked number two in the UK for entrepreneurial 

impact (Octopus Ventures, 2022) with 4500 people employed 

in 50 active spin out companies. 

• Ranked number one in the UK for its participation in 

Knowledge Transfer Partnerships (KTP)

• MHLS – Innovation & Impact is high on the agenda: 23 

spinout companies in last 



The importance of technical staff to QUB and beyond….



VISION QUB

Molecular

Pathology

Drug delivery 

formulation)

Vision

Simulation

Retinal 

Screening

Clinical

 imaging

Machine 

Learning

AI

Advanced 

Imaging 

Clinical 

Trials

PPIE

Drug 

Development

• Uniquely trained and highly skilled

• Valued …..read dependency!

• Delivering impact (locally, nationally & internationally)

      BUT…..



QUB’s Technician Commitment journey

• Established in 2017 and led by the Science Council and funded by the Gatsby Foundation

• Launched with 36 founding signatory institutions, including Queen’s University Belfast.

• Signed by over 120 universities and research institutions to date 

• Ulster University (2021) and Munster Technological University (2024) are now signatories.

• Now positioned in the new UK Institute for Technical Skills and Strategy (UK-ITSS).

VISIBILITY
Ensure that all technicians within the organisation 

are identifiable and that the contribution of 
technicians is visible within and beyond the 

institution

SUSTAINABILITY
Ensure the future sustainability of technical skills 

across the organisation and that technical expertise 
is fully utilised

RECOGNITION
Support technicians to gain recognition through 

professional registration and external awards 
schemes

CAREER DEVELOPMENT
Enable career progression opportunities for 
technicians through the provision of clear, 

documented pathways



June 2017 – Technician forum



The QUB Technician Commitment journey…

INSTITUTIONAL LEAD
Prof Alan Stitt
Dean of Innovation & 
Impact

TECHNICAL LEAD
Gillian Riddell
Technician Commitment 
ManagerTECHNICAL LEAD

Gillian Riddell
Technician Commitment 

Manager

Technician led

Face unpleasant truths

Convince management 

Devise an institution-wide action plan

Sceptics into optimists!



VISIBILITY

www.qub.ac.uk/sites/technicians/

Social Media

Queen’s Technician Lab Tours

Outward Facing PURE ProfilesQueen’s Technician Showcase 2024

Queen’s Technicians webpage



RECOGNITION

LEAF
Laboratory Efficiency Assessment 

Framework

Staff Excellence Awards

Queen’s Technician Awards National Awards

Professional Development



SUSTAINABILITY

< 21
3%

22 - 31
19%

32 - 41
23%

42 - 51
27%

>52
28%

AGE DEMOGRAPHIC OF QUEEN’S 
TECHNICIANS



▪ Skills shortage / future skills needs identified

▪ Succession planning for an aging workforce

▪ Talent management

▪ Professional recognition

▪ Recognised standards and qualifications

▪ Home grown talent

▪ Civic duty

SUSTAINABILITY

Queen’s apprentices are working within four Level 3 (Advanced) frameworks; Scientific Technologies, 

Engineering, Creative Media (Film) and Information Technology, with 21 apprentices currently employed

QUB with Belfast Metropolitan College, shortlisted for Northern Ireland Apprenticeship Awards 2025 

Large Employer Award

Harry Watson, Simulation Technician Apprentice, shortlisted for 2025 Papin Prize in Apprentice category



Reflections on the future - wider sector 
developments and QUB technicians

• Collaboration & Networking: Joint NI University Action Plan with UU, All-Ireland Technical Staff Network Engage with UK & 
Ireland Networks, Conferences and Workshops

• Recognition of technical leadership: decision making related to recruitment, management, QUB policy development (e.g. 
EDI, Wellbeing, Mental Health)

• REF: Technical consultation for institutional and unit level REF submission, particularly relating to the People, Culture & 
Environment statement 

• Technical Services:  Introduction of technical oversight at University and Faculty level to ensure that the appropriate 
structures, processes and practices

• Apprenticeships: Further develop Advanced Level and Higher Level Apprenticeships



CAREER DEVELOPMENT

Technician Mentoring Programme – launched January 2023

The Herschel Programme for Women 
in Technical Leadership. 
2023 x6 technician successfully 
completed the programme
(4 IN 2024, 1 2025)



59

Global Innovation 
Institute
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A £50M centralized hub in Northern Ireland, located at QUB providing 
infrastructure, and expertise in core areas for local companies. 

