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Introduction 

Background and Scope 

The National Transport Authority (hereafter referred to as the NTA or ‘the Authority’) are pleased to present the Phase 2 and Phase 

3 Strategic Resourcing Plan which has been developed with the participation of our Strategy & Planning, HR, and Executive 

Management teams.  

The basis for this plan was set against the context that in January 2018, the NTA introduced its fourth Statement of Strategy which 

set out our programme of work for the period 2018 – 2022. This Statement of Strategy reflects the growing demands on the 

Authority to create effective, efficient and affordable public transport services for the travelling public. Delivery of this ambitious 

strategic plan is dependent on additional funding and staffing resources being made available to the Authority which are 

constrained at present.  

In July 2018, the NTA presented its Strategic Staffing Plan to the Department of Tourism, Transport & Sport (DTTAS) to cover the 

period 2018 – 2022. The plan outlined the resourcing needs of the organisation over the 5 year period that will enable the NTA to 

successfully deliver a pipeline of strategic projects that are large in scale and ambition. The resourcing requirements identified 

were developed in conjunction with NTA management whereby the leadership team considered the ability of the organisation to 

successfully deliver the expected outcomes of strategic programmes.  

Due to the capacity of the Authority to recruit additional personnel and the associated on-boarding period, the NTA’s resourcing 

request was separated into three categories relating to the time at which the resources are required: Phase 1 (P1), Phase 2 (P2) 

and Phase 3 (P3).  

In December 2018, the Authority received confirmation of DTTAS and DPER approval for the sanction and funding of its P1 

submission, comprised of 26 additional members of NTA staff. The recruitment of the additional resources commenced in January 

2019 and all new staff are expected to be in place by December 2019. 

This report centres on the Authority’s P2 and P3 resourcing requirements which are crucial to the continued successful delivery of 

key strategic programmes.  

Report Structure 

1. The Executive Summary provides an overview of the Strategic Resourcing P2 and P3 Plan, including key sanction and 

funding requirements, timelines for DTTaS decisions, and other highlights;  

2. The Assumptions, Limitations and Definitions section outlines the key assumptions which underpin the Strategic 

Resourcing P2 & P3 Plan approach and funding projections;  

3. The Historical & Current State Funding, Sanction and Resourcing section aims to provide context to the profile of 

historical pay sanction and funding with a view to illustrating the increasing responsibilities and commitments of the Authority 

over time against comparably stable staffing levels;  

4. The Current Organisational Overview & Future Plans section provides a high level view of the organisation in its current 

state and describes some of the key challenges, both strategic and operational, faced by the Authority. The outcomes and 

implications for the Authority of an Organisation Design Review, completed in 2018, are also discussed in this section as well 

the profile and role of outsourced placements as the NTA deliver against its strategic commitments now and into the future;  

5. The Phase 2 & Phase 3 Requirements section includes an overview and detailed content by Director Group & team of P2 & 

P3 resourcing requirements; 

6. The 2019 Cost and Funding Requirements identifies the 2020 - 2023 projected cost of existing & P1 staff & outsourced 

personnel, along with P2 & P3 requirements. The cost premium associated with the utlisation of outsourced placements by 

comparison to the roles proposed for internalisation will also be discussed in this section; 

 

 

 

 

 



Strategic Resourcing Plan Phases 2 & 3 | National Transport Authority | June 2019   

5 

Introduction 

Report Structure (Cont’d) 

7. The Consequences of Non-Fulfilment/ Impact of Delayed Sanction or Funding section describes the implications of 

delayed sanction or funding on key strategic programmes and their timelines as well as on the overall functioning and 

effectiveness of the Authority;  

8. The Appendix section includes some further information, the detail of which is not included in the main body of the report. 

Assumptions, Limitations and Definitions 

With every review, it is imperative to outline the key assumptions which have been used to inform the approach to the Strategic 

Resourcing Review process followed. We have detailed below some of the key assumptions used in the development of this 

report.  

1. The following resourcing arrangements are considered within the scope of the Phase 2 & 3 Strategic Resourcing submission: 

• NTA Direct Employees; and 

• Outsourced Placements 

2. Business process outsourcing services are not considered within the scope of this resourcing review as this model involves 

the transfer of business functions or services to an external service provider and does not directly involve the use of 

contractors under the day-to-day direction of the contracting authority.  

3. There are a number of unique assumptions underpinning the 5-year resourcing cost projections shown in the “Cost and 

Funding Requirements” section on page 74 of this report. For the purpose of clarity and for ease of reference, these 

assumptions are stated, alongside the projections, in the “Cost and Funding Requirements” section of the report; 

4. Inflation in respect of the cost of outsourced placements over a 5 year period has been assumed at 2% per the European 

Central Bank inflation target. No potential outsourced placement rate changes which may arise as a result of contract 

renewals, extensions or via public tender have been factored into the outsourced placement costs projected over the 5 year 

period 2019 – 2023;    

5. The Authority currently employs a cost allocation methodology whereby the cost of the Authority’s direct employees is charged 

against its administration budget and since January 2019, such costs have been met in full by the DTTAS Administration Pay 

Grant. The cost of outsourced personnel specifically dedicated to certain projects or programmes are allocated to capital and 

current programmes and other departments accordingly. The cost of outsourced personnel fulfilling roles that are not 

specifically dedicated to projects (including roles filled by outsourced personnel in support functions Finance, Human 

Resources, Facilities, Customer Experience etc.) are charged in full to administration and intended to be met in full by the 

DTTAS Administration Non-Pay Grant. This methodology has been used to determine the personnel related pay and non-pay 

grant requirements for 2020; 

6. All projections included in this plan are assumed to be €ms unless otherwise stated, i.e. for example, €700,000 would be 

presented as €0.7m; and 

7. The Authority’s current headcount includes 4 individuals seconded from other government agencies on a long term basis. 25% 

of the individual’s base salary is payable by the NTA to the seconding agency as a secondment fee annually. This fee is 

considered outside of the scope of pay costs & hence is not featured in this Strategic Resourcing submission. 
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Executive Summary 

Introduction 

In July 2018, the NTA presented its Strategic Staffing Plan to DTTAS to cover the period 2018 – 2022. The plan outlined the 

resourcing needs of the organisation over the 5 year period that will enable the NTA to successfully deliver a pipeline of strategic 

projects that are large in scale and ambition.  

Due to the capacity of the Authority to recruit the additional personnel and the various stages at which certain resources are 

required, the NTA’s resourcing request was separated into three tranches: Phase 1 (P1), Phase 2 (P2) and Phase 3 (P3).  

In December 2018, the Authority received confirmation of Department of Transport, Tourism & Sport (DTTAS) and Department of 

Public Expenditure & Reform (DPER) approval for the sanction and funding of its P1 submission, comprised of 26 additional 

members of NTA staff. The recruitment of the additional resources commenced in January 2019 and all new staff are expected to 

be in place by December 2019. 

This summary and report relate to the P2 and P3 resourcing requirements. Further detail on any information included in this 

summary is available in the detailed report proceeding this summary.  

The original P2 and P3 resourcing requirements presented in the 2018 – 2022 Strategic Staffing Plan have been reviewed to 

ensure the submission is reflective of the Authority’s most up to date position on its current and future resourcing needs. A high 

level overview of the revised resourcing requirements alongside the original P2 & P3 requirements is shown in Figure 1 below.   

Phase 2 Phase 3 

Role Sourcing 
Original 

Submission 

Updated 

Submission 

Original 

Submission 

Updated 

Submission 

Total Movement  

(P2 & P3 Combined)  

Original v Updated 

Submission 

New NTA Direct Employee 

Roles 
19 22 13 13 + 3 

Internalisations of Currently 

Outsourced Roles 
9 42 15 16 +34 

Outsourced Placements 0 2 0 3 + 5 

Total 28 66 28 32 + 42 

Figure 1 P2 & P3 Resourcing Requirements (Original & Updated) 

On an overall basis, the resource requirement for P2 & P3 has increased by 42 roles with the majority increase in the category of 

‘Internalisations of Currently Outsourced Roles’ (34 of 42 increase).  

The updated submission is reflective of an approach to explore further opportunities for the internalisation of currently 

outsourced roles. The internalisation of currently outsourced roles has previously been discussed with DTTAS and  will 

result in significant cost savings, and enhancements in terms of governance and control.  
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Resourcing 

Current   

(2019 Year End 

Forecast) 

Future (2019 – 

2023 Requirement) 
Movement 

NTA Direct 140 175 35 

Outsourced 

Personnel 
179 126 (53) 

Internalisations 0 58 58 

Total Resource 

Changes 
319 359 40 

Executive Summary 

Summary of Requirement 

On an overall basis, the resource capacity of the organisation needs to increase by 40 resources or 10% (excluding BPO 

arrangements) from its 2019 level of 319 to 359 over the 5 year period in line with anticipated activity levels. There are a number of 

key requests to DTTaS arising from the Strategic Resourcing review which include: 

 

NTA Direct Employees 
There is a critical requirement for 35 additional NTA direct employees.  

Internalise Outsourced Roles 
The internalisation of 58 currently outsourced roles to become NTA direct employees is requested.  

Increase in Outsourced Roles 
5 additional outsourced personnel are required to support the delivery of strategic programmes 

where the requirements are best suited to outsourced personnel either due to the fixed term nature 

of the programme or project or with a view to obtaining external specialist skills or knowledge which 

may not be required by the Authority on an on-going basis.  

Whilst the overall headcount growth in the 

organisation is 40 resources as shown in 

Figure 2, there will be a total of 98 resource 

changes on an overall basis.  

The difference between the two figures is 

the 58 internalisations which do not 

represent incremental growth to the 

organisation but are resource changes 

nevertheless.  

Figure 2 

The 2019 profile and future P2 and P3 requirements across each category of NTA direct employees, outsourced personnel and 

internalisations are shown below.  

2019 Resourcing Profile & Future  P2 & P3 Requirements 2020 – 2023 * 

* Figure 2 above shows the resource changes relating to phases 2 and 3 only. Other planned resource changes, notably the 

reduction in current outsourced placements from strategic programmes moving through their lifecycle, are not included in Figure 2 

above for the purpose of clearly illustrating resource changes arising from P2 & P3 only.    

The resource profile of the Authority over the 5 year period (including P2, P3 and all other resource changes), is illustrated 

overleaf.  
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Executive Summary 

5 Year Resource Profile 

Over the 5 year period from the end of 2019 to 2023:  

• direct employee headcount will grow by 93 from year end 2019 – 2023 as a result of 35 new roles and the internalisation of 

58 currently outsourced roles; 

• outsourced placement headcount will decline by 67 from year end 2019 – 2023 as a result of the internalisation of 58 

currently outsourced roles and other small movements in outsourced placement requirements as various strategic programmes 

move through their life cycle.  

Figure 3 above also clearly illustrates the overall growth required in the organisation and the planned shift to rebalance resourcing 

to an optimal resourcing mix of NTA direct employees and outsourced personnel.  

Figure 3 5 Year Resourcing Profile Movement 2019 - 2023 

Resourcing Mix 2019 & 2023 

Resourcing 2019 2023 

NTA Direct 44 % 68 % 

Outsourced 

Personnel 
56 % 32 % 

Figure 4 

Figure 4 opposite shows the 2019 (year end) and future 

resourcing mix.  

In terms of the Authority’s resourcing mix, the overall aim of the 

NTA is to shift the 2019 ratio of ‘Direct Employees: Outsourced 

Placements’ (44% v 56%) to an approximate ratio of 68% direct 

employees and 32% outsourced placements. 

The Authority’s future planned resourcing mix reflects a strategic resourcing aim whereby the organisation is 

underpinned by a strong majority employee base and where outsourcing is solely used to access specialist technical 

knowledge and expertise that is not available internally and for resource scaling up and down based on the life cycles of 

various projects and strategic programmes.  
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Executive Summary 

Existing Profile and P2 & P3 Requirements by Director Group 

The existing resource profile across each of the 3 current Director groups is shown in Figure 5 below.  

P2 & P3 Requirements by Director Group Figure 6 

Director Group 
New Direct 

Employees 

Internalise Existing 

Outsourced Roles 

New Outsourced 

Roles 
Total 

Public Transport Services 7 10 -  17 

Public Transport Technology 7 15 - 22 

Finance & Corporate Services 4 19 - 23 

Chief Information Officer 5 10 4 19 

Transport Planning, Investment & Taxi 

Regulation 
12 4 1 17 

Total Resource Changes 35 58 5 98 

Key Milestones & Critical Decision Points 

The key milestones and critical decision points associated with the funding, sanction and recruitment of P2 and P3 resources are 

illustrated on the timeline below. 

It is important to note that given the high level of P2 roles required, the recruitment timeline shown below for P2 

resources is contingent on indicative approval of part or all of the P2 request by no later than 1st October 2019.   

Q4 2019 Q1 2020 Q2 2020 Q3 2020 Q4 2020 

1st October 2019:funding 

commitment required for 

66 P2 positions 

Recruitment of P2 resources will 

commence in January 2020 and 

all P2 resources will be in place 

by year end 2020.  

All P1 resources will be in 

place by 31st December 

2019. 

1st October 2020: funding 

commitment required for 32 

P3 positions 

Recruitment of P3 

resources will commence 

in January ‘21 

All  P2 resources will be 

in place by 31st  

December 2020.  

Director Group 
NTA Direct 

Employees 
Outsourced Roles Total 

Public Transport Services 42 54 96 

Transport Planning, Investment & Taxi Regulation 48 21 69 

Finance & Corporate Services 24 75 99 

Total 114 150 264 

Existing Resource Profile by Director Group Figure 5 

Following discussion with DTTAS, the Authority explored further opportunities for the internalisation of currently outsourced roles in 

order to successfully deliver key strategic programmes such as BusConnects, DART Expansion and MetroLink. It has been 

determined that there is an urgent requirement for 98 P2 and P3 posts shown by Director group in Figure 6 below.  
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Executive Summary 

Scale of Change 

The Phase 2 and 3 requirements will represent a significant level of change for the Authority over the 5 year period. The rationale 

for this scale of change is explored extensively in the detailed Phase 2 & 3 Strategic Staffing report. At a high level, the key 

reasons underlying the change required are illustrated below.  

Main Strategic Programmes – Bus Connects, MetroLink, Connected Ireland, Dart Expansion and Next 

Generation Ticketing 

There will be significant changes over the coming years in how public transport operates in Ireland. Urban programmes such as 

Bus Connects and MetroLink will modernise Ireland’s public transport system and rural improvements through a detailed study 

commissioned by NTA of public transport provision in rural Ireland will provide a higher standard of services throughout the 

country. Additionally, roles required to support with Next Generation Ticketing will enable the Authority to modernise its systems 

while also ensuring the systems which the public rely on to use public transport can be maintained from a Business as Usual 

(BAU) perspective.  

These programmes require a number of specialised staff. Approximately 42 P2/ P3 roles will be directly involved in the 

above-mentioned strategic programmes. The required resourcing additions are crucial for the successful on-time delivery of 

these key strategic programmes.  

Cost 

The annualised cost saving associated with the internalisation of 58 currently outsourced roles is €4.1 million. The 

significant premiums associated with outsourced placements account for the majority (72%) of the total spend on all personnel 

within the Authority. Where the roles are internalised, the cost of the 35 additional NTA direct hires and 5 new outsourced 

placements required in P2 and P3 will be completely offset by the cost saving associated with the internalisation of the 58 

outsourced roles requested.  

Resourcing Mix Changes 

The NTA is heavily reliant on outsourced placements to perform key functional roles within the Authority. Less than half (44%) of 

all roles in the NTA are occupied by NTA direct employees. The resourcing changes in P2/ P3 will deliver a resourcing mix 

change over the 5 year period from a near 44% : 56% ratio to a close to 68% : 32 % split in favour of NTA direct 

employees.  

The rebalanced resourcing mix is expected to deliver significant benefits to the Authority in terms of enhanced governance, 

control and long term organisational stability.  

42 roles required to 
assist with key strategic 

programmes 

Annualised saving of 
€4.1m from the 

internalisation of 58 
outsourced placements 

Proportion of resourcing 
mix comprised of 

outsourced placements 
reduces from 57% to 

34% over 5 years 
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Executive Summary 

Cost Profile 

The five year cost profile of NTA direct employee costs and outsourced personnel costs is shown in Figure 6 below. The main 

assumptions underpinning the costs calculated are as follows: 

• The annual costs presented in the graph below reflect the recruitment phasing of P1 – P3 resources shown on the timeline on 

page X of this document, i.e. that all P1 resources will be in place by the end of 2019, that P2 resources will be recruited in 

2020 and P3 resources will be recruited in 2021. For example, 2/3rds of the full year annual cost of P2 resources is assumed 

for 2020 due to the inevitable staggered recruitment of these resources throughout the year;  

• The graph below excludes all Business Process Outsourcing (BPO) costs; 

• For direct employees, PRSI rate assumptions (10.95% for 2019 and 11.05% for 2020 – 2023) have been provided by DTTAS;  

• For direct employee costs, it is assumed that staff progress through the increment scales annually according to the standard 

Civil Service pay scales, but does not assume any grade point increases. Planned pay adjustments have also been included; 

• For outsourced placement roles engaged for the delivery of Leap programmes including Account Based Ticketing, no VAT has 

been added to the annual staff cost. Additionally, no potential outsourced placement rate changes which may arise as a result 

of contract renewals, extensions or via public tender have been factored into the outsourced placement costs projected; and 

• Inflation of 2% per annum has been added to the cost of outsourced placements.  

Resource Cost Profile 2019 – 2023 (€ millions) Figure 7 

Scenario 1 

Existing Staff 

2019 (incl. P1) 

Phase 2 Employees 

Phase 2 Employees 

Total Employees 

Outsourced 

Placements 

Total Resource 

Cost 

          €10.2m projected staff costs for 2019 are inclusive of approximately €800K relating to employees whose cost, due 

to the nature of their roles, is currently re-charged in full to transport operators via the Leap programme.  
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Executive Summary 

Cost Profile (Cont’d) 

• On an overall basis, the Authority’s total resource cost is expected to increase by €2 m from 2019 – 2020 mainly as a result of 

the full year cost of 29 additional outsourced placements recruited in 2019 to support with Bus Connects, Cycling Network, Next 

Generation Ticketing and Direct Award Contracts.  

• From 2020 – 2023, the Authority’s total resource cost is expected to remain relatively stable despite the recruitment of an 

additional 32 Phase 3 roles. The reason for this is mainly due to the significant cost saving arising from the internalisation of 

outsourced roles which more than offsets the cost of the additional 32 Phase 3 roles. 

