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1. Introduction 

Parliamentary staff are an essential part of the institutional capacity of any Parliament. While 

Members are elected or appointed for particular terms, parliamentary staff provide the continuity, 

professional expertise and institutional memory required for Parliament to discharge its legislative, 

oversight and representative responsibilities. 

For this reason, recruitment in Parliament should not be viewed simply as an administrative 

exercise for filling vacant posts. It is fundamentally an exercise in institution-building. 

This is particularly important because Parliament is not an ordinary public institution. 

Parliamentary staff work in a political environment, serving Members from different political 

affiliations, while themselves being expected to remain politically neutral, impartial and 

professionally independent. 

This communication shares the Tanzanian experience, focusing on the evolution of our 

Parliamentary Service, how recruitment is conducted in practice, the principles that guide the 

process and the lessons and opportunities for further strengthening. 

2. The Evolution of Parliamentary Service in Tanzania 

The development of parliamentary staffing in Tanzania has evolved alongside the changing role 

and character of Parliament itself. For many years, parliamentary staffing was closely linked to the 

wider Public Service, with Parliament relying to a significant extent on officers who were seconded 

or transferred from Government service. 

A significant change in Tanzania's political and institutional environment occurred with the 

reintroduction of the multiparty political system in 1992, followed by the return of a multiparty 

Parliament after the 1995 General Election. This created a changing institutional environment in 

which Parliament had to serve Members from different political parties while maintaining 

professional impartiality and institutional continuity. 

An important institutional milestone followed in 1997, when Parliament enacted the Parliamentary 

Services Commission Act, No. 14 of 1997. The Act formally established the Parliamentary Service 

and the Parliamentary Services Commission. 

The 1997 legislation was particularly significant because it provided a distinct institutional 

framework for parliamentary staffing. It also contained transitional arrangements for officers 
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already serving in the National Assembly, including provisions concerning their movement into 

the Parliamentary Service or back to the Civil Service. 

This marked an important stage in the development of a distinct Parliamentary Service, separate 

from the ordinary Civil Service framework. 

The framework was subsequently strengthened through the National Assembly (Administration) 

Act, 2008, which repealed the 1997 Act and continued the Parliamentary Service as a distinct 

service responsible for providing legislative and administrative support to the National Assembly, 

Parliamentary Committees and Members. 

The historical lesson is therefore important: as Parliament evolved, so did the need for a 

professional Parliamentary Service capable of providing specialised, impartial and continuous 

support to the institution. 

3. How We Approach Recruitment in Practice 

In Tanzania, recruitment is conducted through a structured and competitive process involving the 

Public Service Secretariat recruitment platform and the Parliamentary Service Commission. 

The process begins with the advertisement of vacant positions through the Public Service 

Secretariat recruitment platform, through which interested candidates submit their applications. 

Following the submission of applications, the Parliamentary Service Commission, under the 

coordination of the Clerk of the National Assembly, takes over the selection process. 

Candidates are initially subjected to a written interview, which provides an opportunity to assess 

their knowledge and competencies relevant to the positions for which they have applied. 

Candidates who successfully pass the written stage proceed to an oral interview, where their 

competencies and suitability for the respective positions are further assessed. 

Following completion of the selection process, successful candidates are announced through the 

Public Service Secretariat recruitment platform. 

This process provides a structured mechanism through which candidates are subjected to 

competitive assessment before appointment. 

It also demonstrates that Tanzania is not starting from zero. Important elements of competition, 

merit and competency-based assessment are already embedded in our recruitment process. 
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The opportunity before us is therefore to continue strengthening these elements so that the 

recruitment process responds effectively to the evolving needs of Parliament. 

4. What Do We Mean by “Recruiting for Excellence”? 

For us, recruiting for excellence means moving beyond the question: “Does this candidate have 

the required qualification?” to the broader question: 

“Does this candidate have the capability, integrity and professional attributes required to perform 

this parliamentary role effectively?” 

Formal qualifications remain important, but they are only one part of the assessment. 

For instance, a parliamentary lawyer needs legal knowledge, but may also require the ability to 

analyse legislation, provide impartial advice and work within parliamentary procedures. 

A committee clerk needs administrative knowledge, but also requires procedural understanding, 

drafting ability, judgement, confidentiality and the ability to support Members objectively. 

A researcher needs academic qualifications, but must also demonstrate analytical skills and the 

ability to provide timely, accurate and policy-relevant information. 

Beyond technical competence, parliamentary staff require professional maturity and resilience. 