Companies

HIRANI

Invest NI

Belfast 
Region 

City deal

Health & 
Social Care 

NI

Regional 
Government

QUB
UU

Address gaps in technology/expertise 

leading to foreign investment

INTEGRATION

SUSTAINABILITY

CAPACITY BUILDING

Life & Health Sciences R&D Hub that fosters 
collaboration , synergies & innovation

Deliver focused skills and career development 
commensurate with growth of the LHS sector

Future Medicines Institute (FMI)



Reflections on the future - wider sector 
developments and QUB technicians

• Collaboration & Networking, Recognition

• Career pathways: Technical Management and Technical Specialists

• Reskilling or upskilling for current and future needs: Development days, work shadowing, 
exchange programmes, mentoring, improved PDR experience,  etc

• Knowledge Exchange: Develop ways technicians can contribute to KE activities: Identify and 
develop innovation/invention, public engagement, outreach, L&D, working with business, KTPs

• Apprenticeships:  Further develop Advanced Level and Higher Level Apprenticeships



Coffee and Refreshments

11:35-12:05

#TechsCommit



REF 2029 and the People, Culture and 

Environment Pilot

12:05 – 12:35

#TechsCommit

Duncan Shermer

Head of REF Evaluation and Development

Professor Hugh McKenna

Ulster University and REF 2029 Research 

Diversity Advisory Panel Member



REF 2029 and PCE

Duncan Shermer
Head of REF Evaluation and Development



Overview of the 
REF



What is the Research Excellence Framework?

REF is owned and led by the four UK higher education funding bodies

• It: 
• informs allocation of around £2bn of block-grant funding each year
• provides accountability for public investment in research
• continually evolves, alongside our research base
• (given the connection to allocation of funds) inevitably drives behaviour and 

therefore is a significant policy instrument across the UK



Key developments for REF 2029

People, Culture and Environment
• Incorporating assessment of research people and culture is:

• Crucial in supporting high-quality research with impact
• A key component of excellence
• Linked with long-termism, stability, sustainability and productivity

Contribution to Knowledge and Understanding
• Breaking link between individual staff members and unit submissions:

• HESA data on staff primarily employed to undertake research (no REF census)
• Exploring the removal of minimum and maximum outputs per staff member

Engagement and Impact
• Impact Case studies:

• Reducing the minimum requirement for small submissions to one case study
• Broadening to include engagement in the assessment element
• Exploring rigour as a new assessment criterion



REF2029 timetable
AW 2024-5

Policy 
releases:

• Open 
access

• Volume 
measure; 
Codes of 
practice 
guidance 
(VM)

2025
Spring – panel 
recruitment

Summer –
Contribution to 
knowledge and 
understanding; 
engagement and 
impact

Summer – Expert 
panels begin guidance 
development

Winter – PCE criteria 
and definitions 
published

2026

• Final full 
guidance is 
set

2027

• Submission 
intentions 
deadline

2028

• Submission 
deadline

• Assessment 
phase 
begins

2029

• Results 
published

Criteria 
setting

Submissions Assessment



Principles and functions for this exercise:
1. REF should fulfil the following 

purposes:

• Inform the allocation of block-
grant research funding to HEIs 
based on research quality

• Provide accountability for 
public investment in research 
and produce evidence of the 
benefits of this investment

• Provide insight into the health 
of research in HEIs in the UK.

2. REF should underpin:

• A research system that 
produces high-quality, 
rigorous research that is open 
to all;

• An inclusive and collaborative 
research system that supports 
a diversity of people, ideas, 
institutions, methodologies, 
outputs, and activities; and

• An engaged and impactful
research system that connects 
research with wider society to 
bring about positive socio-
economic change. 

3. REF decision making should 
be driven by:

• Robustness of assessment 
outcomes

• Impact of the system on 
research culture

• Ensuring that the bureaucratic 
burden of the system is 
proportionate.

From Initial Decisions published in June 2023. 



People Culture 
and Environment



Why People, Culture & Environment Matter 
in REF 2029 • Creating the conditions for 

research excellence

• Driving equity, diversity & 
inclusion (EDI)

• Encouraging sustainable & 
ethical research practices

• Incentivising support for 
researchers



Developing PCE for REF 2029

PCE Indicators Project

• Led by Technopolis and CRAC-
Vitae, in collaboration with 
several sector organisations

• Developed indicators for 
assessing PCE through 
extensive engagement

PCE Pilot

• Trialling PCE assessment for 
REF 2029. 