• The cost line entitled ‘Scenario 1’ represents the total resource cost in the event that the 58 internalisation of currently 

outsourced roles are not approved. In this scenario, by 2023, the cost differential would be approximately €4m 

The composition of the NTA direct employee costs illustrated on Figure 6 on page 12 is explained in Figure 7 below.  

 Figure 8 NTA Direct Employee Costs 2019 – 2023 Explained 

Outsourced Placement Premium & Potential Cost Savings through Internalisations 

There is a significant cost premium attached to the use of outsourced placements over NTA direct employees. On average, the 

cost of an outsourced placement is more than double the salary cost of an equivalent permanent role within the Authority.  

Key Point: Any increases in the total cost profile shown over time in Figure 6 are entirely driven by the combination of 

salary increments and pay adjustments, outsourced placement cost inflation and new outsourced placement roles 

required in 2019. When these items are excluded and the impact of the 58 proposed internalisations against the 

incremental headcount growth of 40 roles (35 direct employees & 5 outsourced placements) is considered, the total 

resource cost declines over a 5 year period.  

Annualised Net Saving (in 2020 terms) – New P2/P3 Roles and Internalisations 

Figure 8 below shows the annualised cost of the 35 new NTA direct roles and 5 additional outsourced placements alongside the 

annualised savings that would arise as a result of the proposed internalisation. There is a net saving of €0.7m.  

Annualised Cost Savings (in 2020 Terms) (€m’s) 

Cost of 35 additional P2 and P3 NTA direct roles and 5 additional outsourced placements €3.4 

Cost saving arising from elimination of outsourced premium through internalisation of 58 P2 and P3 

currently outsourced roles 
(€4.1) 

Net Saving €0.7m 

Figure 9 

2019 2020 2021 2022 2023 

Opening Resource 

Cost 
€8.3m €10.2m €14.3m €17.4m €18.5 

Phase 1 €1.3m €0.7m - - - 

Phase 2 - €2.9m €1.5m - - 

Phase 3 - - €1.3m €0.6m - 

Increments & Pay 

Adjustments 
€0.6m €0.5m €0.3m €0.5m €0.3 

Total €10.2m €14.3m €17.4m €18.5m €18.8m 
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Executive Summary 

Funding Requirements 

Figure 10 below shows a summary of the pay and non-pay funding requirements relating to personnel costs.  

2020 Pay & Non-Pay (Personnel Related) Grant Requirements Summarised Figure 10 
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Executive Summary 

Cost Savings through Internalisation 

Figure 10 2020 and 2021 Cost Savings through Internalisations 

* It is important to note that the cost savings realisable through non-pay administration have already been reflected in the reduced 

funding requirement shown in the ‘Funding Requirements’ section on page 14 of this report.   

It is also important to note that the delivery of the savings shown in Figure 10 above is dependent on meeting the 

recruitment timeline illustrated on page 10 of this report. If the full P2 and P3 submission is not approved or if recruitment 

is slower than expected, then the realisable savings will be lower and as a result the funding requirement across non-pay 

administration, PSO & Capital will be higher. 

As shown in Figure 10 above, there is €2m and €3.5m (cumulative) in potential net cost savings through internalisation in 2020 and 

2021 respectively which can be utilised either or a combination of the options listed below.  

There are three key options for the utilisation of the cost savings which would arise through the 

internalisation of the P2 & P3 roles requested: 

•  fund the 40 additional roles required for Phases 2 & 3; 

• reduced funding requirement across non-pay administration, PSO & Capital; and 

• increased budget capacity for additional services. 

Budget 2020 (2/3rd Phase 2) 

Cumulative Savings 

2021 (Phase 2 and 2/3rd 

Phase 3) 

Annualised Saving in 

2019 terms (Expected by 

2022) 

Non-Pay Admin € .747 €1.248 1.443 

PSO € 2.221 € 3.922 4.499 

Capital € .240 € .543 .624 

Pay Effect (1.176) (2.225) (2.392) 

Total € 2.032 € 3.488 4.174 

Funding Requirements (Cont’d) 

Key Insight: Key Insight: Of the €3.9m increased Administration grant requirement for 2020, €1.3m relates to the full 

year cost of Phase 1 employees, salary increments and pay adjustments and €0.8m relates to an increased pay 

sanction required for roles currently funded by the transport operators. The remaining net increase of €1.8m (€2.859m 

2/3 Phase 2 costs less €1.053m savings through internalisations) is more than offset by approximately €2.5m cost 

saving across Capital & PSO programmes arising from the internalisation of currently outsourced roles. 

 

The 2020 and 2021 cost savings which would arise through P2 and P3 internalisations are presented in Figure 10 overleaf 

across the categories of non-pay administration, PSO & Capital. 

** The NTA is currently considering ceasing the charge out of Leap costs (which includes the salary related costs of certain 

employees due to the nature of their roles) to Transport Operators. The process is currently cyclical in that the NTA pays to 

operators via their operating charge the amount required to cover Leap costs which is subsequently recouped by the NTA. 

Consideration of the outcomes and implications of ceasing the charge out of Leap costs will be concluded in Q3 2019 and 

should it be effected, additional pay sanction and pay grant funding (included in Figure 10 above) will be required to cover the 

cost of salary related costs charged to Transport Operators. 



Historical Funding & 
Resourcing 
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Historical Funding & Resourcing 

Historical Funding and Resourcing 

Establishing the Authority at a time of severe economic crisis has been challenging. The early years following the establishment of 

the NTA were marked by a decline in funding for public transport infrastructure and services and a decline in passenger numbers. 

However, in the last three years we have see a very welcome return to growth in demand for public transport and an increase in 

Government funding for the provision of services.  

The remit of the Authority has also grown substantially since its inception in 2009. The additional functions conferred upon the NTA 

since its establishment include, but are not limited to, the following: 

• On 1st January 2011 the Commission for Taxi Regulation was assimilated which significantly increased the remit and size of the 

Authority; 

• The Authority has assumed statutory responsibility for Integrated Ticketing, including the Leap Card Scheme and its extension 

nationally; 

• The NTA became the governing authority for national taxi, hackney and limousine regulation;  

• In 2015 the Vehicle Clamping Act was passed by the Oireachtas which conferred further regulatory functions on the Authority; 

and 

• The Government also assigned responsibility to the Authority for national integrated local and rural transport including the Rural 

Transport Programme.  

While taking on additional functions, the Authority did not receive additional staff until 2018 and, in part to address the static 

sanctioned headcount, has become extensively outsourced with 150 outsourced placements in-house. The current resourcing 

profile of the authority (employees and outsourced personnel) is further described and illustrated in figure 19 on page 33 of this 

report. This approach became unsustainable and as the functions of the Authority continued to expand along with grant funding 

and other funding streams under NTA management, and it became imperative that the Authority be effectively resourced to meet 

its responsibilities and strategic objectives into the future.  

In 2018, two key developments enabled the Authority to begin to address its historical and current resourcing challenges including:  

• DTTAS’ sanction approval and funding of 12 urgent staff positions in May 2018; and 

• DTTAS’ sanction approval and funding of 26 Phase 1 positions which represented the 1st of 3 tranches of resourcing needs 

from the Authority’s 2018 Strategic Staffing Submission to the Authority articulating foreseeable resourcing needs over a 5 year 

period.  

To illustrate the challenge faced by the Authority to date and the initial steps which have been taken to address the Authori ty’s 

resourcing issues, Figure 11 overleaf shows the increase in grant funding and Leap revenues over time alongside the comparable 

sanctioned headcount.  
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Historical Funding & Resourcing 

Historical Funding and Resourcing (Cont’d) 
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Historical Funding, Leap Revenues & Headcount 2011 – 2018 Figure 11 

*  Since its establishment, the NTA has operated in adherence with the staffing guidelines and protocols set out by DTTAS to which 

there has been some change over time. The yearly headcount information presented in Figure 11 above reflects the protocols 

governing headcount that were in place in any given year and is further illustrated and explained below.  

2011 20112 2013 2014 2015 2016 2017 2018 2019 

Employment Control Framework 

(ECF) 
67 65 80 88 

Delegated Sanctioned Headcount         91 91 91 

Delegated € Pay Sanction € 6.784 € 6.784 € 6.784 € 7.658 € 9.558 

Figure 12 Historical Delegated Headcount / Pay Sanction 

• From 2011 – 2014, the Employment Control Framework was the overarching policy for management of the NTA’s staffing 

levels. The ECF was replaced by the ‘Delegated Sanctioned Headcount’ and ‘Delegated € Pay Sanction’ in 2015.  

• In  2018, revised staffing protocols were published by DTTAS which advises that headcount numbers (provided the cost does 

not exceed the € value threshold of the agreed pay sanction) can be managed internally within the NTA. Any staffing 

requirements which would incur cost over & above the delegated € pay sanction level will be submitted to DTTAS for approval 

as part of the annual DTTAS Staffing Request Protocols. 
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Historical Funding & Resourcing 

Historical Funding and Resourcing (Cont’d) 

As evidenced in Figure 11, the combination of Oireachtas grant funding and Leap fare revenue has shown a solid upward 

trajectory since 2011 while the sanctioned headcount in 2017 remained at its 2011 level. It is important to note that while Leap fare 

revenue is passed on in full to the relevant Transport Operators, the management and administration of such revenues has 

significant resource implications centered on the need for greater LEAP functionality, security and development. 

In 2018 the Authority received crucial support from DTTAS to secure approval and funding for 12 urgent positions in 2018 and a 

further 26 Phase 1 roles for 2019 which begins to address historical staffing issues and provide the Authority with some of the 

necessary staff resources to deliver on its strategic obligations. It must, however, be noted that the NTA remains significantly 

under-resourced and un-balanced in terms of the profile of NTA employees and outsourced personnel.  

The only viable solution to managing the increased demand for transport services and growing grant funding and revenue is 

through adequate resourcing to deliver those services supporting economic growth.  



Current Organisation 
Overview and Future Plans 
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Current Organisation Overview 
and Future Plans 

Organisation Overview 

The NTA is currently structured into 3 Directorates: Transport Planning & Investment, Finance & Corporate Services and Public 

Transport Services. Due to significant staffing constraints, two Director positions were suppressed on the Authority’s own in itiative. 

The NTA’s approved Phase 1 submission included the posts of Director of Transport Technology and Director of Regulation as we ll 

as the upgrade of the Chief Information Officer from Principal Officer to Assistant Secretary level. The establishment of these key 

posts will enable the Authority to be optimally and effectively organised to deliver on its strategic and regulatory obligations.  

There are a number of key distinguishing features of the organisation:  

• The Authority has a variety of resourcing arrangements including: 

– direct NTA employees; 

– outsourced placements fulfilling core operational roles; 

– outsourced placements fulfilling fixed term, project-based roles; and  

– Off-site provision of business process outsourcing services* in areas such as Leap Card infrastructure and back office 

operations.  

* As outlined in the ‘Assumptions, Limitations and Definitions’ section on page 5 of this report, Business process outsourcing 

services are not considered within the scope of this resourcing review as this model involves the transfer of business functions or 

services to an external service provider and does not directly involve the use of contractors under the day-to-day direction of the 

contracting authority.  

• The Authority is heavily outsourced. Currently 57% of the NTA’s total headcount is comprised of outsourced placements. Of 

150 outsourced placements currently in situ, many are engaged in core operational roles which would otherwise be filled by 

direct NTA employees should sanction and funding for such roles be available.  

Figure 13 below shows the Authority’s 2019 year end forecasted resourcing profile.  

Figure 13 

140 
179 

Direct
Employees

Outsourced
Placements

2019 Forecasted Headcount 

• The NTA’s forecasted 2019 headcount is comprised of 140 direct 

employee roles (44%) and 179 outsourced placements (56%). 

• Over a number of years it has been determined that the 

resourcing profile of the Authority is overly reliant on the use of 

outsourced placements which has significant financial, 

governance, and control implications.  

• It is a key strategic resourcing aim of the Authority that by 2022, 

the resourcing profile ratio ‘NTA Direct Employees : Outsourced 

Placements’ will be re-balanced to a ratio of 68:32 in favour of 

NTA employees.  
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Current Organisation Overview 
and Future Plans 

2019 High Level Organisational Chart (incl. P1 roles) (Cont’d) 

• The high level Organisation Chart shown includes 2019 Phase 1 roles which were sanctioned by DTTAS in 2018. The roles 

required in Phase 2 and Phase 3 are not represented.  

• The Transport Planning, Investment and Taxi Regulation Director Group is resourced by mostly NTA Direct staff (51 staff or 

71%) with outsourced placements supporting these permanent staff on project based assignments. As projects within this 

Director Group are long term, there is an emphasis placed on retaining key staff and supplementing this base with specialised 

outsourced placements for specific tasks.  

• The Public Transport Services (PTS) Director Group is resourced by 46 NTA Direct and 48 outsourced placements. This 

resourcing mix is due to a requirement to place highly skilled outsourced placements with specific expertise in groups such as 

Ticketing Systems and the Technology Services Group.  

• The Finance and Corporate Services Director Group is heavily reliant on outsourced placements. 75% of roles in the 

Directorate are filled through outsourced placements. In areas such as IT, the team is almost completely comprised of 

outsourced placements. There is a high incidence of outsourced placements occupying key operational roles across Finance, 

HR, IT, Customer Experience, Corporate Services and Procurement.  

• The 2018 Organisational Review and Phase 1 Strategic Resourcing submission to DTTAS resulted in two additional director 

positions of Director of Public Transport Technology and Director of Regulation as well as the upgrade of the Chief Information 

Officer from Principal Officer to Assistant Secretary level. Future State organisational charts which reflect the revised 

organisational structure with the addition of the 2 new director positions and the upgraded CIO role and which also capture the 

Authority’s Phase 2 and 3 future resourcing requirements are currently being prepared and will be shared with DTTAS in due 

course.  
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Current Organisation Overview 
and Future Plans 

Current Organisational Challenges 

Ambitious Strategic Programmes 

The Authority has a number of new and on-going strategic programmes. The major programmes and their associated timelines are 

shown below. To date, the Authority has progressed the programmes with minimal additional recruitment, however due to the 

scale, complexity and interconnectedness of the programmes, additional key resources are required. The key strategic resource 

requirements of the Authority, along with justifications for these roles are included in the ‘Phase 2/ Phase 3 Staffing Requirements’ 

section on pages 28 – 72 of this report, along with additional detail in the Appendix on pages 97 -109. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

The Authority’s key strategic programmes will significantly improve the quality and efficiency of public transport in Ireland and will 

allow for the technological advancement of important systems such as ticketing. Additional permanent staff will enable the long-

term success of these programmes and will mitigate against unnecessary delays or a reduction in quality due to limited resources.  

Various programmes are currently either under resourced or are overly reliant on outsourced placements which leads to a number 

of issues. The impact and consequences for major strategic programmes of non-fulfilment of the Authority’s Phase 2 and 3 staffing 

submission are explored in the ‘Consequences of Non-Fulfilment’ section on pages 88 – 96 of this report.   
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Current Organisation Overview 
and Future Plans 

Current Organisational Challenges (Cont’d) 

Organisational structure no longer fit for purpose 

The current organisational structure no longer adequately supports the key functions of the NTA. There are a number of key issues 

which have been identified including: 

• Director groups encompass functions which have grown in strategic remit and have expanded significantly over time and it is no 

longer feasible for them to remain under the remit of the current Director group. An example of this are the ‘Ticketing Systems’ 

and ‘Technology Services Group’ functions. Due to a combination of the specialist skillsets required, the growing strategic 

importance of the functions with Next Generation Ticketing and mTicketing entering implementation phases over the next 2 

years, and the level of management required,  a separate Director group is required to absorb these functions. This challenge 

will be addressed through the future state organisational structure and the fulfilment of the Phase 2 & 3 Strategic Staffing 

submission.  

• Significant growth in the Authority has led to increased numbers in the Director groups of Finance and Corporate Services, and 

Public Transport Services. Due to the requirement of Director involvement and authorisation in many departmental processes, 

large headcount in these departments leads to bottlenecks in decision making and sign-off processes.  

The additional Director Groups (Director of Public Transport Technology and Director of Regulation) and the Department of the 

CIO will improve the efficiency of operations within the Authority as there will be a more even spread of resources across the 

Authority along with a reduced ratio of staff to Director. 

Unbalanced Resource Profile 

The current resourcing mix within the NTA is unbalanced and outsourced placements account for 56% of all personnel within the 

NTA with some teams such as IT and Ticketing Systems heavily reliant on outsourced placements. The 58 internalisations required 

in Phase 2 and Phase 3 will bring this ratio to 68:32 in favour of NTA Direct Staff.  

While certain programmes will always require a number of skilled outsourced placements to supplement teams with specific skil ls, 

many teams now aim to transition to a more permanent staffing model to deliver long term stability.  
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Current Organisation Overview 
and Future Plans 

The Role of Outsourced Placements now & into the Future 

Due to a number of factors such as constraints on staffing sanctions and funding and the requirement for specialist technical 

knowledge & expertise, outsourced placements have been engaged to fulfil key operational roles and for support with major 

strategic programmes.  

As the Authority has entered into key planning and implementation phases of some major strategic programmes, the requirement 

for outsourced placements has continued to grow. It is important to note that outsourcing will always represent an important 

resourcing arrangement for the Authority due to the requirement for technical knowledge and specialist expertise that is not 

available internally and the flexibility of outsourcing such that resources can be scaled up and down based on the life cycles of 

various projects and strategic programmes. As such, outsourced placements will continue to be a key personnel cost for the 

Authority.  

The Authority has a clear strategy in place in relation to the role of outsourced placements now and into the future: 

• The Authority’s future planned resourcing mix reflects a strategic resourcing aim whereby the organisation is underpinned by a 

strong majority employee base and where outsourcing is solely used to access specialist technical knowledge and expertise 

that is not available internally and for resource scaling up and down based on the life cycles of various projects and strategic 

programmes.  

• The Authority aim to reduce the current level of reliance on outsourced placements. Currently less than half (44%) of all roles in 

the NTA are occupied by NTA direct employees. The P2 & P3 resourcing changes will deliver a resourcing mix change over the 

period 2020 - 2022 from a near 44% : 56% ration to a 68% : 32% split in favour of NTA direct employees. The rebalanced 

resourcing mix is expected to deliver significant benefits to the Authority in terms of enhanced governance, control and long 

term organisation stability.  