The parliamentary environment can involve significant pressure arising from political debate, 

competing views and the demands of elected Members. Staff must therefore be able to work 

effectively under pressure while remaining professional, impartial and committed to the principles 

of confidentiality and institutional neutrality. 

This leads to a simple principle: 

“Assessment should resemble the work.” 

Where appropriate, recruitment should therefore use written exercises, practical tests, competency-

based assessment and structured interviews to establish whether candidates can actually perform 

the work for which they are being recruited. 

5. Five Principles Guiding Parliamentary Staff Recruitment 

Our experience suggests that five principles are particularly important. 

First, merit and competence. Recruitment should be based on qualifications, experience, 

competencies and attributes relevant to the position. 
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Second, political neutrality and professional impartiality. Parliamentary staff serve the institution 

and all Members. Their professional work should not be determined by political considerations. 

Third, transparency and fairness. Vacancies should be openly communicated, requirements should 

be clear, and candidates should be assessed through consistent and defensible procedures. 

Fourth, equal opportunity without discrimination of gender, disability or any other form. 

Recruitment should provide fair access and avoid unnecessary barriers, while enabling Parliament 

to benefit from a diverse and capable workforce. 

Fifth, integrity and accountability. Recruitment decisions should be properly documented, 

explainable and capable of review. This strengthens confidence in the process while protecting 

professional independence. 

6. From Filling Vacancies to Planning for the Future 

One of the lessons emerging from our experience is that recruitment should begin before the 

vacancy is advertised. 

Parliamentary institutions operate in an environment of continuous change. Legislative 

responsibilities evolve, oversight becomes more sophisticated, technology transforms 

parliamentary processes, and new demands emerge in areas such as research, information 

management, cybersecurity, finance and administration. 

Workforce planning should therefore identify not only the posts that are vacant today, but also the 

capabilities Parliament is likely to require tomorrow. 

This requires a stronger connection between workforce planning, the Scheme of Service, job 

descriptions, institutional priorities and emerging professional requirements. 

The objective is to ensure that Parliament is not simply replacing staff who have left, but is 

deliberately building the capabilities it will need for the future. 

7. Recruitment Does Not End with Appointment 

Another important lesson is that recruitment should be understood as a continuous cycle. 

Appointment is followed by probation, performance assessment and confirmation. Probation 

provides an opportunity for both the institution and the employee to determine whether the 

individual can effectively perform the responsibilities of the position and meet expected standards. 
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But even confirmation should not mark the end of the process. 

New staff need induction into parliamentary procedures, institutional values, confidentiality 

requirements, ethics and political neutrality. They also need opportunities for continuous 

professional development, mentoring, coaching and career progression. 

In this sense: 

“Excellence begins with who we recruit, but it is sustained by how we develop, support and retain 

them.” 

8. Way Forward 

Our experience shows that parliamentary recruitment must continuously adapt to changing 

institutional needs. 

Comparative experience from other Parliaments can provide useful lessons in areas such as merit-

based recruitment, competency assessment, professional impartiality, inclusion and staff 

development. However, such experience is most useful when treated as a source of lessons rather 

than models to be copied. 

For Tanzania, several areas provide opportunities for further strengthening. 

First, workforce planning and role design should become increasingly connected to Parliament's 

long-term institutional requirements. 

Second, merit-based and competency-oriented assessment should continue to be strengthened, 

particularly for specialised parliamentary functions. 

Third, transparency, documentation and consistency in recruitment processes should continue to 

be strengthened. 

Fourth, safeguards supporting professional independence, integrity and political neutrality should 

be reinforced. 

Fifth, recruitment should be more clearly connected to induction, professional development, career 

progression and retention. 

Finally, Parliament should strengthen institutional learning so that experience from its own 

recruitment exercises, together with useful lessons from other Parliaments, can inform continuous 

improvement. 
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9. Conclusion 

The Tanzanian experience demonstrates that parliamentary staff recruitment is much more than 

filling vacant positions. 

It is an important mechanism through which Parliament builds its institutional capacity, protects 

continuity and develops the professional expertise required to discharge its constitutional 

responsibilities. 

Our experience also suggests that excellence cannot be achieved through recruitment rules alone. 

It requires the combination of merit, competence, neutrality, transparency, equal opportunity, 

integrity, effective assessment and continuous professional development. 

The central lesson is simple: 

“The quality of parliamentary service begins with the quality of the people recruited to provide it.” 

And therefore: 

“Recruiting for excellence is ultimately about investing in Parliament itself.” 


