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A Hiring Plan
	The implementation of change in the business entails diverse transformations. One of the alternations that may accompany the process is hiring new employees to handle new tasks. Given that employees are vital determinants of the success of the company, it is important to hire the right person. This is especially true when a new employee is to handle a new role in the organization. As such, it is important for the hiring manager to create a hiring plan that would enable him to hire the employee who would fit in the role and the organizational goals. This paper is a description of a plan created for hiring a new employee to occupy the position of an IT technician in support of a recent change in the organization. 
	The first item on the hiring plan is the job description. The description acts as a guide when aligning the qualifications of the potential employees with the role, as well as the company’s goals. The key elements in the job description include the job title, responsibilities, protocol, minimum entrance requirements, and other desirable requirements among others (hr.ucr.edu). The next item in the hiring plan is the job category or classification. Subsequently, the job would be advertised for eligible applicants to apply. According to Rivera (2012), the announcement should capture details such a responsibilities, minimum requirements, preferred qualifications among others.
 	Based on the collaborative organizational culture, the hiring process will consider the organizational-fit. The personal-task fit focuses on the employee’s ability to perform the responsibilities of the particular position in the organization. On the other hand, the organizational fit aligns the employee not only to the particular position but to the organizational culture and goals (Daley, 2012). As such, this hiring plan prefers an organizational fit employee due to factors such teamwork, departmental collaboration, and homogeneity within the organization. 
	The hiring process will be guided by four criteria. The first criterion is the job-specific skills and expertise. Notably, the right candidate must have the required know-how to effectively handle the responsibilities listed in the job description. For instance, besides the possession of an IT degree, the suitable candidate should hold experience in areas such as networking, programming among others. This would be a proof of the expertise level of the candidate. The next criterion is job non-specific skills and competence (Kumari, 2012). This criterion entails elements such as familiarity with the organizational culture, organizational skills, and communication skills. Also, under this criterion, the candidate will be required to be conversant with rules, regulations, and laws that apply in the IT field and other collaborative fields in the organization. 
	The third criterion will focus on personal attributes. This will cover factors such as self-motivation, well-groomed appearance, and the ability to work efficiently solely, in a team or even as a team leader. Other attributes under this criterion may include the willingness to travel or work odd hours. Also, the character of the candidate will be assessed under this criterion. The fourth criterion is the compensation. While this may be ignored, it is a vital element in the hiring process. According to Kumari (2012), hiring a candidate who is not comfortable with the package could mean poor results and lack of motivation. As such, before the hiring, both the employer and the employee must agree on a justifiable package from both sides.
	The hiring plan will consist of various selection techniques. The first technique that will be applied is the lead-up screening. This will be achieved by screening the resumes of the applicants in order to select the qualified applicants. The preliminary screening interview would be useful in reducing the selection to the candidates who meet the minimum requirements based on the set criteria (Rivera, 2012). The second technique would be a phone interview. This interview is a preparatory step of confirming whether the candidate is still interested in the job before organizing for a face to face interview. The interviewer can also assess whether the candidate has the requisite qualifications and skills through the phone interview. The successful candidates are then invited for the in-pesron interview.
	The in-person interview is conducted by a panel of interviewers who evaluate the candidate based on the four criteria. At this stage, marks are awarded and a couple of the most successful candidates are selected for the next selection stage. In the subsequent technique, the compliance of the candidates to the organizational culture is assessed and the selected candidates proceed to the vetting stage where the most qualified candidate in all the areas is selected (Daley, 2012).
	After the employee is hired, he/she would be placed on a three months probation period. Failure to meet the outlined responsibilities, organization compliance rules or adhere to the organizational culture would render the employee being declared unfit for the organization and hence his/her removal.
	In conclusion, hiring an employee requires planning. For the IT position, the plan entailed hiring a person-organizational fit based on four criteria. The selection techniques included preliminary screening, phone interview, in-person interview, cultural selection and finally the vetting stage. During the three months of work, the employee would be assessed to ensure he meets the laid down responsibilities effectively while conforming to the organizational compliance and cultural regulations. Failure to meet these requirements would lead to the removal of the employee
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