• Outsourced placements will continue to support the NTA direct employee base to enable the Authority to deliver its ambitious 

strategic pipeline of projects. 
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Current Organisation Overview 
and Future Plans 

2018 Organisational Review 

The future Management Team structure is illustrated below.  

Revised Organisational Structure 

 

 

 

 

 

 

 

 

The additional Director Groups will reduce the burden on the current Directors and allow the new Directors to contribute to the 

strategic goals of the organisation.  

The future state organisational structure will be implemented in 2019 and will deliver:  

• the optimal organisation of resources to deliver key strategic programmes including NGT, Bus Connects, MetroLink and Dart 

Expansion; 

• clearly defined lines of authority, remits of control and decision making powers; and 

• the most effective structure for the fulfilment of annual business plan and longer term strategic objectives.  

 



Phase 2/ Phase 3 Staffing 
Requirements 
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Introduction 

In addition to the initial 26 phase 1 staff, the strategic staffing plan presented to DTTAS in 2018 also outlined the requirement for an 

additional 56 roles to be recruited as part of subsequent phase 2 and phase 3 requirements.  

The refresh of P2/P3 requirements in 2019 has resulted in a significant increase from 56 roles in the original submission to 98 roles 

in the revised submission. The movement is, in large, a direct result of DTAAS guidance to identify additional opportunities for the 

internalisation of currently outsourced roles due to the significant cost premium attached to the use of outsourced placements over 

NTA employees. Figure 14 below shows the high level movement between the original and updated P2 and P3 submission.  

An additional breakdown of the movement between the different Director groups has been included in Appendix 2 on page 107 of 

this report.  

Movement between Original and Updated Submissions 

 

 

 

 

 

 

 

*Outsourced placements which were included in the original submission, have been excluded from Figure 14 as these were 

contracted in 2018 due to urgent resource requirements.  

On an overall basis, the resource capacity of the organisation needs to increase by 40 resources or 10%. This will lead to an 

overall headcount increase to 345 (inclusive of internal employees and outsourced placements)  with an intended decrease of 38% 

in outsourced roles. There are a number of key requests to DTTAS arising from the Strategic Resourcing review which include: 

 

 

Phase 2/ Phase 3 Staffing 
Requirements 

Sourcing P2 

Original 

P2 

Updated 

P3 

Original 

P3 

Updated 

Total 

Movement 

NTA Direct 19 22 +3 13 13 - +3 

Outsourced 

Personnel 
0 2 +2 0 3 +3 +5 

Internalisations 9 42 +33 15 16 +1 +34 

Total 28 66 +38 28 32 +4 +42 

Figure 14 

NTA Direct Employees 
There is a critical requirement for 35 additional NTA direct employees.  

Internalise Outsourced Roles 
The internalisation of 58 currently outsourced roles to become NTA direct employees is requested.  

Increase in Outsourced Roles 
5 additional outsourced personnel are required to support the delivery of strategic programmes 

where the requirements are best suited to outsourced personnel either due to the fixed term nature 

of the programme or project or with a view to obtaining external specialist skills or knowledge which 

may not be required by the Authority on an on-going basis.  
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Director Group Breakdown 

The updated resourcing requirements are split across the various Director groups; the requirements specific to each Directorate 

are outlined over the following section.  

Figure 15 and Figure 16 below show a breakdown by Director group and by team of P2/ P3 resourcing requirements. The below 

are overall summaries of the roles required. Individual director and team analysis is performed later in this section providing 

additional detail in relation to the roles required.  

Updated P2/P3 Requirements by Director Group 

Phase 2/ Phase 3 Staffing 
Requirements 

P2/ P3 Resourcing Requirements by Team 

 
The above figures are further broken down per team below in figure 16.   

 

P2/ P3 Requirements by Team 

 

 

 

 

Team Director Group Phase 2 Phase 3 Total 

ICT CIO 7 6 13 

PMO CIO 1 5 6 

Corporate Services F & CS 6 1 7 

Customer Experience F & CS 4 2 6 

Finance F & CS 7 3 10 

Finance PTS 1 1 2 

Public Transport Contracts PTS 4 2 6 

Public Transport Regulation PTS 4 0 4 

Rural Transport PTS 0 1 1 

Transport Service Planning PTS 4 0 4 

Technology Services Group PTT 5 5 10 

Ticketing Systems PTT 12 0 12 

Public Transport Investment CAP 5 0 5 

Finance CAP 2 0 2 

Integrated Strategic Planning and Data 

Analysis 
CAP 3 0 3 

Taxi Regulation CAP 1 3 4 

Transport Modelling CAP 0 3 3 

Total   66 32 98 

Figure 15 

Figure 16 
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Sourcing of Roles  

The 98 roles required are to be sourced in the following manner. 

Sourcing Breakdown of Roles  

Phase 2/ Phase 3 Staffing 
Requirements 

 

The sourcing of P2/ P3 roles by Director Group is broken down  further below in Figure 18. 

 

Sourcing Breakdown by Director Group 
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Phase 2/ Phase 3 Staffing 
Requirements 

Figure 19 

Year Direct Staff Outsourced Placements 

2019 (Including P1) 44% 56% 

2020 (P2) 60% 40% 

2021 (P3) 68% 32% 

NTA Profile Mix Changes – 2019 to 2021 Figure 20 

5 Year Resourcing Profile Movement 2019 - 2023 

5 Year Resource Profile 

Over the 5 year period from the end of 2019 to 2023:  

• direct employee headcount will grow by 93 from year end 2019 – 2023 as a result of 35 new roles and the internalisation of 58 currently 

outsourced roles; 

• outsourced placement headcount will decline by 67 from year end 2019 – 2023 as a result of the internalisation of 58 currently outsourced 

roles and other small movements in outsourced placement requirements as various strategic programmes move through their life cycle.  

 

Figure 19 above also clearly illustrates the overall growth required in the organisation and the planned shift to rebalance resourcing to an optimal 

resourcing mix of NTA direct employees and outsourced personnel.  
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Finance and Corporate Services 

Summary 

On an overall basis, 23 P2/ P3 roles will be required in the Finance and Corporate Services Director group with 17 roles being 

included in Phase 2 and 6 required in Phase 3.  

 

As shown in Figure 21 below, 19 of 23 (or 83% )of the roles required within Finance and Corporate Services are internalisations. 

These internalisations allow for the long-term stability of the various important teams within this Director group  

 

 

Breakdown of Role Sourcing - Finance and Corporate Services 

 

 

 

 

 

 

 

 

 

 

 

 

 

The breakdown of these 23 roles per team and the sourcing of these roles within this Director Group is outlined in Figure 22. Each 

team, the specific roles and the key considerations associated with the non-fulfilment of these roles are addressed over the 

following pages.  

 

 

Breakdown of Roles per Team - Finance and Corporate Services 
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Phase 2/ Phase 3 Staffing 
Requirements 
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 For strategic programmes to be successful, the back-office and administrative function within the Authority needs to continue to 

effectively support all other teams and key strategic programmes. Areas such as Finance and HR perform important tasks to 

allow programmes to be delivered  to a high standard. These teams are currently heavily reliant on outsourced placements. The 

internalisation of  operational roles requested will support the successful delivery of key strategic programmes.  

 There is a requirement for a strong pro-active communications presence for all semi-state bodies. There is currently increased 

emphasis placed on the actions of these bodies by the general public. As the NTA embarks on a period which will see 

significant changes to how public transport operates in Ireland, it is vital that the Authority is pro-active and tactical in how it 

deals with the public on various social media outlets and it also very important that communications between the Authority and 

the State are on-going and purposeful. Effective communication will allow both parties to work in tandem and increase public 

confidence in both. The 6 roles requested for the Customer Experience Team enable the Authority to liaise with the public and 

other government bodies regularly about various important topics.  

 An increased headcount within the Authority presents certain challenges from an administrative perspective. The significant 

changes to the sourcing mix between outsourced placements and direct staff will require careful management during the 

transition period to ensure important knowledge and experience is preserved. Additionally, the increased workload placed on 

areas such as payroll, HR and facilities should be considered. For example, the induction of a large number of staff brings 

increased responsibilities for the current HR team in terms if recruitment and on-going support.  

 The current mixing of the department is heavily reliant on outsourced placements. The high premiums associated with these 

outsourced roles amount to a significant cost for the Director Group. The 19  required internalisations will amount to a 

substantial annual saving for the Director Group of approximately €2 million per annum. The comparative annual personnel cost 

for the internalisation of these staff, including additional employee costs such as PRSI, would amount to approximately €1 

million leading to a saving of €1 million per annum.  

Finance and Corporate Services (Cont’d) 

Key Considerations 

Phase 2/ Phase 3 Staffing 
Requirements 
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Corporate Services 

Summary 

There are 7 P2/ P3 roles required in Corporate Services with 6 required in Phase 2 and 1 additional role required in Phase 3.  

 

The support provided by Corporate Services is vital to the continued effective operation of the Authority and has a substantial 

indirect impact on the successful delivery of key strategic programmes. This support ranges from crucial administrative roles in 

Human resources and Facilities to important public affairs roles dealing with government organisations and the wider public. Due to 

the increased number of strategic programmes, increased headcount within the NTA and the requirement for the NTA to be 

transparent with the general public and proactive in it’s decision making, there is a requirement to boost permanent resources to 

allow for the continued efficient operation of the Authority.  

 

The roles required in Corporate Services are set out in Figure 23 below. Additional information on the roles and justifications for the 

requirement to fulfil these roles are included in the Appendix to this report.  

 

P2/ P3 Roles Required – Corporate Services 

Phase Role Sourcing Internal Grade 

2 HR Officer Internalise Higher Executive Officer 

2 Communications Officer (Public Affairs)  Internalise Executive Officer 

2 Strategy and Business Planning Manager Internalise Engineer G1 

2 Facilities Manager Internalise Assistant Principal 

2 Oireachtas Liaison and Communications Officer NTA Direct Higher Executive Officer 

2 Communications Officer (Public Affairs)  NTA Direct Executive Officer 

3 Facilities and Office Administrator Internalise Executive Officer 
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The above changes to current resourcing levels will result in the below significant changes to sourcing of staff within the team. 

 

Resource Profile Changes 2019 – 2021 – Corporate Services 

Resource Profile Comparison 2019 – 2021 

Corporate Services 

Current (2019) Future (2021) 

Direct Outsourced Direct Outsourced 

50% 50% 93% 7% 

Figure 23 

Figure 24 

Phase 2/ Phase 3 Staffing 
Requirements 
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Corporate Services 

Key Considerations 
 

 Some key responsibilities such as Public Affairs require additional resources as the current personnel are over capacity and are 

unable to fully execute the required roles and responsibilities. Due to certain public scrutiny in the event of a failure or delay to 

strategic programmes, these roles are vital to keep the public and government agencies aware of the status of strategic 

programmes.  

 The additional resources required in P2/ P3 will require additional support in areas such as HR and Facilities. The additional 

roles listed above allow for the continued efficient running of the Authority.  

Phase 2/ Phase 3 Staffing 
Requirements 
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Customer Experience 

Summary 

There are 6 roles required in Customer Experience (CX) with 4 required in Phase 2 and an additional 2 required in Phase 3.  
 

The promotion of the various services offered by the NTA is vital to the success of strategic programmes and allows the NTA to be 

competitive with national private operators and alternative transport methods. The requirement to have an active online presence 

across all platforms is important along with more traditional advertising and marketing platforms such as print and television. A 

strong communications team allows  the NTA remain in the public eye on the above-mentioned platforms.  

 

The roles required in Customer Experience are set out in figure 25 below. Additional information on the roles and justifications for 

the requirement to fulfil these roles are included in the Appendix to this report.  

 

P2/ P3 Roles Required – Customer Experience 
 

 

 

 

 

 

 

 

 

 

Resource Profile Changes 2019 – 2021 –  Customer Experience 
 

Phase Role Sourcing Internal Grade 

2 CX Communications Executive Internalise Higher Executive Officer 

2 CX Marketing Executive Internalise Higher Executive Officer 

2 NTA Web Content Administrator NTA Direct Higher Executive Officer 

2 Digital Media Expert NTA Direct Assistant Principal 

3 CX Communications Executive Internalise Higher Executive Officer 

3 CX Project Manager - Web and Social Media Internalise Assistant Principal 
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Customer Experience 

Current (2019) Future (2021) 
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25% 75% 80% 20% 

Figure 25 
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Customer Experience (Cont’d) 

Key Considerations 

 

 
 

 

 Regardless of the service being delivered through strategic programmes, without efficient advertising of these services there 

will be a reduction in the service received by the public. Without these roles there is a significant risk the public will not be 

satisfied or sufficiently informed of the new services being offered or the improvements to existing services leading to public 

scrutiny.  

 The success of various projects in the eyes of the public is heavily reliant on the detail to be provided to the public. The 

particulars of new services such as Bus Connects and Metrolink will need to be communicated effectively and efficiently to the 

public on all platforms so the roles requested are of vital importance.  
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Finance 

Summary 

There are 10 P2/ P3 roles required in Finance with 7 required in Phase 2 and an additional 3 required in Phase 3.  

 

The various strategic programmes require strict financial management and control to allow for on time delivery within budget. 

Programmes such as Leap Operations and Bus Market Opening require robust financial management in areas such as turnover 

and fixed asset management. Without a sufficiently resourced and skilled finance team, the success of these projects is at risk. 

 

The roles required in Finance are set out in Figure 27 below. Additional information on the roles and justifications for the 

requirement to fulfil these roles are included in the Appendix to this report.  

 

P2/ P3 Roles Required - Finance 
 

Phase Role Sourcing Internal Grade 

2 Accounts Payable/Receivable Administrator Internalise Executive Officer 

2 Accounts Payable Officer Internalise Executive Officer 

2 PSO Financial Accountant Internalise Engineer G1 

2 Risk and Governance Manager Internalise Engineer G1 

2 LEAP Card Finance Accountant Internalise Engineer G1 

2 Finance Manager - projects Internalise Engineer G2 

2 Financial Management Accountant Internalise Engineer G2 

3 Accounts Payable/Receivable Supervisor Internalise Higher Executive Officer 

3 Head of PSO Finance  Internalise Principal Officer 

3 Senior Financial/Management Accountant Internalise Engineer G2 
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As shown in Figure 28 below, the 10 internalisations will significantly change the resourcing mix within the Finance team. 

 

Resource Profile Changes 2019 – 2021 - Finance 
  

Resource Profile Comparison 2019 – 2021 

Finance 

Current (2019) Future (2021) 

Direct Outsourced Direct Outsourced 

31% 69% 69% 31% 

Figure 27 

Figure 28 
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Finance (Cont'd) 

Key Considerations 

 
 

 

 

 The current and planned strategic programmes require significant investment. Is it crucial that this funding is managed 

effectively to ensure the projects are delivered at the best quality and within budget. Due to the dynamic nature and high 

turnover of outsourced placements, the effective management of these funds on a continual basis can be challenging.  

 There are significant risks from a regulatory and legal perspective due to the number of outsourced placements  in key decision 

making positions. The internalisation of these roles reduces such risk as internal decision making lines can be clarified on a 

long-term basis. These changes also reduce delays in the decision making process due to internalised staff no longer requiring 

external approval in this process.  
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Chief Information Officer (CIO) – Project management (PMO)/ Information and 

Communication Technology (ICT) 

Summary 

On an overall basis,19 P2/P3 roles will be required across the various teams under the remit of the CIO with 8 roles being included 

in Phase 2 and 11 required in Phase 3.  

 

As shown in the figure 29 below, 10 of the 19 (or 53%) roles required within CIO are internalisations of currently outsourced roles. 

It is also important that additional outsourced placements are recruited due to the specific additional expertise that are required to 

supplement the current team in key areas such as Business Intelligence and Project Management.  

 

Breakdown of Role Sourcing – CIO – PMO/ICT 
 

 

 

 

 

 

 

 

 

 
 

The breakdown of these 19 roles per team and the sourcing of these roles within this Department is outlined in Figure 30 below. 

Each team, the specific roles and the key considerations associated with the fulfilment of these roles are addressed over the 
coming pages.  

 

Breakdown of Roles per Team - CIO – PMO/ICT 
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 As 11 of the required roles are directly linked to strategic programmes such as Next Generation Ticketing (NGT) and Bus 

Market Opening (BMO), these roles will play a crucial part in the successful delivery of key strategic objectives over the coming 

years. Other roles allow for the successful collection, management and protection of the various data and systems required for 

the Authority to operate. The internalisation of these roles further protects this data and systems by reducing potential 

governance risks. 

 Apart from the Chief Information Officer, the current team is comprised of outsourced placements and as such , a key focus is 

to stabilise the group over the medium and long term and reduce the risks associated with over-reliance on outsourced 

placements. Due to this group’s importance from a strategic and operational perspective, the long-term stability of the team is 

vital for future planning. The high reliance on outsourced placements increases lead times for projects where there is a regular 

turnover of outsourced placements and reduces the capabilities for knowledge sharing across the various strategic programmes 

as project based workers are regularly replaced by others for specific programmes.  

CIO – PMO/ICT (Cont'd) 

Key Considerations 
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Project Management 

Summary 

There are 6 P2/ P3 roles required in Project Management with 1 required in Phase 2 and an additional 5 required in Phase 3.  

 

Without the correct permanent resources, the long term planning of the implementation of the various on-going and upcoming 

strategic projects within the NTA is at risk. The current team is fully reliant on outsourced placements which causes issues 

regarding the long term continuity of these projects. It is important to note that, due to the nature of the work and the varying 

expertise and knowledge that is required for different projects there will always be a requirement for Outsourced Placements. The 

long-term goal is to have a balance of permanent staff where outsourcing is only required in exceptional circumstances.  

 

The roles required in Project Management are set out in Figure 31 below. Additional information on the roles and justifications for 

the requirement to fulfil these roles are included in the Appendix to this report.  

 

P2/ P3 Roles Required - PMO 
 

Phase Role Sourcing Internal Grade 

2 Head of ICT Project Management Internalise Principal Officer 

3 ICT Senior Project Manager Internalise Engineer G1 

3 ICT Senior Project Manager Internalise Engineer G1 

3 ICT Senior Project Manager Internalise Engineer G1 

3 ICT Senior Project Manager Internalise Engineer G1 

3 Deputy Head of Project Management NTA Direct Assistant Principal 
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The above changes to current resourcing levels will see the team become balanced between direct staff and outsourced 

placements, as illustrated below. 