• Broad sample of HEIs are taking 
part in the Pilot 

• Pilot HEIs are preparing 
submissions drawing on the 
indicators developed by the 
PCE Indicators Project



People, Culture and Environment (PCE) 
- Pilot exercise

Criteria and 
definitions 

published later 
in 2025

Assessment 
phase March-

July 2025 

Submission 
phase 

November 
2024 to March 

2025

40 diverse HEIs 

Which 
indicators 

work/don’t?

How much 
burden?

What 
unintended 

consequences 
of using this 

indicator



The Pilot is an experiment

We're starting with a long list of indicators.

HEIs in the Pilot may approach their submissions differently and panels may vary 
their assessment approaches.

The templates may change.

PCE needs to be situated in the broader REF assessment.

Focussing on the newer elements of PCE.



Key questions for the Pilot

Which indicators do the 
participating institutions 

feel best reflect their 
research culture and which 
sources of evidence do they 

find most important?

Which metrics and 
evidence are difficult to 

provide and where is there 
scope for automation or 
provision of data from 

existing sources?

Where do participating 
institutions and assessment 

panels lack confidence in 
the robustness of the data 

and evidence?

Which quantitative and 
qualitative evidence is most 

helpful to the panels in 
reaching their conclusions?



Volume measure



What is the Volume Measure for?
The volume measure

• allows REF to calculate how many outputs and impact case studies an HEI 
should submit for each UoA, proportionate to its research capacity 

• gives a proxy for research capacity 

• provides information on size and shape of the sector

• the funding bodies may also use the volume measure to inform the 
allocation of block grant funding.

• does not determine whose outputs are “REF eligible”

• outputs are not tied to the volume measure, encouraging the 
submission of a wider range of outputs



Key changes in REF 2029

The Volume Measure will be gathered directly from the Higher Education 
Statistics Agency (HESA) Staff Record

Breaking the link between individuals and the REF submission and focussing 
on assessment in each disciplinary area

The inclusion of a specific contract in the calculation does not dictate 
whether an output or impact case study can be included in the submission, 
or which Unit of Assessment it should be assigned to

Individual Staff Circumstances are not a feature of REF 2029, significantly 
reducing the burden of the exercise.



CoP built on three core principles:

Principles of CoP

Robustness

Accurate reflection 
of the sector

Transparency

Clear decision-
making processes

Equity and 
inclusivity

Fair and impartial 
decisions, promoting 

diversity



Thank you and stay in touch

• Use QR code to sign up for REF 
updates straight to your inbox.

• Please visit get involved on our 
website to view current 
opportunities. 

• Email us at info@ref.ac.uk if you 
have any suggestions about how we 
can improve our guidance for you.

 @ref2029.bsky.social

Research Excellence Framework



Hugh McKenna CBE, PhD, BSc(Hons), RN, FRCN, FAAN, FRCSI, FEANS, MAE, MEASA
Expert Panel Chair RAE2008, REF2014, REF2021

Member of  REF2029 RDAP 
 14th  May 2025



• Research Enabling Staff

• Engagement & Impact

•         

Technician Commitment Signatory Event

UU



The REF is changing, with less emphasis being placed on 

individual academic staff and their outputs, such as 

publications, and more emphasis on teams, disciplines and 

institutions and inclusive research ecosystems.  

In REF2029 there will be no limitations to the diversity of 

research, and there should be no limitations to the diversity 

of roles involved in its creation.



• Technicians

• Librarians

• Curators, 

• Data and software engineers, 

• IT experts, 

• Project managers, 

• technology transfer staff,

• Research Administrators

• Imaging scientists 

• Data stewards, 

• Medical statisticians

• Research Office Clerical staff

• Animal welfare staff

Research Enabling Staff

‘Third-space 
professionals’

(Celia Whitchurch, 2008)

• Visibility, 

• Recognition

• Sustainability

• Development

 (Dixon & Murphy, 2025) 



The Higher Education Funding Council 
of England considered how to define a 
skilled technician. “One suggested rule 
of thumb,” it said, is “whether or not 
research comes to a halt when they are 
absent or on leave.”

