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Currently, the Secretariat of the Senate employs four categories of personnel:
1) Ordinary Parliamentary Officials, 2) General Parliamentary Employees, 3) Outsourced
Contractors for Legislative Support, and 4) Permanent Employees, for which no further
recruitment is conducted. Personnel recruitment is the beginning of human resource
management, as the quality of personnel recruited into the organization directly
impacts the performance efficiency and the credibility of the organization in the long
term. Therefore, recruitment at the Secretariat of the Senate does not merely aim to
acquire individuals with knowledge and competence required for specific positions, but
also takes into account professionalism, morality, and an understanding of the
parliamentary context.

Recruitment of parliamentary staff must adhere to the Merit System, primarily
through two methods: 1) Examinations, and 2) Selection, which is applied in cases of
recipients of King’s Scholarships, government scholarships, or parliamentary
scholarships who have completed their studies abroad. Recruitment at the Secretariat
of the Senate focuses on recruiting individuals possessing knowledge, competence,
professionalism, political neutrality, morality, ethics, and an understanding of the
parliamentary context to support the Senate’s duties in legislative, academic,
committee, and other related missions, as well as preparedness for future changes in
the parliamentary working context. Recruitment based on merit principles leads to the
design of recruitment processes expressing "Fairness by Design" from the outset. By
establishing clear rules, methods, and evaluation standards, the processes reduce
opportunities for bias and unnecessary discretion, and provide traceable evidence and
data, thereby building confidence among applicants, internal personnel, and
stakeholders.

In employment examinations for the Secretariat of the Senate, an official
recruitment announcement is issued clearly specifying positions, number of vacancies,
applicant qualifications, rules, and conditions to ensure that applicants receive equal
opportunities under the same criteria and that examination processes can be inspected
transparently and equitably. It can be said that the core of the Secretariat of the

Senate’s practices is connecting organizational needs with personnel qualifications and



competencies. Recruitment begins with considering the missions and positions for
which the organization requires workforce—that is, planning and managing workforce in
both quantitative and qualitative terms to align with organizational missions and
directions. This covers workforce allocation, succession planning for key positions upon
civil servant retirements, and workforce preparation for the Digital Parliament.
Subsequently, qualifications and standards suitable for the positions are established
prior to the examination process according to the defined criteria.

The determination of applicant qualifications is grounded on standards of
knowledge, competence, skills, and competencies necessary for each position, in
addition, qualifications are also updated to align with changing missions and operational
contexts. Furthermore, diverse evaluation methods are utilized including written
examinations, practical tests, and interview examinations to comprehensively assess
applicants’ knowledge, competence, skills, capabilities, morality, and suitability.

The Secretariat of the Senate has established a proactive recruitment system
within its Human Resource Management Strategy, which can be categorized into 5
approaches: 1) Public relations and organizational image, such as outreach to
educational institutions; 2) Employment model transformation, shifting toward more
legislative service outsourcing; 3) Development of recruitment models and criteria to
attract competent and ethical individuals; 4) Improvement of job characteristics,
remuneration, benefits, and the integration of technology into operations; and 5)
Enhancing capacity and competency of internal personnel.

Following the recruitment process in which candidates suitable for the positions
has been announced, individuals appointed to work at the Secretariat of the Senate
must undergo a trial period of official service and receive continuous development.
Moreover, they are evaluated according to established criteria in order to bring the
evaluated results into consideration for Individual Development Plans (IDP) between
the personnel and their supervisors. The plan aims to address areas for improvement,
strengthen positive attributes, enhance skills and competencies, and prepare for career

advancement. Thus, the concept of personnel recruitment does not focus solely on



employing an individual but also bridges readiness and professionalism building for
personnel after appointment.

In summary, the best practices for personnel recruitment at the Secretariat of
the Senate are not limited merely to examinations and selection, but also encompass
the recruitment system design based on merit, transparency, accountability, and
alisnment with parliamentary missions and standards to strengthen Parliament in the
long term. Moreover, in the context of technological and digital transformation, it is
necessary for the requirement to include the capability to efficiently apply technology
and Artificial Intelligence (Al) to support data analytics, workforce planning, and
recruitment process management.

"For the Secretariat of the Senate, recruitment is not merely a process of filling
vacant positions, but an institutional investment based on the merit system to
build professional, capable, and ethical parliamentary personnel serving as a vital

foundation for a strong and future-ready Parliament."