 

Resource Profile Changes 2019 – 2021 - PMO 
  

Resource Profile Comparison 2019 – 2021 

PMO 

Current (2019) Future (2021) 

Direct Outsourced Direct Outsourced 

7% 93% 50% 50% 

Figure 31 

Figure 32 
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 Without permanent staff with the requisite knowledge of NTA operations, there is a significant risk that there will be delays to 

strategic projects. These delays would have a knock-on effect for the quality of services offered and could lead to eventual 

programme failure.  

 Where current outsourced placements are not internalised, there is a significant risk of losing key personnel with significant 

expertise and knowledge which is vital for the long-term and succession planning for the team. The expertise and knowledge of 

current team members is vital for the successful implementation and subsequent proactive problem solving required to provide 

the best quality service to the public.  

 With the balanced resourcing profile that the approval of the P2/ P3 staffing submission will bring, permanent staff will be 

empowered to make key decisions in relation to strategic programmes and have clear communication lines to superiors. These 

clear lines will reduce governance and control risks as key NTA decisions will be made by those within the Authority.  

Project Management (Cont'd) 

Key Considerations 
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Information and Communication Technology (ICT) 

Summary 

There are 13 P2/ P3 roles required in ICT with 7 required in Phase 2 and an additional 6 required in Phase 3.  

 

The current team has three separate areas: Information Technology, Business intelligence and Cyber Security. These areas are all 

predominantly resourced by outsourced staff . All strategic programmes are heavily reliant on the current ICT group. Due to the 

large amounts of confidential information within NTA systems, it is vital that the ICT group have permanent resources going 

forward to protect this information from cyber attacks and potential breaches. Certain areas such as Business Intelligence will 

require short term outsourcing due to the complexity of this subject and specificity of skills required.  

The Authority’s intention is to build a permanent team where outsourcing is only required if a specific set of skills or expertise are 

required which do not exist within the current team.  

 

The roles required in ICT are set out in Figure 33 below. Additional information on the roles and justifications for the requirement to 

fulfil these roles are included in the Appendix to this report.  

 

P2/ P3 Roles Required - ICT 
 

Phase Role Sourcing Internal Grade 

2 ITS Technical Engineer-Leap Internalise Principal Officer 

2 Senior Business Analyst Internalise Assistant Principal 

2 ICT Manager or Equivalent Internalise Principal Officer 

2 ICT Manager or Equivalent NTA Direct Principal Officer 

2 Head of Business Intelligence NTA Direct Principal Officer 

2 Enterprise Architect NTA Direct Principal Officer 

2 ICT Manager or Equivalent Outsourcing (New) Principal Officer 

3 ICT Manager or Equivalent Internalise Principal Officer 

3 Cyber Security Advisor Internalise Assistant Principal 

3 Deputy CIO and overall Head of ICT Management NTA Direct Principal (Higher) 

3 Head of Security Outsourcing (New) Principal Officer 

3 Head of Quality Assurance Outsourcing (New) Assistant Principal 

3 Data Protection Manager Outsourcing (New) Assistant Principal 

Due to the nature of assistance provided by this team there is requirement for skilled outsourced placements. As illustrated on the 

following page, the intention is to grow the permanent team with a long-term view of reducing outsourced placements in the team.  

 

Figure 33 
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Information and Communication Technology (ICT) (Cont’d) 

Resource Profile Changes 2019 – 2021 - ICT 
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ICT 

Current (2019) Future (2021) 

Direct Outsourced Direct Outsourced 

12% 88% 38% 62% 

Figure 34 

Key Considerations  

 Due to the level of technical skills the ICT team are required to input into strategic programmes, the loss of current outsourced 

staff would result in significant delays to strategic programmes. If there was a requirement to replace the current outsourced 

placements, this would lead  to potential decreases in the quality of services provided to the end customer. Maintaining the 

current team of outsourced roles while adding direct staff in key positions allows this team to continue to effectively support all 

staff within the NTA and also move towards a permanent team in the long-term.  

 An ICT team with more permanent staff allows for increased knowledge sharing between individuals due to past experience of 

similar projects within the NTA. A constantly changing group, due to outsourcing, can lead to repetition of errors in the planning 

and delivery of strategic programmes which would ultimately result in delays in projects and a reduction in the quality of 

services provided to the public. There will always be a requirement to outsource various roles in this department. The P2/ P3 

requirements will reduce increase direct staff within the team and maintain a number of outsourced roles to create a strong 

team with a higher proportion of NTA direct staff.  
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Transport Planning, Investment and Taxi Regulation 

Summary 

On an overall basis, 17 P2/ P3 roles will be required across the various teams in the Transport Planning, Investment and Taxi 

Regulation Director Group with 11 roles being included in Phase 2 and 6 required in Phase 3.  

 

As shown in Figure 35 below, additional NTA direct employees are required to add to the existing expertise and knowledge within 

the existing team for the delivery of key strategic programmes. 4 of P2/P3  roles are internalisations which assist with long-term 

planning within the Directorate and provide stability to the group going forward.  

 

Breakdown of Role Sourcing - Transport Planning, Investment and Taxi Regulation 
 

 

 

 

 

 

 

 

 

 

 

 
 

The breakdown of these 17 roles by team and the sourcing of these roles within this Director Group is outlined in Figure 36 below. 

Each team, the specific roles and the key considerations  associated with the fulfilment of these roles are addressed over the 

following pages. Due to the various multi-functional teams , some teams have been grouped as certain teams require key 

resources in areas such as Finance.  

 

Breakdown of Roles per Team - Transport Planning, Investment and Taxi Regulation 
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 The work performed within this Director grouping mainly relates to large capital projects. As such, a large portion of the 

increasing staff requirements into the medium term are associated with the delivery of a number of strategic programme such 

as Bus Connects, MetroLink and Dart Expansion.  

 Due to large investment required for these projects, permanent staff with the requisite level of experience and technical 

knowledge in areas such as planning and investment need to be recruited to allow for the long-term success of these projects 

and future projects. Various supporting roles in areas such as planning, analysis and transport modelling have been requested 

to ensure the projects funded through these capital budgets are best used to support the infrastructure.  

Transport Planning, Investment and Taxi Regulation (Cont’d) 

Key Considerations 
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Requirements 
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Public Transport Investment and Finance 

Summary 

There are 7 P2/ P3 roles required between the Public Transport Investment team and the Finance team with all 7 roles required 

under Phase 2 recruitment.  

 

The Public Transport Investment team has direct responsibility for a number of strategic programmes.  This is the primary driver for 

additional staff needs which include the proposed formation of distinct programme offices for the Bus Connects and MetroLink/Dart 

Expansion programmes. 

 

The roles required in Public Transport Investment and Finance are set out in Figure 37 below. Additional information on the roles 

and justifications for the requirement to fulfil these roles are included  in the Appendix to this report.  

 

P2/ P3 Roles Required - Public Transport Investment and Finance 
 
 Phase Role Sourcing Internal Grade 

2 Engineering Project Manager NTA Direct Engineer G2 

2 Engineering Project Manager NTA Direct Engineer G2 

2 Engineering Project Manager NTA Direct Engineer G2 

2 Procurement Engineer (Bus Fleet) NTA Direct Engineer G2 

2 Head of Capital Programme Office Internalise Engineer G1 

2 Senior Financial/Management Accountant Internalise Assistant Principal 

2 Financial Accountant  Outsourcing (New) Outsourcing  

As illustrated below in Figure 38, the above resources eliminate the requirement for outsourced placements within the team and 

provide an almost fully permanent team.  

 

Resource Profile Changes 2019 – 2021 - Public Transport Investment and Finance 
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Public Transport Investment and Finance (Cont’d) 

Key Considerations 

 
  The lack of sufficient resources will lead to potential programme and project failure. As these projects require significant public 

funding, the management of the capital budget is vitally important for the success of the projects and the reputation of the NTA 

and DTTAS. A permanent team made up of individuals with suitable knowledge and expertise significantly reduces the risk of 

budgetary errors and public scrutiny. This could also lead to a loss of faith in the Authority from the public due to the impact of 

these services on the public’s everyday life.  

 Due to the large Transport Capital Investment budgets required to support projects such as Bus Connects and MetroLink, there 

is an urgent requirement to secure the long-term stability of this team to enable them to correctly manage these budgets. High 

profile projects funded through public resources require strict financial control to allow for the successful delivery of these 

projects and to reduce any public scrutiny from project delays or budgets being exceeded.  
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Integrated Strategic Planning and Data Analysis 

Summary 

There are 3 P2/ P3 roles required in the Integrated Strategic Planning and Data Analysis team. All of these roles are required in 

phase 2.  

 

The roles required in Integrated Strategic Planning and Data Analysis are set out in Figure 39 below. Additional information on the 

roles and justifications for the requirement to fulfil these roles are included in the Appendix to this report.  

 

P2/ P3 Roles Required - Integrated Strategic Planning and Data Analysis 
 
 

 

 

Phase Role Sourcing Internal Grade 

2 Transport Planner NTA Direct Engineer G2 

2 Transport Planner NTA Direct Engineer G2 

2 Transport Planner NTA Direct Executive Officer 

 The current team is under resourced which leads to significant planning delays across various projects. This leads to a 

bottleneck with these projects. With the required resources, the team will be in a position to effectively support other teams 

resulting in key projects being delivered on time and to a higher standard. This will lead to continued improvement in public 

opinion of the efficiency of services provided by the NTA.  

 The team has experienced considerable capacity constraints which has led to delays in the planning and implementation of 

strategic programmes. This team receive a number of requests from local and regional authorities to oversee, and contribute to 

transport development plans.  This activity cannot be supported without the additional headcount request.  Non-fulfilment of 

these roles will result in poor development plans locally and sub-optimal planning, with the risk of potential high costs of 

rectification in the future. 

The above resources will allow the permanent team to grow, as illustrated below.  

 

Resource Profile Changes 2019 – 2021 - Integrated Strategic Planning and Data Analysis 
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Transport Modelling 

Summary 

There are 3 roles required in the Transport Modelling team. All of these roles are required in phase 3.  

 

The Transport Modelling team have a contract service framework (Business Process Outsourcing (BPO))  in place for the provision 

of supplementary modelling staff as needed by this team. This BPO arrangement provide external support to the in-house team 

comprised of permanent staff and outsourced placements. The Director for Public Transport Planning, Investment and Taxi 

Regulation has recognised a need to bolster the internal capability for transport modelling in the medium term in order to safeguard 

this core competency and reduce the risk of skills loss. Due to the existing BPO agreement in place, resources are currently 

available however in the long-term permanent resources are required to support the existing team in their vital role in the delivery 

of strategic programmes.  

 

The roles required in Transport Modelling are set out in Figure 41 below. Additional information on the roles and justifications for 

the requirement to fulfil these roles are included in the Appendix to this report.  

 

P2/ P3 Roles Required - Transport Modelling 
 
Phase Role Sourcing Internal Grade 

3 Transport Modelling Junior Consultant / Engineer NTA Direct Engineer G2 

3 Transport Modelling Junior Consultant / Engineer NTA Direct Engineer G2 

3 Transport Modelling Junior Consultant / Engineer NTA Direct Engineer G3 

As illustrated below in Figure 42, the team will grow but the requirement to maintain outsourced roles will continue in the short-

term.  

 

Resource Profile Changes 2019 – 2021 - Transport Modelling 
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Transport Modelling (Cont’d) 

Key Considerations 

 
 The headcount numbers in figure 42 on the previous page do not include the current BPO agreement. There is a heavy reliance 

on this contract due to the number of programmes which require modelling assistance. A larger internal team reduces the 

reliance on this agreement. If the sourcing mix of the team does not change, the cost of the contract will continue to rise 

 The loss of  external staff creates a significant risk of losing key personnel with significant expertise and knowledge which is 

vital to the long-term and succession planning for the team. An increase in current resources enables the NTA to plan using its 

own resources and provide constant support to other teams involved in strategic programmes.  

 A permanent, fully resourced onsite team will decrease lead times on projects and improve project delivery.  

 As the team will be predominantly made up of direct NTA employees, the capacity for knowledge sharing as individuals will 

work on various projects and teams is significantly increased which results in a improved service being provided to the public.  
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Taxi Regulation 

Summary 

There are 4 P2/ P3 roles required in the Taxi Regulation team with 1 roles being required in Phase 2 and 3 roles being required in 

Phase 3.  

 

There have been significant changes to regulations in the Taxi Industry which have led to increased requirements to assist with 

contract management. The level of data required to regulate the taxi industry and how it operates has substantially increased 

leading to a requirement for a dedicated resource to analyse this information.  

 

The roles required in taxi regulation are set out in Figure 43 below. Additional information on the roles and justifications for the 

requirement to fulfil these roles are included in the Appendix to this report.  

.  

P2/ P3 Roles Required - Taxi Regulation 

Phase Role Sourcing Internal Grade 

2 Contract Manager NTA Direct Executive Officer 

3 Business Analyst NTA Direct Higher Executive Officer 

3 Senior Taxi Licensing Manager Internalise Higher Executive Officer 

3 Taxi Licensing Manager Internalise Executive Officer 

As illustrated below, the P2/ P3 resources will increase the permanent staff within the team while also reducing the number of 

outsourced placements in the team. 

 

Resource Profile Changes 2019 – 2021 - Taxi Regulation  
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Taxi Regulation (Cont’d) 

Key Considerations 
 

 Taxi Licensing is an area which requires a different set of skills and expertise to other areas of public transport due to the 

numerous amount of regulations associated with the industry.  

 New taxi regulations have led to an increased governance and control risk. An additional resource with the required expertise 

will reduce this risk.  

 Additional resources will allow the department respond to additional queries in less time leading to increased confidence in the 

team from the taxi community.  
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Public Transport Services 

Summary 

On an overall basis, 17 roles will be required in the various teams in the Public Transport Services Director Group with 13 roles 

being included in Phase 2 and 4 required in Phase 3.  

 

As shown below, 10 of 17 (or 59%) new roles are internalisations which allow experience and knowledge remain within the 

Authority and allow for long-term planning through the establishment of a permanent team.  

 

Breakdown of Role Sourcing - Public Transport Services 
 

 

 

 

 

 

 

 

 

 
 

The breakdown of these 17 roles by team and the sourcing of these roles within this Director Group is outlined in Figure 46 below. 

Each team, the specific roles and the key considerations associated with the fulfilment of these roles are dealt with after this graph.  

 

Breakdown of Roles per Team 
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Public Transport Services 

Key Considerations 

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 The area of Public Transport Services is rapidly expanding. It is a key requirement to have a permanent, skilled team to enable 

the NTA to manage the various requirements within this Director Group. Long-term planning is a necessity to allow this group to 

continue provide a quality service to the public. New regulatory requirements for public transport and additional capital projects 

increase the requirement to have a strong planning and regulatory function within the group.  

 The goal is to reduce the reliance placed on outsourced placements who currently hold key roles within the team. An increase 

of 17 in NTA staff in this group significantly reduces this overreliance on outsourced placements which also reduces the 

potential control and governance risk of having outsourced staff placed in key positions.  
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Public Transport Contracts 

Summary 

There are 6 P2/ P3 roles required in the Public Transport Contracts team with 4 roles required in Phase 2 and 2 additional roles 

required in Phase 3.  

 

A key objective for this group is to internalise key roles in the team to reduce the risks associated with expertise and knowledge 

loss through the loss of outsourced placements.  

 

The roles required in Public Transport Contracts are set out in Figure 47 below. Additional information on the roles and 

justifications for the requirement to fulfil these roles are included  in the Appendix to this report.  

 

P2/ P3 Roles Required - Public Transport Contracts 

Phase Role Sourcing Internal Grade 

2 Contracts Assistant NTA Direct Engineer G2 

2 Contracts Assistant Internalise Engineer G2 

2 Contracts Assistant Internalise Engineer G2 

2 Contracts Manager Internalise Engineer G1 

3 Performance and Compliance Analyst NTA Direct Engineer G2 

3 Performance and Compliance Analyst NTA Direct Engineer G2 

The required resources, as shown below, will almost fully remove any reliance on outsourced placements within the team.  

 

Resource Profile Changes 2019 – 2021 – Public Transport Contracts 
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Public Transport Contracts (Cont’d) 

Key Considerations 

 
 The long-term success of various new capital programmes is at risk without the correct resources in place to manage the 

implementation and day-to day running of these programmes. The current team is under-resourced and staff are required to 

focus on the management of the functional contract requirements, rather than enhanced performance management. Additional 

resources would enable the NTA to focus more on managing the delivery of improvements in all aspects of transport operator 

service delivery. This would lead to improved customer experience.  

 As this team is required at the various stages of programme delivery, significant delays to delivery of programmes will arise if 

the additional resources are not granted.  

 The required additional staff will have essential roles in both operational and strategic delivery. The key strategic programmes 

include key projects such the Bus Networks Redesign programmes and the continued management of the Bus Market Opening 

programme.  

 Additional operational roles are also required to allow for the efficient management of current and upcoming programmes. This 

team is required to oversee all contractual elements of the various programmes from the procurement process to the 

management of the various contracts upon reward. An efficiently functioning team is a necessity for these programmes to be 

successful.  

Phase 2/ Phase 3 Staffing 
Requirements 
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Public Transport Regulation 

Summary 

There are 4 P2/ P3 roles required in the Public Transport Regulation team with all 4 roles required in Phase 2. 

 

Increased regulation and compliance requirements have resulted in the need to add to this team to ensure there are sufficient 

resources to regulate an ever expanding public transport system. A lack of resources for the required roles has led to a number of 

operational difficulties such as the extension of timelines for licence application decisions and insufficient numbers of investigations 

executed. More resources will allow the team maintain continuity of service and to build knowledge and expertise within the team, 

enabling faster processing times. 

 

The roles required in Public Transport Regulation are set out in Figure 49 below. Additional information on the roles and 

justifications for the requirement to fulfil these roles are included in the Appendix to this report.  

 

P2/ P3 Roles Required - Public Transport Regulation 

Phase Role Sourcing Internal Grade 

2 Licensing Officer NTA Direct Executive Officer 

2 Licensing Officer NTA Direct Executive Officer 

2 Compliance Officer NTA Direct Executive Officer 

2 Correspondence Officer Internalise Executive Officer 

As per figure 50 below, the P2/ P3 resources will result in an increase to permanent staff within the team while vital outsourced 

placements must also be retained.   