Ask researchers about the role of 
technicians in research, and you will 
hear that they are “vital”, “- from the 
Latin vitae – essential for life

Research Enabling Staff

https://webarchive.nationalarchives.gov.uk/20100708114656/http:/www.hefce.ac.uk/pubs/rdreports/2004/rd07_04/
https://webarchive.nationalarchives.gov.uk/20100708114656/http:/www.hefce.ac.uk/pubs/rdreports/2004/rd07_04/


REF 2029  encourages universities to be more inclusive of research 

enabling staff. This ensures a more level playing field for all who 

contribute to research. Moving from being perceived as a costly overhead 

to a crucial asset.

Outputs: 

• Previous research assessments focused on publications as the metric 

of research excellence with many essential research enablers not 

given authorship of papers.

• But, technicians are increasingly being named as authors on research 

papers, reflecting their integral involvement in research

People, Culture & Environment

• Aims to give fairer attribution and recognition to research enabling staff

Engagement & Impact

• Research that leads to impactful new software, drugs, technologies, 

spins outs, interventions is the result of technical staff input. 

REF & Research Enabling Staff



E.& I.

Society

Engagement and Impact

RESEARCH 



RAE 2029 What  Will Be Assessed?

Panels assess the Overall Quality of 
each submission

Contribution to 
knowledge and 
understanding

Engagement 
and Impact

People, Culture 
and 

Environment

50% 25% 25%



Research Impact: Definition
 

Quality of life

Environment

Cultural Health

Public policy &

services

Social

Economic

Types of impact

An identifiable benefit to, change or effect on:  

McKenna, H.P. (2015) Research assessment: The Impact of impact International 
Journal of Nursing Studies. 52 (1) pp. 1-3.

Could be an effect, 
change or benefit on:

• Processes: attitude, 
awareness, behaviour, 
performance, practice, 
or understanding;

• People: patients, 
families, communities, 
clients  or individuals;

• Places: any 
organisation or 
geographic location 
whether locally, 
regionally, nationally or 
internationally.



Research Impact – Criteria

Reach: the extent and/or breadth of the beneficiaries 

of the impact, as relevant to the nature of the impact. 

Significance: is the degree to which the impact has 
enabled, enriched, influenced, informed or changed 
the products, services, performance, practices, 
policies or understanding of commerce, industry or 
other organisations, governments, communities or 

individuals.



Summary - Engagement and impact

Engagement 
and impact

• Impact case study/ies

• Disciplinary-level 
evidence statement

25%

Impact case studies:

• Number related to volume measure

• Only one case study required where 

volume less than 9.99 FTE

• Contributes 50-80% of EI score

• No quality threshold for underpinning 

research

Disciplinary-level statement:

• Contributes 20-50% of EI score 

(sliding scale depending on number of 

case studies)

• Contribution of unit to impact not 

reflected in case studies

• Engagement activity underpinning 

impact



ATTRIBUTION

 Must be no 
disjoint 
between 

impact and its 
underpinning 

research





Diverse Research Impacts and

Engagements
• Impact diversity refers to the breadth of ways in which 

research can reach and make a significant difference

to a wide range of communities and actors.

• Diverse engagement practices encompass different

types of meaningful interaction with a wide range of

audiences and partners, across multiple settings and

through various channels.

• REF2029 will enable institutions to submit a wider suite

of impacts. The assessment judges highly varied cases

(e.g., interdisciplinary and trans-sectoral impacts, civic,

and regional impacts, preventative impacts, creative

and participatory impacts etc.).



Diverse Impacts: Annex A (REF2021)

• Creativity, Culture &

Society

• Social Welfare

• Public Policy, Law &

Services

• Production

• Practitioners &

Professional

Services

• Politics and Policy

• Health, Wellbeing & 

Animal welfare

• Commerce & the 

Economy

• Technology

• Environment

• Quality of Life

• Understanding, Learning 

& Participation

• Legal

update 

pending
…



Continual Pursuit of Research Excellence 

Clock has started ticking for REF2029 

Already ~4 years into next REF 



How can Technician Commitment 
Leads/Technicians engage with 

REF 2029 and drive positive 
research culture change? 

12:35-13:30

#TechsCommit



1.  Representativeness: how should technicians be 

represented in REF 2029?

2.  Research Diversity: how can technicians 

improve research diversity in REF 2029? 

3.  Practicalities: How can I, as a Technician 

Commitment Lead/Technician, engage 

institutionally to ensure visibility and recognition for 

the technical community in REF 2029? 

Roundtable Provocations



Lunch

13:30-14:30

#TechsCommit



Career Pathways Lab

14:30-15:10

#TechsCommit



ITSS 

Career Pathways Lab

Sarah Allen – ITSS Career Pathways Lead

Lizzy James  - Northumbria

Phill Dodd-Chandler - Salford



Learning & 

Development 

Academy 

Research 

& Policy 

Group

Technician 

Commitment 
Community 

& Practice 

Hub 

Education 

& Pathways 

Lab 

ITSS 

International 



14 May 2025 Career Pathways 103

What did our UKRI funding bid say?

Technical Pathways Lab:

ITSS will address the need for visibility of clearly defined career 
pathways and progression routes within HE and research.   ITSS will 
establish the “Technical Pathways Lab” and work with a pilot group of 
employers, partners and technicians to reimagine technical career 
pathways and develop, trial and evaluate new progression routes.



Career 
Pathways Lab

Explore

What is happening at the 
moment?

Inform

Facilitate collaboration, 
sharing of ideas and 
support

Implement

What can we change and 
pilot?



May 14, 2025 Career Pathways 105
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Career Pathways Lab

Strategic

(UK)

IndividualLocal
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Career Pathway

Career pathway is about mapping available roles within an institution, creating 
competencies for different levels of role and showing how a technician could move through 
the levels – via applying for a new role or a regrade.

Promotional Pathway

Promotional pathway is about promotion based on what you have achieved, where you can 
apply for a promotion (as academics can) without changing role or there being a need for a 
business case regrade.  Universities of Liverpool and Warwick have introduced this.

BUT

The work in the Career Pathways Lab is broader than this and includes recruitment, career 
development and succession planning.

Career Pathways - Definitions



Career Pathways - 
Explore

Many organisations feels like 

they are behind the curve

There is lots of good practice, 

good will and support
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A clear route map or pathway with entry 
points and a direction of travel

Clear generic job descriptions for all levels 
with qualifications, knowledge, skills and 

competencies expected

Information about how to move up through 
the levels including development resources, 

ideas and training opportunities

Information is published, accessible and 
available to the technical community

Career Pathways

What is a technician career pathway?
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Talent Commission career route map.
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Involve your stakeholders - 
senior management, HR 

and technicians at an early 
stage. Does your institution 

understand the strategic 
need for CP work?

Understand your community: 
Map out what you have 

currently in terms of 
pathways and JDs.  What 

would you like this to look 
like?  Who is in scope?

Map and describe each 
desired job level. Include 
qualifications, knowledge 

and skills required

Set up steering and delivery 
groups including senior 

leaders, HR, academics and 
technicians

How and where will you 
share this resource?

What learning support will 
be available?

How do institutions implement an effective career pathway?  

Test and consult with 
your community and 

stakeholders



Career Pathways - 
Inform

• Online webinars

• Managing Career Pathways in 

person event

• Conference presentations

• Teams site to share ideas and 

resources

• Website



Implement – 

Career Pathways 
Action Group 
(CPAG)

• Innovate and reimagine

• Build on good practice

• Communicate to the sector



Career Pathways Action Group members



 What are the problems? 

These are well documented (eg Talent Commission report 2022 Ch9)

• Recruitment: talent pool and process

• Lack of career development opportunities

• Unclear career pathway

• Retention

• Succession Planning

• Lack of recognition about roles – internally and externally

• EDI
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Talent Commission career route map.
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Project Areas

1. Apprenticeships: mid-career

2. Succession planning

3. Defining and mapping the technical workforce

4. Creating a toolkit for career pathways / promotional pathways

5. Technician Career development

6. Changing the organisational culture around training and development

7. Recognition for technicians

8. Changing the culture around how technical staff work with academics (NEW)

Career Pathways Action Group



Project Lead Institution Group members

Apprenticeships University College London De Montfort University
King's College London

Succession Planning University of Warwick University of Cambridge
University of Essex
Birmingham City University

Understand, map define, technical workforce King's College London Ulster University
University of Cambridge
Imperial College London
University of Edinburgh

Toolkit for Career and Promotional Pathways Northumbria University The University of Leeds
University of Liverpool
Manchester Metropolitan University

Technicians own career development Science & Technology Facilities Council Liverpool John Moores University
Cranfield University

Changing the culture around career 
development

Durham University & University of Salford King's College London
BGS

Recognition Nottingham Trent University Newcastle University
Queens University

Changing the culture around how Technical 
staff work with academics

Institute of Cancer Research University of Oxford
Queen Mary University of London
London South Bank University



Case studies

Career Pathways Action Group
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Changing the Culture 
Around Career Development

‘I can’t progress as they say I 

haven’t the experience.’