 

Resource Profile Changes 2019 – 2021 - Public Transport Regulation 
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Public Transport Regulation 

Key Considerations 

 Increased potential for public and media scrutiny has led to the requirement to improve controls in all aspects of public 

transport. The above roles provide added security and enable the group to effectively regulate the market.  

 This group is required to regulate the licensing of important areas such as school transport. A lack of resources would result 

in an inability to carry out additional licencing activities.  

 There are significant legal and regulatory risks associated with poor regulation of public transport. Increased resources 

reduces these risks as there would be  sufficient resources to deal with the expanding workload.  

Phase 2/ Phase 3 Staffing 
Requirements 
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Transport Service Planning 

Summary 

There are 4 P2/ P3 roles required in the Transport Service Planning team with all 4 roles required in Phase 2. 

 

An increase in the number of strategic programmes and the expansion of the geographical responsibility for this team from the 

Greater Dublin Area to responsibility for all regions of Ireland has increased capacity needs. The team is also heavily involved in 

Bus Connects which will require significant planning involvement to ensure the system can meet the daily demands of the public for 

an efficient  Dublin bus system. 

 

The current team is overly reliant on outsourced placements and the continued reliance on these placements would put the 

delivery of various strategic programmes at risk.  

 

The roles required in Transport Service Planning are set out in Figure 51 below. Additional information on the roles and 

justifications for the requirement to fulfil these roles are included in the Appendix to this report.  

 

P2/ P3 Roles Required - Transport Service Planning 

Phase Role Sourcing Internal Grade 

2 Transport Planner Internalise Engineer G2 

2 Transport Planner Internalise Engineer G2 

2 Transport Planner Internalise Engineer G2 

2 Transport Planner Internalise Engineer G2 

Figure 52 below illustrates how the sourcing mix will change which will result in a fully permanent team for Transport Service 

Planning. . 

 

Resource Profile Changes 2019 – 2021 - Transport Service Planning 
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Transport Service Planning (Cont’d) 

Key Considerations 

 The bus network in Dublin is heavily relied upon by a huge number of people in the greater Dublin area. Bus Connects will bring 

about significant changes to how public transport operates in Dublin and as such, the redesigned network needs to run 

efficiently from the outset. A permanent, skilled team with knowledge of the current network of routes and the changes required, 

and the ability to proactively solve problems will allow the redesigned network to be a success and to provide an easier to use, 

more comprehensive, frequent, reliable and better quality service  to the users in Dublin. Due to the substantial overhaul of 

various elements of public transport in Ireland, the loss of these staff could result in severe public and media backlash due to a 

low standard of service provided.  

 With various public transport changes being introduced, there is a requirement that these changes are strategically linked to 

ensure that they run coherently in Dublin and around the country. A permanent team allows for knowledge sharing and greater 

co-operation and communication between those involved in planning decisions for all public transport services in the country. 

Phase 2/ Phase 3 Staffing 
Requirements 
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Rural Transport 

Summary 

There are 3 P2/ P3 roles required between Rural Transport  with 2 roles required in Phase 2 and 1 additional role required in 

Phase 3.  

 

Significant growth in the rural transport programme has been experienced and is anticipated to continue into the future. There are 

additional demands associated with the enforcement of GDPR compliance for rural transport operators as well as focussed 

auditing responsibilities including the management of the audit programme and associated outcomes. There is a high risk of non-

compliance of rural transport operators where sufficient capacity is not in place to deliver the focussed auditing programme. 

 

The successful administration of the Rural Transport Scheme such as grant allocation is reliant on a competent finance function 

within the team. A permanent resource will provide dedicated expertise to this role.  

 

The roles required in Rural Transport are set out in Figure 53 below. Additional information on the roles and justifications for the 

requirement to fulfil these roles are included in the Appendix to this report.  

 

P2/ P3 Roles Required - Rural Transport 
 
 Phase Role Sourcing Internal Grade 

2 Grant Administration and Accounts Payable 

Supervisor 
Internalise 

CS - Higher Executive Officer 

3 Accounts Payable Officer Internalise CS - Executive Officer 

3 Rural Transport Assistant Manager NTA Direct CS - Higher Executive Officer 

The current team is split evenly between permanent and outsourced placements. The P2/ P3 requirements will significantly 

increase the proportion of direct NTA employees within the team.  

 

Resource Profile Changes 2019 – 2021 - Rural Transport 
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Rural Transport 

Key Considerations 

 
 
 The administration of the scheme is at risk without the internalisation of the finance staff. Due to specificity of these roles, the 

turnover of the existing outsourced staff would result in significant delays to the delivery of the scheme.  

 There are various legal and regulatory risks associated with the under-resourcing of this group. These risks include decision 

making in rural transport systems, procurement decisions and grant allocation  decisions. A permanent internal team brings the 

majority of decision-making in house at all phases which reduces the input of external stakeholders in this process.  

 In rural communities there is an increased necessity for the proper functioning of a transport system. Delays or issues in these 

services would result in a reputational risk for the NTA along with public and media scrutiny. The rural transport system 

operates differently to urban systems and requires a different type of experience and knowledge. The current team has the 

required skills and the loss of key outsourced placements would put the continuity of the team at risk.  

Phase 2/ Phase 3 Staffing 
Requirements 
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Public Transport Technology 

Summary 

On an overall basis, 22 P2/ P3 roles will be required in the Public Transport Technology Director group with 17 roles being included 

in Phase 2 and 5 required in Phase 3.  

 

The Directorate of Public Transport Technology is a new Director group formed in 2019 following the approval and funding of an 

Assistant Secretary position for this area at the end of 2018. It is comprised of two teams:  

• Ticketing Systems, whose primary function is to modernise the current system of cash and leap operations to Next Generation 

Ticketing (NGT) which will include mobile ticketing and eliminate cash payments on board and; 

• The Technology Services Group who aim to improve all technology which assists public transport in Ireland such as Real Time 

Passenger Information (RTPI) and efficiently use the data collected from these systems to enhance the services provided to the 

public.  

 

Both teams previously fell under the umbrella of the Public Transport Services Director group.  

 

The goal is to reduce the reliance placed on outsourced placements who currently have key roles within the team. An increase of 

22 in NTA staff in this group significantly reduces this overreliance on outsourcing which enables the NTA to continuously improve 

its technological capacities. 

 

As shown in Figure 55 below, 15 of 22 (or 68%) of new roles are internalisations which will result in a team comprised of a core 

group of experienced individuals and will also allow for long-term planning.  

 

 

Breakdown of Role Sourcing - Public Transport Technology 

 

 

 

 

 

 

 

 

 
 

The breakdown of these 22 roles by team and the sourcing of these roles within this Director Group is outlined below. Each team, 

the specific roles and the key considerations associated with the non-fulfilment of these roles are dealt with after this graph.  
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 There is a constant need to improve technology systems to ensure that current systems do not become obsolete and outdated. 

The current ticketing system is below the standard used in other large metropolitan areas such as London. The improvement to 

these systems will enhance customer experience for regular users and make public transport services more attractive to use for 

less frequent users and visitors/tourists.  

 Customers rely on public transport systems such as Real Time Passenger Information (RTPI) to assist them in using services. 

A permanent, dedicated team constantly working on fixing and improving these types of systems will make for an overall more 

efficient public transport offering and increased public confidence in current service offerings and future strategic programmes.  

 Technology and the capabilities of same will continue to rapidly evolve and improve. The existence of a permanent team within 

the Authority allows the NTA to proactively plan for these changes and become an industry leader in both technology services 

and ticketing for the transport industry.  

Public Transport Technology (Cont’d) 

Summary (Cont’d)  
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Technology Services Group 

Summary 

There are 10 P2/ P3 roles required in the Technology Services Group team with 5 roles required in Phase 2 and an additional role 

required in Phase 3.  

 

The roles required in the Technology Services Group are set out in Figure 57 below. Additional information on the roles and 

justifications for the requirement to fulfil these roles are included in the Appendix to this report.  

 

P2/ P3 Roles Required - Technology Services Group 
 
 

 

Phase Role Sourcing Internal Grade 

2 Test Manager Internalise CS - Engineer G2 

2 Test Technician Internalise CS - Engineer G3 

2 Business Analyst NTA Direct CS - Engineer G2 

2 Data Analyst NTA Direct CS - Engineer G3 

2 Systems Engineering Manager NTA Direct CS - Engineer G1 

3 Test Technician Internalise CS - Engineer G3 

3 Business Analyst NTA Direct CS - Engineer G2 

3 Network Support Technician NTA Direct CS - Engineer G3 

3 GIS Developer NTA Direct CS - Engineer G3 

3 Technical Support Officer NTA Direct CS - Engineer G3 

As illustrated below, the current sourcing mix will be changed significantly to reduce the reliance on outsourced placements.  

 

Resource Profile Changes 2019 – 2021 - Technology Services Group 
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 There is complete reliance by the NTA on various internal and external systems such as public facing applications, scheduling, 

licensing management and supporting transport operators real time management of services. Without the required resources, 

the failure of any of these systems would lead to significant delays in programme delivery and severe adverse reaction from 

Customers. 

 Key positions required for systems testing are filled by outsourced placements. The loss of these resources would leave the 

NTA extremely exposed as there are currently no permanent staff with the specific skills required in this area.  

 Specific expertise is required in areas such as data and business analysis. Without this specific expertise, there is a risk that the 

level of data generated will grow out of control and beyond the capabilities of existing resources. These roles are currently 

performed by resources in other roles with numerous responsibilities. Dedicated resources will allow the Authority analyse the 

data received and put it to best use in tailoring service offerings.  

 The current composition of the team makes it difficult to deliver a cohesive product in line with an agreed technology strategy 

due to short-term outsourced placements and the high turnover of individuals. A team less reliant on outsourcing allows for 

long-term planning to reach set targets within this strategy.  

 There is an urgent requirement to increase the resources in this team to ensure that the services offered by the NTA are not 

technologically obsolete and provide the public with an efficient system which allows them to utilise public transport in an 

effective way. Key systems such as RTPI are fully reliant on technology and the analysis of technological data is required to 

ensure programmes  are at a sufficient level to provide a high-quality service to the public.  

 The team is heavily reliant on outsourced placements. The skills and insights into technology which exist within the current 

team are vital to support the Authority’s service offerings. Reducing the reliance on outsourced placements while also retain ing 

core roles enables this team to constantly advance and improve the technological support required to have an efficient public 

transport system.  

Technology Services Group (Cont’d) 

Key Considerations  
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Ticketing Systems 

Summary 

There are 12 P2/ P3 roles required in the Ticketing Systems team with all 12 roles required in Phase 2.  

 

The roles required in Ticketing Systems are set out in Figure 59 below. Additional information on the roles and justifications for the 

requirement to fulfil these roles are included in the Appendix to this report.  

 

P2/ P3 Roles Required - Ticketing Systems 
 
 

 

 

Phase Role Sourcing Internal Grade 

2 Junior IT Tester Internalise Engineer G3 

2 Junior IT Tester Internalise Engineer G3 

2 Leap Programme Manager Internalise Engineer G1 

2 ITS Technical Engineer-Leap Internalise Engineer G1 

2 Leap Compliance Manager Internalise Engineer G1 

2 M-Ticketing Service Delivery Manager Internalise Engineer G2 

2 Leap Tech Engineer Internalise Engineer G2 

2 Contracts/Vendor Manager Internalise Engineer G2 

2 Change/Incident Manager Internalise Engineer G1 

2 AFC Business Analyst Internalise Engineer G2 

2 Operations/Tech Engineer Internalise Engineer G2 

2 Operations Project Admin Internalise Executive Officer Higher Scale 

As shown in figure 60 below, the P2/ P3 resources will result in a reversal in the current proportions of permanent staff to 

outsourced placements.  

 

Resource Profile Changes 2019 – 2021 - Ticketing Systems 
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 Due to the long-term nature of the project and the requirement to constantly improve the systems to keep them in line with 

technological advancements, a team reliant on outsourced placements would not be in the best position to continuously 

improve the systems used. A permanent team enables the individuals to identify these required changes and to take ownership 

of the delivery of the improvements.  

 There is a significant risk that current ticketing systems will become obsolete without improvements to the current system. The 

implementation of key initiatives such as mobile ticketing will bring the current ticketing systems in line with other advanced 

public transport systems. Significant advancements have been made to date in this area by the current team. An increase in 

permanent, skilled staff will allow the team to continue to progress in this area and provide a higher standard of service to the 

public without delay.  

 Errors in and failure of ticketing systems such as Leap would lead to severe public scrutiny and severe disruption to public 

transport services around the country. A breakdown in the current leap system would significantly impact every leap user in the 

country and cause serious administrative, operational and financial issues for the Authority. Regular testing and robust controls 

are required to ensure issues do not occur and to allow the leap system to operate on a day-to-day basis.  

 Improvements in ticketing systems lead to huge increases in data retained by the Authority. Compliance and security of this 

data is vitally important to reduce the risk of potential breaches. A cyber attack could lead to leakage of confidential information 

held by the Authority on users which would lead to public scrutiny and a media backlash.  

 As the current sourcing mix in this Director group is unbalanced in the favour of outsourcing, a key focus is to rebalance the 

sourcing mix, to stabilise the group into the medium term, and reduce the risks associated with over-reliance on outsourced 

placements. The current objective is to ensure the Leap system operates effectively to maintain a high level of customer 

experience. Due to technological advancements, these objectives will changes over time. 

 The improvement and modernisation of ticketing systems is a key strategic objective. The implementation and management of 

this system requires a strong, permanent team with sufficient technical skills and expertise to ensure the systems can be 

introduced and immediately provide a high standard of service to the public.  

Ticketing Systems (Cont’d) 

Key Considerations 
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Introduction 

The cost of the resourcing requirements for the NTA has been forecasted over the 5 year period 2019 – 2023 to determine the 

financial impact of these resourcing additions and changes over time.  

Assumptions 

• The headcount and cost information for current resources, both employees and outsourced placements, are based on 

reporting available on 8th March 2019. The cost of employees and outsourced placements over a 5 year period have been 

adjusted for salary increments and pay adjustments in the case of employees and for inflation in the case of outsourced 

placements over a 5 year period.  

• Phase 1 – 3 costs have been calculated based on the planned recruitment timeline for each tranche of resources:  

• For Phase 1 roles, it is assumed that all roles will be recruited in 2019 and due to staggered recruitment throughout the 

year it is estimated that 2/3rds of all salary and associated costs will be incurred in 2019.  

• For Phase 2 roles, it is assumed  that all roles will be recruited in 2020 and due to staggered recruitment throughout the 

year it is estimated that 2/3rds of all salary and associated costs will be incurred in 2020.  

• For Phase 3 roles, it is assumed  that all roles will be recruited in 2021 and due to staggered recruitment throughout the 

year it is estimated that 2/3rds of all salary and associated costs will be incurred in 2021. 

• For new/ future joiners, it is assumed that 60% join the organisation at the first point in the scale. For the remaining 40%, it is 

assumed that these staff join the organisation at the mid-point on the scale due to a significant proportion of new employees 

joining from other state and semi-state organisations.  

• For NTA Direct employees, the below PRSI rate assumptions have been provided by DTTAS for each of years 2019 and 

2020. For 2021to 2023, the rate provided for 2020 is deemed to apply in the absence of further information. It should be 

noted that the 2019 pay grant submission included a PRSI rate assumption of 10.75%. For clarity, the PRSI rate 

assumptions are outlined in Figure 61 below.  

     PRSI Rates – 2019 - 2023 

 

 

 

 

• For outsourced placements, an annual inflation of 2% per annum has been applied which is in line with the European Central 

Bank forecasts. It is assumed that the agreed  contracted rates for outsourced placements will remain constant for the 5 year 

period.  

• For internal staff costs, it is assumed that staff progress through the increment scales annually according to standard Civil 

Service pay scales, but does not assume any grade point increases. Where long term service rules apply to a particular 

grade, they have been taken into account.  

• All current and future NTA Direct roles include a pay of 1.75% on 1 September 2019 and an additional pay increment of 2% 

on 1 October 2020.  

• For outsourced placement roles associated with the delivery of Leap programmes including Account Based Ticketing, no 

VAT has been added to the annual staff cost. The VAT incurred on these capital costs is reclaimed in full by the NTA. As any 

VAT paid by the Authority is reclaimed, this VAT is not treated as an expense.  

 

2019 – 2023 Cost Profile 

2019 Pay Grant 

Submission 

DTTAS Confirmed 

2019 2020 2021 2022 2023 

10.75% 10.95% 11.05% 11.05% 11.05% 11.05% 

Figure 61 
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Summary 

Based on the previously stated assumptions, the total personnel costs for the period 2019- 2023 have been calculated for the 

purpose of projecting the Authority’s 5 year resource cost profile and identifying key pay and non-pay funding requirements for 

2020 and 2021. 

Figure 62 below shows the 5 year estimated resource cost profile for the Authority. Phase 2 and Phase 3 resource cost 

projections are shown separately in Figure 62 for clarity.  

It should be noted that the resource costs presented in Figure 62 below do not represent the DTTAS funding requirements over 

a 5 year period. For example, there are a number of employees whose cost, due to the nature of their roles, is re-charged in full 

to transport operators via the Leap programme. This cost has been factored into the resource profile for the purpose of providing 

a complete and total view of resource costs over a 5 year period. DTTAS funding requirements for the pay and non-pay 

administration grants are presented separately on page 80 of this report.  

Resource Cost Profile 2019 – 2023 (in millions) 

2019 – 2023 Cost Profile 

Figure 62 
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Commentary on Figure 62 

• Total resource costs are expected to see small incremental increases over a 5 year period.  

• The total direct personnel cost will rise from €10.2m in 2019 to €18.8m in 2023. This increase is a result of 93 additional 

permanent roles to be recruited in 2020 and 2021. Total NTA direct costs will increase from €10.2m in 2019 to €14.2m in 

2020. The increase is mainly comprised of approximately 66% of the full year cost of Phase 2 employee roles (€2.8m) and 

the increased cost of Phase 1 employees (€0.7m) where the full year cost applies in 2020 (only 2/3rds for 2019). 2020 – 

2021 sees a further increase of €3.2m which is mainly driven by the addition of 66% of Phase 3 employee costs (€1.3m) and 

the increased cost of Phase 2 employees (€1.5m) where the full year cost applies in 2021 (approximately 66% of the cost of 

Phase 2 roles was assumed to apply in 2020). In 2022 the full year cost of Phase 3 employees is incorporated and only a 

small marginal increase is seen from 2022 – 2023 for pay scale increases and pay increments.  

• The internalisation of 58 currently outsourced roles ,along with the completion of a small number of fixed term outsourced 

placements contracts in 2020/2021, will see the total cost of outsourced placements reduce by €6.2m from €24.9m in 2019 

to an estimated total of €18.7m in 2023.  

• Phase 2 employee roles are to be recruited in H1 2020 at a cost of €2.8m in 2020. The full year cost of Phase 2 employee 

roles is €4.3m.  

• Phase 3 employee roles are to be recruited in H1 2020 at a cost of €1.3m in 2021. The full year cost of Phase 3 employee 

roles is €1.9m.  

Key Point: Whilst over the 5 year period, the total cost profile does grow by €3.1m or 8%, this increase is entirely 

driven by the combination of salary increases and pay increments for direct NTA employees and outsourced 

placement cost inflation. When these items are excluded and the impact of the 58 proposed internalisations against the 

incremental headcount growth of 40 roles (35 direct employees & 5 outsourced placements) is considered, the total 

resource cost declines over a 5 year period. This view is explored overleaf.  

To achieve a clear understanding of the movement in the cost of NTA direct employees over 2019 – 2023 illustrated in Figure 

62 on the previous page, Figure 63 below shows the composition of NTA direct employees costs over the 5 year period.  

NTA Direct Employees Costs 2019 – 2023 Explained 

 

2019 – 2023 Cost Profile 

2019 2020 2021 2022 2023 

Opening Resource 

Cost 
€8.3m €10.2m €14.3m €17.4m €18.5 

Phase 1 €1.3m €0.7m - - - 

Phase 2 - €2.9m €1.5m - - 

Phase 3 - - €1.3m €0.6m - 

Increments & Pay 

Adjustments 
€0.6m €0.5m €0.3m €0.5m €0.3 

Total €10.2m €14.3m €17.4m €18.5m €18.8m 

Figure 63 
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Resource Cost Profile Excluding Inflation, Pay Scale Increases and Increments 

As outlined in Figure 64 below, inflation associated with the cost of outsourced placements, salary increases and pay 

increments will represent a significant cost for the NTA over the next 5 years.  

Inflation, Salary Increases and Pay Increments – 2020 – 2023 

 

 

 

 

The cost savings related to the internalisation of 58 currently outsourced roles are masked in Figure 62 on page 74 by the costs 

of inflation, increments and pay increases.  

For the purpose of illustrating the impacts of the cost saving arising from the internalisation of 58 currently outsourced roles and 

the cost of 40 incremental roles (35 direct employees and 5 outsourced placements), Figure 65 below excludes inflation, salary 

increases and pay increments.  

Key point: The cost of the additional 35 NTA direct staff and 5 additional outsourced placements (€3.4m) ) is 

completely offset by the significant cost savings arising from the proposed internalisation of 58 currently outsourced 

roles (€4.1m).  

Resource Cost Profile 2019 – 2023 without Inflation, Salary Increases and Increments   

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

2019 – 2023 Cost Profile 

Figure 64 
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NTA Direct Costs Vs. Outsourced Placement Costs 

There is a significant cost premium attached to the use of outsourced placements over NTA direct employees. On average, the 

cost of an outsourced placement is more than double of the salary cost of an equivalent permanent role within the Authority. The 

stark comparison is highlighted through Figure 66 below which shows the Authority’s current and future resourcing profile 

alongside the proportion of the total resource cost that each of NTA direct employees and outsourced placements represent.  

The total costs included in Figure 66 below do not include inflation associated with the cost of outsourced placements, salary 

increases and pay increments.   

Cost Comparison – Direct Vs. Outsourced Placements 

 

 

 

 

 

 

 

 
• As shown in figure 66, the cost of outsourced placements at €24.9m is almost two and a half times the cost of NTA direct 

employees despite the near to 50:50 headcount ratio.  

• NTA direct staffing costs increase from €10.2m in 2019 to €17.2m in 2023 as a result of the costs associated with P1 

(€0.7m), P2 (€4.4m) and P3 (€1.9m) staffing requirements.  

• The cost of outsourced placements significantly reduces in this period due to the decrease in total numbers of outsourced 

placements by 53 roles.  

• This number also reduces by the conclusion of 14 outsourced placements who are required for a defined period (reduction 

by 5 in 2020 and by 9 in 2021)with an approximate value of €3m per annum.  

• Figure 66 above also shows the changing composition of the NTA’s resource profile over time. In 2019, NTA direct 

employees and outsourced placements represent less than a 50:50 ratio in terms of headcount. By 2023, the Authority will 

have moved to its optimal resourcing profile and this ratio will reach 68:32 (NTA direct employees: outsourced placements) 

in 2023. The Authority’s planned resourcing profile is discussed further in the “Current Organisation Overview and Future 

Plans” section from pages 20 – 27 of this report.  

2019 – 2023 Cost Profile 

Figure 66 

Sourcing 

2019 2023 

No. of Roles Cost No. of Roles Cost 

NTA Direct 140 (44%) €10.2m (29%) 233 (68%) €17.2m (49%) 

Outsourced Placements 179 (56%) €24.9m (71%) 112 (32%) €16.7m (51%) 

Total 319 €35.1m 345 €33.9m 
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Net Saving– New P2/P3 Roles and Internalisations 

On an overall basis, the NTA plan to recruit 93 P2 & P3 employee roles (58 internalisations and 35 new employee roles) and 5 

additional outsourced placements. Figure 67 below shows the cost of the 35 new NTA direct roles alongside the savings that will 

arise as a result of the proposed internalisation resulting in a net saving of €0.7m.  

 

 

 

 

 

 

Key Point: There is an opportunity to recruit 35 additional NTA direct employees and 5 additional outsourced 

placements, the cost of which will be completely absorbed by the savings arising from the internalisation of 58 

currently outsourced roles. 

 

Opportunity Cost 

The cost saving which will arise in the event of the internalisation of 58 currently outsourced roles can also be considered in 

terms of the opportunity cost associated with a failure to successfully convert these roles by way of an increased sanction and 

fully funded headcount. As shown in Figure 68 below, the opportunity cost of not internalising the 58 requested roles is €4.1m.  

Opportunity Cost Summary 

 

 

 

 

 

 

 
If these roles are internalised, as requested, the annual cost saving of €3.8m will, in full, allow the Department to fund the 

increased annual pay grant requested.  

2019 – 2023 Cost Profile 

Figure 68 

Opportunity Cost €m’s 

Current annual cost associated with the 66 P2 and P3 roles required to be internalised €7.9 

Future annual employee costs associated with the 66 P2 and P3 roles required to be internalised €3.8 

Opportunity Cost associated with not internalising the roles €4.1 

Full Year Cost Savings (€m’s) 

Cost of 35 additional P2 and P3 NTA direct roles and 5 

additional outsourced placements 
€3.4 

Cost saving arising from elimination of outsourced premium 

through internalisation of 58 P2 and P3 currently outsourced 

roles 

(€4.1) 

Net Saving €0.7m 

Figure 67 
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2020 Funding Requirements 

Assumptions 

There are a number of assumptions underpinning the Authority’s 2020 funding requirements for its pay and non-pay grant: 

• The Authority’s 2020 funding requirements for pay and non-pay reflect the recruitment phasing of P1 – P3 resources 

discussed throughout this report:  

 the full year cost of P1 resources is a key funding requirement for 2020 (only 2/3rd cost applied in 2019 due to staggered 

recruitment throughout the year);  

 2/3rd of the full year cost of P2 resources is required in funding for 2020; and 

 There is no funding requirement for P3 resources in 2020 as Phase 3 recruitment is expected to commence in January 

2021. 

• Since January 2019, the Authority has employed a new method of cost allocation with the approval of DTTAS. This 

methodology has been used to construct the Authority’s 2020 pay and non-pay DTTAS grant requirements. The key relevant 

features of this methodology are briefly summarised below: 

 the cost of the Authority’s direct employees is met in full by the DTTAS Administration Pay grant; 

 the cost of outsourced personnel specifically dedicated to certain projects or programmes is allocated to capital and current 

programmes and other departments; and  

 the cost of outsourced personnel fulfilling roles that are not specifically dedicated to projects (including roles filled by 

outsourced personnel in support functions Finance, Human Resources, Facilities, Customer Experience etc.) should be met 

in full by the DTTAS Administration Non-Pay grant.  

• The 2020 funding requirements presented across the following section have been derived from the costing analysis completed 

(summarised over pages 73 – 78 of this report);  

• It should be noted that there are certain resource costs which do not represent DTTAS funding requirements and as such, have 

been excluded from the 2020 funding requirements presented in the following section. For example, there are a number of 

employees whose cost, due to the nature of their roles, is re-charged in full to transport operators via the Leap programme. 

• The 2020 non-pay funding requirement outlined in this section does not include any projected costs relating to overheads (for 

example, accommodation) or additions to fixed assets (for example, computer hardware). This submission relates to personnel 

related funding requirements only and the component of the non-pay grant requirement for 2020 relating to overheads and 

additions to fixed assets will be addressed separately via the Strategic Financial Plan 2020 - 2024. The Strategic Financial Plan 

2020 - 2024 will be presented to DTTAS in June 2019.     

2019 Funding Requirements Summarised 

A summary of the pay and non-pay (personnel related) funding requirements is presented in Figure 69 overleaf. Each component 

of this summary is discussed in further detail through this section.  
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2020 Funding Requirements 

2019 Funding Requirements Summarised (Cont’d) 

* The Outsourced Personnel costs included above relate to outsourced placements that are administrative in nature, i.e. not 

specifically dedicated to projects as it is only this category of outsourced roles that should be funded through the non-pay 

administration grant. The costs of project/ programme dedicated outsourced roles are allocated to capital and current programmes. 

The proposed funding arrangement for all outsourced placements (both administrative and project dedicated) is shown in Figure 70 

overleaf.  

Key Insight: Of the €3.9m increased Administration grant requirement for 2020, €1.3m relates to the full year cost of 

Phase 1 employees, salary increments and pay adjustments and €0.8m relates to an increased pay sanction required for 

roles currently funded by the transport operators. The remaining net increase of €1.8m (€2.859m 2/3 Phase 2 costs less 

€1.053m savings through internalisations) is more than offset by approximately €2.5m cost saving across Capital & PSO 

programmes arising from the internalisation of currently outsourced roles. 

2020 Pay & Non-Pay (Personnel Related) Grant Requirements Summarised 
Figure 69 
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2020 Funding Requirements 

2019 Funding Requirements Summarised (Cont’d) 

Figure 70 below illustrates the proposed funding structure for the cost of all NTA direct employees and outsourced placements. 

It is important to note that Figure 70 below only includes any movements from 2019 – 2020 relating to inflation, increments, pay 

adjustments and P1 & P2 requirements. For example, it does not include pension costs and the increase in cost resulting from the 

full year cost of 38 additional outsourced placements recruited in 2019 to support Bus Connects, Cycling Network, Next Generation 

Ticketing and Direct Award Contracts.  

Costing and Headcount Summary 
Projected Position - 

2019 

Inflation/ 

Increments/ 

Pay 

Adjustments 

P1/P2 Requirements 

(2020) 
Projected 2020 Cost 

H/C € € H/C € H/C 

NTA  

personnel 
132 €9,558,000 €500,000 64 €3,627,000 204 €13,685,000 

Roles currently recharged to transport 

operators via the Leap programmes 
8 0 0 8 €840,000 8 €840,000 

External Contractors 188 €24,936,000 €498,000 (40) (€3,614,000) 143 €21,820,000 

Total 328 €34,494,000 €998,000 24 €853,000 347 €36,345,000 

Employee Pay Sanction “required” €9,558,000 €500,000 €4,467,000 €14,525,000 

Funded by:  

NTA Personnel – Pay Grant €9,558,000 €500,000 €4,467,000 €14,525,000 

Outsourced 
- Non-Pay 

- Internal Allocations 
€7,858,000 

€17,078,000 

€100,000 

€398,000 

(€1,153,000) 

(€2,461,000) 

€6,805,000 

€15,015,000 

Total €34,494,000 €998,000 €853,000 €36,345,000 

2020 Funding Structure -  Pay & Non-Pay (Personnel Related Only) 

• The 2020 cost saving which would arise from the internalisation of currently outsourced roles is more than sufficient to cover the 

2020 cost of the new additional roles requested (40) and the increase in the cost of P1 arising from these resources being in 

situ for the full year in 2020.  

• Total resource costs of €37.7m (€36.3m from Figure 70 above + €1.4m increased full year cost of 29 additional outsourced 

roles required in 2019)  should be funded by: €14.5m pay grant, €6.805m non-pay grant and €16.4m internal allocations.   

Figure 70 
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Cost Savings through Internalisation (Alternative Recruitment Timeline) 

As previously discussed, we have provided an alternative recruitment timeline for Phase 2 and Phase 3 where only half of the 

Phase 2 roles will be recruited in 2020 and half of Phase 3 roles will be recruited in 2021. As such, the costs of these roles for the 

first year will be reduced. This alternative timeline will have an impact on the cost savings associated with the 58 internalisations 

required in Phase 2 and Phase 3. These reductions in savings are illustrated in Figure 71 below.  

Figure 71 2020 and 2021 Cost Savings through Internalisations (Alternative Recruitment Timeline) 

Budget 
Annualised Saving in 

2019 terms 
2020 (2/3rd Phase 2) 

Cumulative Savings 

2021 (Phase 2 and 2/3rd 

Phase 3) 

Non-Pay Admin 1.441 € .559 €1.144 

PSO 4.499 € 1.666 € 3.614 

Capital .624 € .180 € .499 

Pay Effect (2.397) (0.884) (2.120) 

Total 4.167 € 1.521 € 3.137 

2020 Funding Requirements 
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Phase 2 New Direct Employee Roles & Internalisations Breakdown 

Figure 72 below presents a fully costed role by role analysis of the Phase 2 employee requirement.    Figure 72 

• The forecasted employee headcount for 2019 is 140. The requirement for 64 Phase 2 employee roles (comprised of 22 new NTA direct 

employee roles and 42 internalisations of currently outsourced roles) has been identified. As a result, the total forecasted employee 

headcount for 2020 will grow to 204.  

•  As illustrated in Figure 72 above, the full year cost of Phase 2 employee roles is €4.3m. In 2020, 2/3rd of the full year cost will apply as a 

result of the planned staggered recruitment over the year, i.e. €2.9m, which has been reflected in the ‘2020 Pay & Non-Pay (Personnel 

Related) Grant Requirements’ table shown on page 80 of this report. 

• The full year cost of Phase 2 employee roles is comprised of salary costs, PRSI, and pay adjustments planned for 2020.  

2020 Funding Requirements 
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2020 Funding Requirements 

Phase 2 New Outsourced Roles Breakdown   

Director Group Role Comparable Internal Grading Team Sourcing Roles Full Year Cost

CIO - ICT/PMO ICT Manager or Equivalent CS - Principal Officer ICT Outsourced 1 198,030            

Transport planning, investment and taxi regulation Financial Accountant CS - Engineer G2 Finance Outsourced 1 183,885            

Grand Total 2        381,915            

Phase 2 Role and Cost Analysis (Outsourced Roles)

• The requirement for 2 Phase 2 outsourced placement roles has been identified.  

•  As illustrated in Figure 73 above, the full year cost of Phase 2 outsourced roles is €382K. In 2020, 2/3rd of the full year cost will 

apply as a result of the planned staggered recruitment over the year, i.e. €255K which has been included in the ‘2020 Pay & 

Non-Pay (Personnel Related) Grant Requirements’ table shown on page 80 of this report. 

• Due to the non-project dedicated nature of the roles identified, the cost of the roles will represent a non-pay administration 

funding requirement in 2020.  

Figure 73 
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Pensions  

Historically, the Authority had an annual pension sanction of approximately €200k. Until 2019, all pension costs were ‘un-funded’ 

and were completely covered by the Authority from ‘own funds’. 

In 2018, as part of the 2019 non-pay grant submission request made to DTTAS, the Authority projected a 2019 pension funding 

requirement of €606k comprised of €349k on-going pension payments and €257k  lump sums. In March 2019,  new public 

retirement legislation was passed which has increased the compulsory retirement age and as a result, the 2019 projected pension 

costs have decreased to €427k. In 2019, due to a funding shortfall in the non-pay administration grant, pension costs are funded 

through remaining reserves. All remaining reserves will be fully depleted in 2019.  

The Authority expects one retirement in 2020 with the lump sum for this retirement totalling €154k and the recurring annual pension 

cost increasing to €380k in 2020. As notice of only 3 months is required, additional retirements may occur in this period and bring 

about additional lump sums and increased annual pension costs for the Authority.  

Based on current forecasts, the Authority expects that any remaining surplus reserves will be fully depleted by year end 2019 and 

is therefore requesting a fully funded pension component of the 2020 non-pay administration grant of €534k to cover all known and 

committed recurring pension costs, as well as lump sum funding of €154k for 2020.  

2020 Funding Requirements 

2019 (per original 

submission in 2018) 

2019 (Updated based on 

2019 current forecast) 
2020 

# of pensioners 12 11 12 

Pension payments € 349k € 347k € 380k 

Sanction required € 349k € 347k € 380k 

Existing Grant -  - - 

Recurring shortfall € 349k € 347k € 380k 

Projected Lump Sums € 257k € 80k € 154k 

Total Funding 

requirement 
€ 606k €427k € 534k 

Figure 74 2019 Original & Updated Pension Cost Forecast & 2020 Pension Sanction & Funding Requirements 
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Consequences of Non-
Fulfilment  

Introduction 
 

The NTA has undertaken an analysis to understand the potential consequences for the Authority from a strategic, operational and 

financial perspective if the roles required  for Phase 2 and Phase 3 are not approved.   

 

The main consequences associated with the potential non-fulfilment of the Phase 2 and Phase 3 roles requested are illustrated 

below. Each consequence shown below is explored in detail over the following pages.  

Key 
Consequences 

Cost of 
Internalised 

Roles vs. Cost of 
Outsourced 
Placements 

Utilisation of 
Cost Savings 

Delays to Major 
Strategic 

Programmes 

Governance & 
Control 

Implications 

Challenges 
linked to High 
Turnover of 
Outsourced 
Placements 

Key Consequences Summarised 
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Consequences of Non-
Fulfilment  

1. Cost of Internalised Roles vs. Cost of Outsourced Placements 

The current outsourced cost of the roles proposed for internalisation is €7.9m; the comparable 

internal cost with directly employed NTA staff is €3.8m. 