‘I know you didn’t get the role, but 
can you train the new starter, 
please.’
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Changing the Culture 
Around Career Development

Secondment

Job Shadow

Specialist Networks
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Changing the Culture 
Around Career Development

Secondment

Job Shadow

Specialist Networks

Host Platform
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Case study – Tools (4)
Overview of project: showcasing and sharing best practice in career pathways and promotional pathways for technical 
careers

What is the problem the project is trying to solve?
Career pathways for technical staff vary widely. Clear options will help technical staff visualise career progression, while 
unclear ones may hinder it, cause job description inconsistencies, and impede planning for training and development.

How are we trying to solve it:
We will develop a toolkit for the sector, showcasing best practices in technical career pathways to support transparency, 
standardization, and guide technical staff in planning their careers.

What has happened so far with the project?
Group defined SMART objectives and have been planning the format for the toolkit 

What will the outcomes be for the sector?
A set of tools, case studies and guidance hosted on the ITSS website that helps institutions plan and implement career 
pathways and promotional pathways 



Questions or comments

Career Pathways Action Group



14 May 2025 Career Pathways 129

Discussion questions

How should we share this work with the sector?

Thoughts and feedback

Career Pathways Survey



Thank you
Sarah.allen@itss.org.uk



Sharing Best Practice
• UKRI – Nik Ogryzko

• All Ireland Network – Dermot Barry and Gillian Riddell

• The Chartered Association of Sport and Exercise Sciences (CASES) 

- Amelia Dingley

• RELAX – Natalie Homer

15:10-15:40

#TechsCommit



UKRI Technician Commitment 
update
Nik Ogryzko

May 2025



UK Research and Innovation

UKRI convenes, catalyses and invests to 

build a thriving, inclusive research and 

innovation system. 

We support people and teams through:

• Our role as a funder, direct and indirect 

investments in the people doing the 

work

• Our role as a policy organisation, 

working with the community to drive 

positive changes in research culture

• Our role as an employer of people 

working in research and innovation at 

the institutes and facilities that we 

manage.



This does not include:

- Facility staff (where unit costs on grants)
- Institute and off-Siebel awards
- Staff supported through indirect and estate 

costs
- Staff supported by QR
- IUK investments

People directly 

supported by UKRI 

grants, 2023-2024Doctoral Students
27,040

Project leads
1,370

Co-leads
2240

Fellows 2,390 
(1636 FTE)

Technicians
2010

Other
2240

Individuals on
person centred awards

Full Time Equivalents (FTE) 
on project-based awards

Researchers and 
Researcher co-Is

16,090



People and teams action plan

Developed by UKRI talent and culture teams, including the 

community of talent experts from across our councils

1. UKRI as an employer

2. Assessment: what we reward

3. Expectations and assurance: being clear about what we’re 

investing in

4. Engagement: how we support the sector

Further reading:

UKRI people and teams action plan

Voices: It takes a village to deliver research

https://www.ukri.org/publications/ukri-people-and-teams-action-plan/
https://www.ukri.org/blog/voices-it-takes-a-village-to-deliver-research/


Assessment: what we reward

• R4RI, grant roles; indirect and estates costs; core questions; UKRI visa schemes; individual eligibility; peer review 

colleges and guidance; ORCID integration; REF People, Culture and Environment

Expectations and assurance: being clear about what we’re investing in

• Open access; Good research conduct; Preventing harm; PGR core offer and training grant conditions; harmonising 

our existing T&C’s and people expectations; Funding Assurance

Engagement: how we support the sector

• 101 jobs; ITSS funding and support for technical leadership programmes; comms channels; relationship building with 

our communities; HETS 2025

Evidence and analysis

• evidence reports and synthesis (Review of peer review, concordats and agreements, EDI evidence synthesis); UKRI 

grants/TFS; HESA staff consultation

Investments

• ITSS; TALENT; Prosper; C-DICE; Thrive; EPSRC & DRI Strategic Technical Platforms etc. SR planning and 

allocations

People and teams incentives



Things for this year (Apr 2025 – Mar 2026)

- Single UKRI assessor database - more opportunity to make use of technical and specialist expertise in how 

UKRI makes funding decisions.

- Harmonised, cross UKRI eligibility policy: more open eligibility for UKRI funding, beyond equipment calls.

- A programme of people and teams pilots, embedding consideration of the need for technical and specialist 

expertise, and capability in delivering on our investments.

- A programme of comms and engagement on technical and specialist capability as essential for a high 

performing research system – REF PCE adjacent.

-  Investment in technical capability – Spending Review dependent.



Thank you
Please get in touch!

LinkedIn: UK Research 

and Innovation

Bluesky:@ukri.org

Twitter:@UKRI_News
YouTube: UK Research 

and Innovation

Nikolay.ogryzko@ukri.org



Gillian Riddell (Queen’s University Belfast)

Dermot Barry (Munster Technological University)





All-Ireland Technical Staff Steering Group

Dermot Barr
Munster Technological 
University

Edel Durack
University of Limerick

Gillian Riddell
Queen’s University 
Belfast

James Cotter
Maynooth University

Una Prendergast
Dublin City University

DJ Collins
University of Limerick

Peter Owens
University of Galway

Barry Murray 
Munster Technological 
University

Heather Burgess
Ulster University

Gwyneth MacMaster
University College Dublin





AITSN Events



All-Ireland Technical Staff Network Launch October 2023



The network is officially constituted as a Learning Community in Munster Technological University

STRUCTURE

















Research Technical Professionals: 

Recognising Leadership & Expertise 

(RELAX) in technical specialists

Natalie Homer, Lee Murphy, Susie Cook (UoE)

Phil Whitfield, Claire Wilson (UoG)

Sally Shirran (UoStA)



Background

• Regional networks, e.g. Midlands Innovate, GW4, N8

• Sustainability Concordat

• SULSA – Scottish University Life Sciences Alliance

• Executive Programme for Strategic Technical Leadership (EPSTL)



Wellcome - InFrame Culture Catalyst Fund

• Wellcome Trust funded project 

• Brings three Universities together to study research culture

• University of Glasgow, Edinburgh and St.Andrews

• Team brought together with core facilities at the fore and equipment 
sharing for sustainability at the heart.

• An unusual fund, providing leadership training to the co-applicants, 
supported by community knowledge analysts

• A social science emphasis



AIM of RTP RELAX project

• establish an RTP-led network in Scotland, beginning with a network of RTPs who are 
technical specialists leading core facilities between the Universities of Edinburgh, 
Glasgow and St Andrews (approx. 10 per institute – applications invited by end June)

• develop a leadership programme for Core Facility Leads to advance research 
leadership in this cohort of staff through face-to-face meetings, which will explore the 
opportunities and barriers that exist in the three institutions focussing on equipment 
investment, specific expertise developed and sharing.

• Give opportunities for the research community (incl scientific researchers and senior 
management) to engage with the RTP-network of core facilities to understand what each 
need and establish realistic policies and practices that meet the needs of the research 
community

• Develop a more granular findable database of equipment - detailed in terms of technical 
support and expertise, applications and geographically relevant is essential.

• To influence change research culture in UoE, UoG and UoStA to 
integrate RTPs into key decision-making committees, positioning 
technical expertise at the heart of strategic planning and 
operational management in research settings



OBJECTIVE 1 – setting the scene

• Landscape report of policy searches across the 3 Universities that support 
and enable RTP core facility leadership

• Relate this to national initatives already in place (TC, Talent Commision 
report, Researcher concordat)

• REPORTs on Scottish context of Core Facility connectivity –

 leadership, challenges and opportunities

Start survey and end survey to same group to see if impact made



OBJECTIVE 2 – RTP network (q1,q2)

• Build RTP network (30 RTPs across 3 unis) for leadership training

• At least 3 sessions – G, E, StA – in person.