Figure 75 below shows the full year annualised outsourced cost of the P2 and P3 roles proposed for internalisation alongside their 

comparable annualised NTA cost and provides a stark view of the substantial cost premium associated with the use of outsourced 

placements.    

 

 

 

 

  
P2 & P3 Requested 

Internalisations 
Full Year Outsourced 

Cost 
NTA Comparable Cost * 

Outsourced Premium 
** 

Phase 2 42 €5.8m €2.8m €3.0m 

Phase 3 16 €2.1m €1.0m €1.1m 

Total P2/ P3 58 €7.9m €3.8m €4.1m 

Figure 75 Current and Future Annualised Cost of Outsourced Roles to be Internalised 

* The ‘NTA Comparable Cost' represents the estimated internalised cost of the 58 outsourced roles requested for internalisation  

were those roles to be occupied by NTA direct employees.  

 

** The 'Outsourced Premium' is derived by comparing the 2019 project cost of outsourced placements to the 'would-be' internalised 

cost of these roles. 

There is an opportunity to generate a significant cost saving through the internalisation of 58 P2 & P3 roles. The opportunity cost of 

not internalising the 58 P2 & P3 roles requested is €4.1m. This is the cost premium associated with the use of outsourced 

placements over direct employees.  

The key consequence of non-fulfilment here is the opportunity cost of €4.1m potential net cost savings which would arise 

in the event of the internalisation of the 58 roles requested.  

2. Utilisation of Cost Savings 

There are two key options for the utilisation of the cost savings which would arise through the 

internalisation of the P2 & P3 roles requested: 

• increased budget capacity for additional services and/ or; 

• reduced funding requirement across non-pay administration, PSO & Capital 

The 2020 and 2021 cost savings which would arise through P2 internalisations are presented in Figure 76 overleaf across the 

categories of non-pay administration, PSO & Capital.  
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Consequences of Non-
Fulfilment  

2. Utilisation of Cost Savings (Cont’d) 

Figure 76 2020 and 2021 Cost Savings through Internalisations 

* It is important to note that the cost savings realisable through non-pay administration have already been reflected in the reduced 

funding requirement shown in the ‘Funding Requirements’ section on page 80 of this report.   

As shown in Figure 76 above, there is a total of €3.2m and €5.7m in potential cost savings through internalisation in 2020 and 2021 

respectively which can be utilised either by way of provision of additional transport services or a reduced funding requirement from 

DTTAS across the non-pay administration, PSO and Capital grants.  

Additional services which could be considered to utilise the cost savings include improved performance monitoring for existing 

Direct Award and tendered services or the implementation of mystery shopper and fare evasion initiatives.  

The key consequence of non-fulfilment here is the foregone opportunity to either reduce the DTTAS funding requirement 

by €3.2m across non-pay administration, PSO & Capital in 2019 or to provide for additional transport services.   

3. Delays to Major Strategic Programmes 

A potential impact of not securing the additional sanction and funding required for Phases 2 & 3 is 

probable delays in the delivery of key strategic programmes.  

The consequence of delays to key strategic programmes is particularly relevant in the context of the 40 additional new roles 

requested (35 direct employees & 5 outsourced placements) as in the event that the requested internalisations (58 roles) are not 

approved, these roles will still be fulfilled, albeit by outsourced placements at a much higher cost.  

The main programmes that would be severely impacted by delayed resourcing decisions and funding commitments are shown 

overleaf at a high level. The consequences of non-fulfilment specific to various strategic programmes are described further in 

‘Consequences of Non-Fulfilment – Public Transport Services’ and ‘Consequences of Non-Fulfilment – Public Transport 

Infrastructure’ later in this section.  

Budget 2020 (2/3rd Phase 2) 2021 (Phase 2 and 2/3rd Phase 3) 

Non-Pay Admin € .759 €1.268 

PSO € 2.221 € 3.922 

Capital € .240 € .543 

Total € 3.220 € 5.734 
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Consequences of Non-
Fulfilment  

3. Delays to Major Strategic Programmes (Cont’d) 

The key consequence of non-fulfilment here is the delays to major strategic programmes including Metro Link, DART 

Expansion, Bus Connects and NGT.  

4. Governance and Control Implications 

There are notable governance and control implications where important decision-making powers 

reside within roles currently occupied by outsourced placements.  

Due to the increased need for high quality public transport, new capital programmes have been developed and funding made 

available. Whilst much of the specific project related activities will be outsourced as is standard for capital projects, the NTA must 

retain ownership and control of the core elements of these programmes, including budgetary control, requirements analyses, 

programme reporting and most importantly, establishing the operating systems and processes required to run the resultant 

services. 

Additionally, a number of senior roles within the Authority are currently filled by outsourced placements which presents challenges 

in terms of decision making and the management of NTA direct staff.  Decision making bottlenecks often arise where outsourced 

placements are not empowered to make certain decisions.  

 

Denotes where progress on major strategic programmes will either be delayed or halted as a result of delayed resourcing 

decisions or staff funding commitments from DTTaS.  

Illustration of Impacted Strategic Programmes of Delayed Resourcing Decisions 
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Consequences of Non-
Fulfilment  

4. Governance and Control Implications (Cont’d) 

There are additional employment relations risks linked to the high level of outsourced placement resourcing in the NTA. 

Outsourced placements are not subject to the same annual performance review as NTA Direct staff and NTA grievance 

procedures and protocols cannot be enforced onto outsourced placements. This variation in standards for direct and outsourced 

roles presents a challenge for the organisation.  

Controls in Capital budget management and other areas are effective, however the current resourcing model poses a 

governance and control risk, a risk that will become greater as the Authority moves into a more intensive period of 

project delivery including Metro Link, Bus Connects, Account Based Ticketing and the rollout of increased services. 

5. Challenges linked to High Turnover of Outsourced Placements 

The turnover rate for outsourced placements in 2018 was more than three times higher than the 

turnover of NTA Direct staff. This turnover results in the frequent loss of key knowledge and 

expertise.  

Outsourced placements acquire considerable knowledge, experience and project know-how which, due to the dynamic nature & 

characteristic high turnover of outsourced placements, is frequently lost. This represents a significant and on-going challenge for 

the Authority. A key consequence of failing to internalise the P2 & P3 roles requested is the foregone long-term stability of these 

key positions which are vital to operational and strategic success for the Authority.  

Significant time and resource is required by NTA direct staff to train and on-board outsourced placements, an investment required 

to enable the mix of NTA direct employees and outsourced placements to function effectively as a cohesive unit. Duplication of 

training effort and reduced productivity results where there is high turnover of outsourced placements.  

 

 
 

A key consequence of non-fulfilment is the frequent loss of knowledge and expertise of outsourced placements where a 

significantly higher turnover rate is experienced over NTA direct employees. 
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Consequences of Non-
Fulfilment  

Public Transport Services 

Background/ Context 

The Public Transport Services (PTS) division has two main areas of activity; day-to-day “business-as-usual” (BAU) type activities 

and capital programmes for new strategic initiatives. 

Day-to-day activities include end to end responsibility for all bus, rail and tram services.  Specifically, PTS manages the entire 

contract lifecycle with all PSO service providers, Dublin Bus, Bus Éireann, Irish Rail, Transdev (jointly with TII) and Go Ahead who 

were successful in two of the three recently completed Bus Market Opening tender competitions.  PTS also manages a number of 

smaller PSO contracts which have also been tendered. All contracts are on a constant cycle of renewal, with the typical duration 

being five years.  In addition, PTS also manages the Rural Transport programme on behalf of DTTaS which is also expanding 

significantly to meet demand. These BAU activities cover all subvented public transport services in the State. 

Being responsible for all subvented services requires a significant team to oversee all aspects of contract management including 

designing services, specifying and procuring services using both tendered and Direct Award approaches.  PTS manages 

performance monitoring, payments, penalties and contract variations. NTA uses the renewal of contracts as the opportunity to seek 

improved quality of service and value for money for the state. 

PTS is also responsible for the following: 

• bus licence regulation for the State and is the appointed body overseeing international licence arrangements. 

• all public transport network developments including changes to existing services and introduction of enhancements of new 

services. 

• the Leap Card Scheme which provides the primary means of payment for most public transport services in the State.  Over 

90% of all services are Leap enabled, over 3 million Leap cards have been issued and the scheme turnover is approximately 

€300 million. The Leap readers also read the Public Services Card used for free travel. Approximately 1 million free travel PSCs 

have been issued by DEASP. 

• the annual fares determination for all subvented services and for annual discussions with DTTAS on the PSO budget for the 

following year with estimates for subsequent years. 

For capital programmes PTS has three main areas of activity currently: 

1. Bus Connects Bus Network redesign for Dublin and regional cities; 

2. Next Generation Ticketing which will design, procure and implement an entirely new ticketing system for all public transport 

(private bus operators will be invited to opt-in to the new scheme and it is anticipated most will).  NGT will enable improved 

convenience to customers by enabling payment through contactless bank cards, mobile phones and bar codes.  This project 

will include replacing the aging bus ticketing equipment and significantly enhancing the current rail based systems; 

3. Travel Information Services System is a project to replace the existing complex array of Automatic Vehicle Location systems 

currently deployed, the current RTPI and Journey Planning system with a single centrally managed information system. 

PTS is also managing a number of other capital programmes including essential upgrades to the Leap system, a much improved 

system for  the increasingly popular Taxsaver product lifecycle and improvements to RTPI and journey planning Apps. 
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Consequences of Non-
Fulfilment  

Public Transport Services (Cont’d) 

Consequences 

Currently the PTS division is severely under-resourced.  From its establishment NTA has been unable to recruit direct employees 

so a significant number of key positions are out-sourced.  In the early years of its existence this approach allowed NTA to maintain 

the core day-to-day tasks of the Authority. During these years there was less significant change to the public transport service 

delivery model. Overall activity was suppressed as a direct result of the on-going recession and NTA was able to secure good 

quality resources through out-sourced means.  

The situation has changed dramatically over the last 2 – 3 years: 

• The delivery model for public transport services has changed significantly with much more focus on tendering and using 

contract terms to drive quality and value for money initiatives; 

• Outsourcing is no longer able to provide suitably experienced contractors and with the economy booming, existing contractors 

are leaving for permanent jobs so NTA is losing significant levels of corporate knowledge; 

• Demand for ever improving Public Transport has grown in line with the economy with the consequent demands for new and 

enhanced services. Additional capacity has been provided within the constraints of existing rolling stock and vehicles and this 

has enabled up to 30% increase in journeys on many services; and 

• PTS has  managed the procurement of three large Bus Market Opening contracts which have recently been awarded.  The 

Outer Dublin Metropolitan Area contract awarded to Go Ahead will be fully mobilised by March 2019, however there is limited 

capacity to mobilise the other two contracts. Further tendering is being hampered by the lack of suitably trained and 

experienced staff to oversee procurements and contact management. The new contracts provide the ideal opportunity to drive 

up the performance of transport operators but this requires suitably skilled and experienced staff to develop and deliver a 

strengthened performance regime. 

Due to the increased need for high quality public transport, new capital programmes have been developed and funding made 

available, mostly under the BusConnects programme of projects. Whilst much of the specific project related activities will be out-

sourced as is normal for capital projects, the NTA must retain ownership and control of the core elements of these programmes, 

including budgetary control, requirements analyses, programme reporting and most importantly establishing the operating systems 

and processes required to run the resultant services. 

Summary of Consequences 

Due to the increasing lack of suitable resources, the PTS division of NTA is not in a position to: 

• Progress further tendering at the desired pace which will curtail the implementation of new and enhanced services; 

• Fully manage the operational aspects of the Bus Market Opening contacts without significant out-sourced support; 

• Develop improved performance monitoring for existing Direct Award and tendered services; 

• Oversee the implementation of the redesigned bus network for Dublin which will be finalised later this year as part of 

BusConnects; 

• Implement constantly improving bus networks for the other four cities, Cork, Galway, Limerick and Waterford; 

• Progress Next Generation Ticketing at the pace suggested in the Bus Connects programme; 

• Establish the operating teams required to run the new services being established through the capital programme without 

significant out-sourced resources.  
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Consequences of Non-
Fulfilment  

Public Transport Infrastructure  

Background/ Context 

The National Development Plan 2018-2027 has allocated €8.6 billion towards public transport and sustainable transport over the 

period of the Plan. 

Within this overall allocation, there are a number of major projects and sub-programmes. These include: 

The MetroLink project which is the development of a north-south urban railway service that will run between Swords and 

Sandyford, connecting key destinations including Dublin Airport and the City Centre along the 26km route; 

• The DART Expansion Programme will see the implementation of high frequency DART services to Drogheda on the Northern 

Line, Celbridge/ Hazelhatch on the Kildare Line, Maynooth and M3 Parkway on the Maynooth/ Sligo Line, while continuing to 

provide DART services on the South-Eastern Line as far south as Greystones;  

• BusConnects Dublin, a plan to fundamentally transform Dublin’s bus system so that journeys by bus will be fast, reliable, 

punctual, convenient and affordable in addition to radically enhancing our cycling infrastructure; 

• BusConnects Cork, a similar plan to transform bus services in Cork City; and 

• BusConnects Galway, the implementation of radical proposals to overhaul the bus system in Galway and address the growing 

congestion problems affecting the city. 

These are all extremely large projects, even in an international context.  MetroLink has a cost estimate of €3 billion; DART 

Expansion will cost approximately €2 billion; BusConnects Dublin has an estimated expenditure of €2 billion. 

These projects alone amount to €7 billion.  With that level of investment, rigorous management and oversight is needed to deliver 

the right project in the right place at the right price.  Currently, the NTA has insufficient resources available to ensure that outcome. 

Consequences 

• BusConnects 

In particular the BusConnects project is intended to be delivered directly by the NTA under the statutory powers available to it.  It is 

a particularly significant project given the congestion issues in Dublin and the fact that the bus network provides over two thirds of 

public transport in the Dublin region.  

Without additional resources, it would not be possible to advance this programme; proceeding beyond the early planning stage 

without the correct capability would be irresponsible and potentially negligent given the scale of expenditure involved. 

• MetroLink and DART Expansion 

In relation to the other two major projects – MetroLink and the DART Expansion Programme – the NTA has no staff exclusively 

assigned to either, or even both, of these projects. While that has been managed during the early project stages, it is not feasible, 

appropriate or wise to continue acting as sanctioning authority for the project in the current manner during the more intense design 

and construction phases.   

Without additional resources, these projects will inevitably be delayed, as it will not be possible to carry out the proper oversight 

function on the current basis.  The durations of the delays are not yet predictable, but they will be both significant and tangible.  



Appendix 1 
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 Supporting Commentary 

Finance and Corporate Services 

Finance 

Finance Manager 

- Projects 
1     

The existing role of Finance Manager within the Leap Finance 

project is filled by an outsourced placement. Due to the high level of 

specification involved in the role, there is an urgent requirement to 

internalise this resource to eliminate the risk of losing a key member 

of staff with expertise in the project.  

Accounts 

Payable/ 

Receivable 

Administrator 

1     

The day to day management of the AR/ AP function is heavily 

managed by outsourced staff. Internalising this role will enable the 

continuation of a key operational role within the organisation and 

reduce delays associated with the induction of a new staff member.  

Financial 

Management 

Accountant 

1     

Non-fulfilment is likely to result in insufficient capacity to support the 

financial management of the BMO strategic programme.  This role 

will predominately deal with fixed asset management.  

Accounts 

Payable Officer 
1     

The AP team is predominantly filled by outsourced staff. Internalising 

this role will enable the continuation of a key operational role within 

the organisation and reduce delays associated with the induction of 

a new staff member. 

PSO Financial 

Accountant 
1     

Non-fulfilment is likely to result in insufficient capacity to support the 

financial management, internal controls and reporting requirements 

associated with new gross contract contracts of the PSO BMO 

strategic programme.   

Risk and 

Governance 

Manager 

1     

Due to the increased risk and governance requirements from a legal, 

regulatory and reputational perspective, the internalisation of this 

role is required for the operation of Risk Management Framework, 

Governance, and Contract Management Framework.   

Leap Card 

Finance 

Accountant 

1     

With an annual turnover of approx. €300 million, the internalisation 

of this role is required for the financial management of Leap Card 

services.  

Corporate Services 

Strategy and 

Business 

Planning 

Manager 

1     

The internalisation of this role is required for the production, 

monitoring and reporting of NTA Strategic Plan and Annual Business 

Plans, Strategic Financial Plan, Strategic Staffing Plan. Additionally, 

this role is also required to lead projects such as Public Transport 

Consolidated Contact Centre.    

HR Officer 1     

The HR team is predominantly filled by outsourced staff. Due to the 

various administrative requirements associated with the running of 

the NTA, internalising this role would reduce the risk of programme 

failure and operational errors.  

Oireachtas 

Liaison and 

Communications 

Officer 

  1   

This role is required for the efficient management of Oireachtas 

liaison and communications with national and local politicians, 

government departments, interest groups and members of the 

public. 

Facilities 

Manager 
1     

Due to a significantly increased headcount, the internalisation of this 

role is required to allow for the effective administration and 

maintenance of the Authority’s four office locations.  

Phase 2 Staffing Requirements 
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 Supporting Commentary 

Corporate Services (Cont’d) 

Communications 

Officer (Public 

Affairs) 

1 1   

As a semi state body in the public eye, there is an increased requirement 

for the Authority to be transparent and communicate effectively with all its 

relevant stakeholders. As such, these roles are required for the efficient 

administration of Oireachtas liaison and communications with national 

and local politicians, government departments, interest groups and 

members of the public. 

Customer Experience 

CX 

Communications 

Executive 

1     

This role is required to promote new and existing Public Transport 

Services from a communications perspective. This individual will plan 

and direct the Authority’s overall communication strategy, maintain 

positive relationships between the NTA and the public and work closely 

with the Marketing Executive to align the communication strategy with the 

marketing strategy.  

CX Marketing 

Executive 
1     

This role is required to promote new and existing Public Transport 

Services from a marketing perspective. This individual will organise and 

oversee the Authority’s advertising campaigns to promote the various 

ongoing and upcoming strategic programmes. This role will be required 

to work closely with Communications Executive to align the 

communication strategy with the marketing strategy.  

NTA Web Content 

Administrator 
  1   

This role is required to maintain and manage content on the NTA, Local 

Link and Transport for Ireland websites and other websites such as Bus 

Connects and Metrolink consultations. 