• In-between hybrid ‘masterclasses’ from national subject experts



OBJECTIVE 3  - Researchers & RTPs together 
(Community building) – q3,q4
• 3 community meetings at each of the 3 unis

• Showcase of the facilities and expertise with presentation by RTPs to 
research community

• Identifying uniqueness of each institute. Demonstrating (valid) 
duplication of core facilities. Highlighting lack of findability prior to 
RELAX RTPs

• Surveys on Researcher experience collaborating with facilities 
(publication policy, inter-institutional costing, collaboration 
agreements)



OBJECTIVE 4 – Equipment database

• Plan the database structure for equipment with fields that the facility 
managers identify along with procurement and finance staff and in 
consultation with project partners SULSA

• Build an online equipment database that can be readily updated 

• Co-create a charter committing to updating this as part of sustainable 
concordat/silver award



OUTPUTS we are hoping for

• Framework of guidelines and policy for RTP leadership

• Start/end survey

• Scottish context core facility leadership

• Equipment Sharing Database 

• Toolkit of guidelines for equipment sharing

• A literature review on equipment sharing, institutional policies and 
RTP roles in decision-making

• A network of RTPs that run core facilities
• A contactable group of researchers that engage with core facilities



GANNT chart



Coffee and refreshments

15:40-16:05

#TechsCommit



Future-proofing our universities: 
the role of technical professionals

16:05-16:35

#TechsCommit



Future-proofing our universities: the role of technical professionals

Universities and research institutions are facing significant financial pressures, which are 
already having an impact on the technical workforce. As institutions make difficult decisions 
about priorities, structures, and services, it is essential to consider how technical professionals 
can be supported and empowered to thrive.

This interactive workshop will explore: 

How technical staff can navigate these challenges and continue to play a vital role in shaping 
the future of research, teaching, and innovation.

 How Technician Commitment and UK-ITSS can advocate for technicians during the 
challenging time.



Future-proofing our universities: the role of technical professionals

Opportunities Advocation

What changes can we make to our 
practice in response to the 

restricted financial position?

How can the UK Institute for Technical 
Skills and Strategy and the Technician 

Commitment advocate most effectively 
for the technical community during this 

time?
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• Build RTP network (30 RTPs across 3 unis) for leadership training

• At least 3 sessions – G, E, StA – in person.
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Mapping interactions

16:35-16:50

#TechsCommit



At signatory event we have presentations from our individual signatories and 
supporters.

Also, increasingly groups of signatories working together to:

• Share best practice and challenges

• Increase impact of initiatives

• Create more opportunities locally

• Create external opportunities for technicians 

At November signatory event we heard from: Scottish Network, South-East Network, 
Welsh Network, Northern Ireland Network and the RITG.

Increasingly, we have seen that the Collaboration Fund is used to support these 
network activities

Technician Commitment is a supportive community

Mapping interactions



Mapping interactions

108 signatories in total
• Map signatories into 8 Regions
• Inclusive
• Recruit new signatories
• Support each other
• Regional Champions
• Working together

In November we asked people to list regional and specialist networks they were part of

Technician Commitment is a supportive community



Mapping interactions

Insert picture 
of Scotland 
with 
signatories

Scotland - 12 Wales - 4 All Ireland - 4 



Mapping interactions - Regional
In November we asked people to list regional and specialist networks they were part of

Northeast - 9Northwest - 11 Central - 21



Mapping interactions - Regional
In November we asked people to list regional and specialist networks they were part of

Southwest - 12 Southeast - 35



Mapping interactions - Regional

Region Current Networks

Scotland Scotland

Wales Welsh, WIN

All-Ireland All Ireland

Northwest NW

Central MI

Northeast N8, UNEE, Yorkshire

Southwest GW4, SW

Southeast London and SE network , Eastern Arc, RITG
East of England



Mapping interactions - Regional

• There are a lot of regional networks

• Requests for support

• Not all signatories are in a network

• Some signatories part of multiple networks

• Networks have members that are not signatories



Questions

•Should we more actively signpost the 8 
regional networks?

•What should TC/ITSS be doing to support 
regional networks?

Technician Commitment is a supportive community



Closing Remarks



Evening drinks, presentation of awards and 
networking reception

Speaker: 

Professor Archie Clements

PVC for Research & Enterprise, QUB



Awards



INITIAL (Submission)

Ulster University

University of Portsmouth

University of Northampton

Birmingham City University

James Hutton Institute 

RENEWAL (Impact)

University of Southampton

London South Bank University

Harper Adams University

University of Aberdeen

University of Manchester

Imperial College London

Durham University

Swansea University

Science and Technology 
Facilities Council (STFC)

University College London (UCL)

Wellcome Sanger Institute

University of Kent

University of Salford

University of Oxford

University of Surrey

University of Staffordshire

Cardiff Metropolitan University



Thank you and safe onward journey

Event close
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