Digital Media 

Expert 
1 

Due to the increased requirement to have an active presence on various 

social media platform, a digital media expert is required to promote and 

strengthen the TFI brand and keep the brand in the public’s eye line.  

Office of CIO 

ICT 

Senior Business 

Analyst 
1     

This role supports various strategic programmes such as RTPI, BMO, 

ABT and the CX programme. Due to complexity of the projects and the 

associated programmes, the lead time associated with replacing this 

current outsourced placement would be over a year and would lead to 

significant delays in programme delivery.  

ICT Manager or 

Equivalent 
1     

The delivery of Leap programmes is at risk if this role is not urgently 

filled. This role is required to support the delivery of TIS, BMO and ABT 

programmes.  At the moment, the selection of programmes for delivery is 

partially based on the availability of required capacity and capabilities. 

There is the additional risk of a compliance breach or the potential for 

poorly defined operator SLA, as it is increasingly difficult to hold suppliers 

to account. 

Head of Business 

Intelligence 
1   

This is a core NTA role, unsuitable for continued outsourcing.  The ability 

to develop a sustainable team, maintain business knowledge and build 

project management expertise is curtailed by continued reliance on 

outsourced staff. 

ICT Manager or 

Equivalent 
  1 

The NGT and Customer contact consolidation strategic programmes are 

already in progress.  Any delay to the fulfilment of this staff need, could 

potentially impact the delivery timelines or expected outcome of the 

programme. 

Enterprise 

Architect 
1 

Due to the various on-going and upcoming strategic programmes, it is 

essential that there is a clear blueprint of how these programmes are 

integrated across all systems in the Authority. This role is required to lead 

this integration across all projects.  
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 Supporting Commentary 

ICT (Cont’d) 

ITS Technical 

Engineer - Leap 
1     

This role is require to support Leap Scheme operations including 

both mobile ticketing and youth cards. Recent progress would be 

lost if the current outsourced placement overseeing this project was 

lost or replaced.  

ICT Manager or 

Equivalent 
1   

The Travel Information Systems and Services strategic programme 

is at risk if the current outsourced role is not internalised. The loss of 

expertise would lead to significant delays in the delivery of the 

project and a reduction in the quality of service offered to the public.  

PMO 

Head of ICT 

Project 

Management 

1     

The internalisation of this role is requested in order to future proof 

against corporate knowledge loss and the enable the NTA to engage 

in succession planning and the ability to delegate decision making 

responsibility from a single point (Head of ICT/PMO). Internalisation 

of this role will reduce the overall risk associated with potential 

knowledge/skill obsolescence. 

Transport Planning, Investment and Taxi Regulation 

Public Transport Investment 

Senior Financial/ 

Management 

Accountant 

1    1 
A team of three is required to oversee the various projects being 

carried out by the Authority. Two outsourced placements are 

currently operated at capacity. The skills and expertise developed by 

this team must be retained to allow for the successful completion of 

these projects within their respective budgets. An additional 

outsourced placement will be required to assist the current team and 

manage upcoming programmes.  

Head of Capital 

Programme 

Office 

1 

Engineering 

Project Manager 
3 

Regional infrastructure programmes cannot proceed without the 

fulfilment of these roles.  The timing of the commencement of the 

regional programmes is likely to be staggered from the start of the 

Dublin project i.e. end of 2018. 

Procurement 

Engineer (Bus 

fleet) 

1 

This is a new capability for the NTA.  As part of the Bus Connects 

programme, there is an anticipated bus fleet expenditure of €70m - 

€90m per annum.  There is currently no in-house capability or 

support to deliver this responsibility. The procurement of bus fleet is 

deemed a future core capability of the NTA, beyond the lifetime of 

the programme, into an operations role. 

Taxi Regulation 

Contract 

Manager 
1 

Changes to regulations and the introduction of new responsibilities 

have led to a requirement for increased contract management 

capacity. There is insufficient capacity within the existing team to 

accommodate the new responsibilities. 

Integrated Strategic, Planning and Data Analysis 

Transport 

Planner 
3   

The current team capacity constraints result in the prioritisation of 

work to be completed.  This team receive a number of requests from 

local and regional authorities to oversee, and contribute to, transport 

development plans.  This activity cannot be supported without the 

additional headcount request.  This will result in poor development 

plans locally, and sub-optimal planning, with the risk of potential high 

costs of rectification in the future. 
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 Supporting Commentary 

Public Transport Services 

Public Transport Contracts 

Contracts 

Manager 
1   

The current role is being filled by an outsourced placement. The risk 

of losing these expertise and experience would lead to an ability to 

accommodate the Bus Connects programme as this role will 

oversee all contractual elements of this programme from the 

procurement process to the management of these contracts upon 

award.  

Contracts 

Assistant 
2 1 

The shortfall in capacity is currently being bridged through the use of 

outsourcing arrangements, which have been in place for a number 

of years. There is a risk that, over time, experience is lost, core 

competencies are diminished and there is a risk in the continuation 

of the BAU activity.  

The quality of performance management of contracts may be 

diminished as contract staff focus on the management of the 

functional contract requirements, rather than enhanced performance 

management 

Public Transport Regulation 

Licensing Officer 2 

The functional manager of this team has identified a number of 

operational difficulties that occur as a direct result of the current 

resourcing arrangements; including extension of timelines for licence 

application decisions and insufficient number of investigations 

executed. 

The high turnover of contract staff has been highlighted as a driver 

of the As-Is operational problems.  To reduce these issues, a 

permanent team, recruited through direct hires and internalisations,  

is required to allow for continuity of service and to build knowledge 

and expertise within the team, enabling faster processing times. 

Compliance 

Officer 
1 

Correspondence 

Officer 
1 

Transport Service Planning 

Transport 

Planner 
4 

The existing team has significant expertise and experience and 

should be retained to reduce the risk of knowledge loss and potential 

programme failure.  

The Service Planning Team need additional resources due to the 

expansion of responsibilities including the delivery of Bus Connects, 

the continued engagement with Local Authorities in progressing the 

design of new / enhanced town bus networks in medium and large 

towns, the on-going bus and rail service development in regional 

cities, the on-going needs identification and service design across 

the country where the market has failed to meet the need for 

transport, and continuous liaison with the Rural Transport 

Programme to review existing and develop new bus services. 

Finance 

Grant 

Administration 

and Accounts 

Payable 

Supervisor 

1 

The internalisation of this role is required for the administration of the 

Rural Transport Scheme. Without a specialised role, there is a 

significant risk that this scheme is not prioritised and puts the 

administration of the scheme in doubt.  
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 Supporting Commentary 

Public Transport Technology 

Ticketing Systems 

Junior IT Tester 2 

The internalisation of these roles is required to allow for efficient 

succession planning. These roles currently assist the Test Manager 

on various operational levels. Following on from this recruitment, 

additional work will be handed over to the team with an emphasis 

placed on the NGT strategic programme. The loss of these 

outsourced placements would result in significant knowledge and 

expertise loss.  

Leap Programme 

Manager 
1 

There is a requirement to constantly manage on-going changes 

within the leap environment. This would include but is not limited to 

equipment refresh. This role would also take on overall responsibility 

for change and incident management within the leap environment. 

There will also be additional work handed over from the NGT project. 

Both roles will support each other to allow for the successful 

management of the Leap programme. As the current ticketing 

systems transitions to NGT and Leap is wound down, these roles will 

continue into NGT operations..  

ITS Technical 

Engineer – Leap 
1 

Leap 

Compliance 

Manager 

1 

The current roles are filled through outsourced placements. Due to 

the importance of the Leap System to public transport services, it is 

necessary to internalise these role to minimise risks of data 

breaches and system failure. Planned improvements in the area of 

ticketing will be assisted with permanent roles which allow for long 

term planning. . As the current ticketing systems transitions to NGT 

and Leap is wound down, these roles will continue into NGT 

operations..  
Leap Tech 

Engineer 
1 

Service Delivery 

Manager 
1 The current system, and planned upcoming systems such as NGT 

and Mobile Ticketing, require the internalisation of key roles to 

manage, operate and proactively react to potential issues with the 

system to ensure minimal disruption to services and to the public. 

Planned improvements in the area of ticketing will be assisted with 

permanent roles which allow for long term planning. The current 

outsourced placements have been in place within the Authority for a 

number of years. The internalisation of these roles will retain key 

resources with the skills and expertise required to manage and 

operate the planned improvements to the current ticketing systems.  

 

Change/ Incident 

Manager 
1 

Operations/ Tech 

Engineer 
1 

Operations 

Project 

Administrator 

1 

Contracts/ 

Vendor 

Management 

1 

The current role is being filled by an outsourced placement. The risk 

of losing these expertise and experience would lead to an ability to 

accommodate the Bus Connects programme as this role will oversee 

all contractual elements of this programme from the procurement 

process to the management of these contracts upon award.  

AFC Business 

Analyst 
1 

Due to the specificity of this role and the skills/ knowledge 

associated with the area of automatic ticketing, the loss of the 

current outsourced placement would lead to delays in programme 

delivery, a reduction in the quality of service provided to the public 

and potential long-term project failure where a suitable external 

candidate could not be recruited.  The internalisation of this role 

embeds this function in the long-term planning strategy for Ticketing 

Systems and allows the systems advance along with technological 

improvements.  
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 Supporting Commentary 

Technology Services Group 

Systems 

Engineer 

Manager 

1 

The NTA relies heavily on various tools such as ICT systems, 

interfaces and data management to support internal and external 

applications such as DMS, scheduling, licensing management and 

asset management. As such, this role is critical to ensure that 

systems are delivered cohesively and in line with an agreed 

Technology Strategy.  

Test Manager 1 There is an over-reliance on outsourced placements in the 

Technology Services Group as the team is completely resourced 

through outsourcing. The team is dedicated to on-bus automated 

vehicle location technology which is used for various systems to 

improve transport planning and customer experience. If these roles 

are not internalised there is a significant risk that specific expertise 

and knowledge will be lost which will result in delays to project 

delivery and a reduction in the quality of service offered.  

Test Technician 1 

Data Analyst 1 

The volume of data being generated, manipulated and displayed to 

the public is such that the NTA requires specific data analyst 

resources. On top of this, the data is used to manage contracts, 

scheduling, licensing, asset management etc. The risk is that the 

data will grow out of control rendering it difficult to use and not fit for 

purpose. 

Business 

Analyst 
1 

In advancing a revised on-bus strategy and back office consolidation 

of Automatic Vehicle Location systems, this role will manage not 

alone the business requirements of the NTA and the Transport 

Operators but will ensure that both the Technology Services Group 

and Ticketing Systems planning is closely aligned given the future 

likely convergence of these technologies. In order to realise the 

potential of the investment in technology a Business Analyst will look 

to its application within Business Units to work on Business Process 

Improvement in conjunction with technology initiatives to maximise 

the return to the NTA. The specificity of skills required for this role 

currently does not exist with the NTA.  
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 Supporting Commentary 

Finance and Corporate Services 

Finance 

Senior Financial/ 

Management 

Accountant 

1     
There is a risk of losing capability and knowledge, by maintaining this 

current role in an outsourced capacity. The internalisation of these role 

allows for efficient running of the finance function in the Authority Accounts Payable/ 

Receivable 

Supervisor 

1     

Head of PSO 

Finance 
1     

The PSO Bus Markets Opening programme remains one of the key 

strategic programmes within the Authority. The completion of this project 

requires strict financial controls. There is a risk of losing capability and 

knowledge, as well as the potential failure of a key strategic programme 

by maintaining this current role in an outsourced capacity.  

Corporate Services 

Facilities and 

Office 

Administrator 

1     

Due to a significantly increased headcount, the internalisation of this role 

is required to allow for the effective administration and maintenance of 

the Authority’s four office locations. 

Customer Experience 

CX Project 

Manager – Web 

and Social Media 

1     

Due to the increased requirement to maintain online platforms and 

applications, there is a requirement to internalise this role for the on-

going development and maintenance of the Transport for Ireland website 

and online applications such as Journey Planner and Real Time 

Passenger Information.   

CX 

Communications 

Officer 

1 

This role is required for the promotion of new and existing Public 

Transport Services. The internalisation of this role allows for Public 

Transport services to compete with private operators and ensures the 

public are aware of the new services being offered by the Authority.  

Office of CIO 

ICT 

ICT Manager or 

Equivalent 
1     

The Corporate Services offering requires technical IT support to correctly 

function. This role is currently being performed by an outsourced 

placement. The loss of this individual would lead to significant reductions 

in the quality of service provided to these customers.  

Cyber Security 

Advisor 
1     

The substantial increase in potential online crime leads to a constant 

requirement for stern security to avoid potential data breaches and 

hacks. The internalisation of this role reduces the risk of any cyber 

attacks due to the level of skill and knowledge of the Authority’s systems 

which the current outsourced placement has.  

Phase 3 Staffing Requirements 
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 Supporting Commentary 

ICT (Cont’d) 

Deputy CIO and 

overall head of 

ICT Management 

1   

This is a core NTA role, unsuitable for continued outsourcing.  The 

ability to develop a sustainable team, maintain business knowledge 

and build project management expertise is curtailed by continued 

reliance on outsourced staff. To ensure the longevity of this team 

there is a requirement to hire experienced staff to effectively meet 

the deadlines of the various on-going strategic programmes.  Head of Security 1 

Data Protection 

Manager 
1 

This role is mandatory based on data protection roles. As the role 

would not require a full-time resource, an outsourced placement is 

sufficient to take ownership of the data protection requirements for 

all systems and business areas.  

Head of Quality 

Assurance 
1 

Quality assurance is a key factor in the delivery of the various 

strategic programmes. This role will include oversight of quality of 

design, quality of code, quality of testing and quality of 

documentation. This will allow for a quality service to be provided to 

customers without an onerous need for error fixing and potential 

service failures.  

PMO 

ICT Senior 

Project Manager 
4     These are core NTA roles, unsuitable for continued outsourcing.  

The ability to develop a sustainable team, maintain business 

knowledge and build project management expertise is curtailed by 

continued reliance on outsourced staff. 
Deputy Head of 

Project 

Management 

1   

Transport Planning, Investment and Taxi Regulation 

Taxi Regulation 

Business 

Analyst 
1   

This programme can be delivered with additional IT support.  The 

consequence of non-fulfilment is that there is insufficient capacity to 

accommodate new features or unforeseen legislative changes. 

Senior Taxi 

Licensing 

Manager 

1   
Existing roles fulfilled by outsourced staff.  Transfer to NTA direct 

employees will reduce the risk of knowledge loss and stabilise the 

team, where taxi regulation and system knowledge is complex and 

incurs a lengthy up-skilling time. Taxi Licensing 

Manager 
1   

Transport Modelling 

Transport 

Modelling Junior 

Consultant / 

Engineer 

3 

This team is highly reliant on the provision of support by a managed 

service team. This limits the options for internal succession planning, 

exposes the tea to corporate knowledge loss and risk the long term 

success of a number of strategic programmes.  
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 Supporting Commentary 

Public Transport Services 

Public Transport Contracts 

Performance and 

Compliance 

Analyst 

2 

Significantly more effort is being deployed in managing transport 

operator performance, analysing areas of underperformance and 

developing strategies for improvement.  

Additionally, these roles will assist with various areas such as 

transport planning and customer experience .  

Rural Transport 

Rural Transport 

Assistant 

Manager 

1 

Significant growth in the rural transport programme has been 

experienced and is anticipated to continue into the future. The 

enforcement of GDPR compliance for the rural transport operator 

has stretched resources within the department.  In addition, auditing 

responsibilities including the management of the audit programme 

and associated outcomes will be managed by this team.  There is a 

high risk of non-compliance of rural transport operators where 

sufficient capacity is not in place to deliver the focussed auditing 

programme. 

Finance 

Accounts 

Payable Officer 
1 

The internalisation of this role is required for the administration of the 

Rural Transport Scheme. Without a specialised role, there is a 

significant risk that this scheme is not prioritised and puts the 

administration of the scheme in doubt.  

Public Transport Technology 

Technology Services Group 

Test Technician 1 

There is an over-reliance on outsourced placements in the 

Technology Services Group as the team is completely resourced 

through outsourcing. The team is dedicated to on-bus automated 

vehicle location technology which is used for various systems to 

improve transport planning and customer experience. This role will 

assist the internalised roles from phase 2 and will allow for long-term 

planning and increased productivity from the team.  

Business 

Analyst 
1 

In order to realise the potential of the investment in technology a 

Business Analyst will look to its application within Business Units to 

work on Business Process Improvement in conjunction with 

technology initiatives to maximise the return to the NTA. 

Network Support 

Technician 
1 

The current ICT infrastructure support covers multiple locations, 

applications and communications links. This resourced is critical to 

various operations. Currently provision of support and enhancement 

of this network rests solely with outsourced staff. The loss of this 

outsourced placement would leave the NTA exposed to knowledge 

and expertise loss which would impact a number of strategic 

programmes.  
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 Supporting Commentary 

Technology Services Group (Cont’d) 

GIS Developer 1 

Geographical Information systems is an integral part of various 

programmes as the vast majority of data that is consumed and used 

by the Technical Services group is location based. A specific 

resource would allow for this information to be effectively used to 

improve planning and the delivery of strategic programmes.  

Technical 

Support Officer 
1 

Due to increased operations , there is a requirement for a general 

technical support officer who can deal with general support queries 

across all of the interfaces with the Operators involved in the BMO 

project.  



Appendix 2 



Phase 2/ Phase 2 Strategic Resourcing Review|  National Transport Authority | June 2019   

109 

Director Group Phase Original Submission  New Submission Total 

F & CS P2 4 17 +13 

  P3 4 6 +2 

CIO – PMO/ ICT P2 3 8 +5 

  P3 6 11 +5 

PTS P2 7 13 +6 

  P3 11 4 -7 

PTT P2 5 17 +12 

  P3 0 5 +5 

CAP P2 9 11 +2 

  P3 7 6 -1 

Total   56 98 +43 

It is important to note that whilst the main movement versus the original submission is driven by the enhanced focus on the 

internalisation of currently outsourced roles, there have been some other changes to roles in each Director Group. Some of the 

original roles are no longer required and some changes to the sourcing of staff has occurred.  

 

The original Submission by Director Group has been restated to reflect the new organisational structure and to facilitate a direct 

comparison between the original and updated submission.  

Figure 77 below outlines the changes between the original submission submitted to DTTAS in 2018 and the roles required as 

per this submission.  

 

Changes to Submission 

Updates to P2/ P3 

Submission Vs. Original 

Submission 

Figure 77 
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