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ABSTRACT: The quiet hiring approach, which aims to evaluate the existing human resource potential in the
internal environment without turning to external resources, is characterized as a brand new employment policy
in human resource management. This study aims to examine the interaction of quiet hiring with the concepts of
stakeholders, career management and nepotism. In this qualitative study, data were collected through literature
review and the findings were analyzed through conceptual analysis method. At the end of the research, it is seen
that the interaction between stakeholders and the concept of quiet hiring is comprehensive, not only for
employees but also for managers, competitors, customers and many other stakeholders. In the context of career
management, the processes of mobilizing internal environmental resources came to the fore. It is noteworthy
that nepotism should be handled positively. For this reason, it is considered important for businesses to prioritize
their own employees and to build this phenomenon on talent and merit.
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Arastirma Makalesi

YENILIKCi iSVEREN EGiLiMi SESSiZ iSE ALMANIN PAYDASLAR, KARIYER
YONETIMIi VE NEPOTIZM iLE ETKILESIMIi

0z: Dis kaynaklara yénelmeden, i¢ cevrede var olan insan kaynagi potansiyelini degerlendirmeyi amaclayan sessiz
ise alma yaklasimi, insan kaynaklari yénetiminde yepyeni bir istihdam politikasi olarak nitelendirilmektedir. Bu
arastirma sessiz ise alma olgusunun paydaslar, kariyer yonetimi ve nepotizm kavramlari ile arasindaki etkilesimini
irdelemeyi amaclamaktadir. Nitel arastirma yonteminin kullanildigi calismada literatlr taramasi tizerinden veriler
toplanmis ve elde edilen bulgular kavramsal analiz metodu ile irdelenmistir. Arastirma sonunda paydagslarla sessiz
ise alma kavrami arasindaki etkilesimin genis kapsamh oldugu, sadece calisanlar icin degil yoneticiler, rakipler,
musteriler gibi pek ¢ok paydasla etkilesimin olabilecegi goriilmektedir. Kariyer yénetimi baglaminda i¢ cevre
kaynaklarini harekete gecirme siiregleri 6ne ¢ikmistir. Nepotizmin ise pozitif olarak ele alinmasi gerekliligi dikkati
cekmektedir. Bu nedenle isletmelerin kendi ¢alisanlarini dncelikli gérmesi, yetenek ve liyakat (izerine bu olgunun
kurgulanmasi 6nemli gérilmastar.
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INTRODUCTION

In the post-modern world we live in, human resources continue to maintain their
strategic importance for businesses. Gratton's (2021) research with a large number of
managers from different businesses revealed that the most important problems encountered
in business life are finding, recruiting and retaining high-performing employees. This is
supported by the fact that job vacancies in the US exceeded 11 million and businesses
announced that they had difficulty in filling employee vacancies (Harvard Business, 2024). In
this context, Houghton (2022) highlights the importance of human resources by emphasizing
the efforts of the world's leading businesses to reduce turnover rates and retain existing
employees. In a world where it is costly and difficult to find qualified employees, the concept
of quiet hiring both brings an alternative approach to silence trends in business life and
undertakes a task that redesigns the processes in human resources management. Since it is a
new concept, it is important to clarify and understand the concept of quiet hiring, which is
rapidly gaining a place in the business world and scientific field, in order to manage its effects
on businesses and employees in the future and to take the right steps in research. In addition,
this study is also valuable in terms of originality as the issue is addressed in the context of
stakeholders, career management and nepotism. In the conceptual framework, firstly, the
phenomenon of quiet hiring is mentioned. Then, stakeholders, career management and
nepotism are discussed.

Conceptual Framework
1. Quiet Hiring

While quiet quitting was just beginning to be accepted in the literature, the concept
of quiet firing, which refers to the negative reactions of businesses to employees with this
tendency, entered the business world. Businesses have developed this managerial reaction in
order to cope with the problematic work environments created by reluctant employees
(Anand et al., 2023). In quiet firing, which is applied in order to protect employees with high
performance and business efficiency, the tendency in this direction is provided even if the
employee is not actually dismissed from the job. For this purpose, managers deny employees'
leave requests, do not increase wages, increase the workload, do not allow breaks, and go
beyond working hours (Vohra, 2022). Although quiet firing may seem like a solution in the
short term, it can be a problematic approach in the long term due to the loss of existing human
resources and recruitment costs. Therefore, organizations need to develop new managerial
employment policies. Quiet hiring is a new employer trend that emerged from the idea of
protecting existing employees and their skills (McRae et al.,, 2023). It is expressed as a
resolutive employment policy in which businesses support and strengthen qualified
employees and try to re-include employees who have lost touch with the process. The starting
point of this approach, which enables recruitment to be carried out quietly within the
organization without reflecting on the external environment and stakeholders, is to avoid
losing existing human resources and to solve the need for labor force without outsourcing.
According to Byrnes (2024), quiet hiring is a practice that puts all recruitment processes under
the radar. Accordingly, talent scouting, compensation, promotions, performance appraisal,
training and motivation practices gain importance. Quiet hiring is a process that adopts speed,
flexibility, effective communication, analyzing the skills and expectations of promising
employees, while maintaining a stable number of employees. Considered one of Gartner's key
workforce movements for 2023, quiet hiring is defined as an approach that can radically
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change traditional strategies (Euronews, 2024). For this reason, it is stated that many
businesses resort to quiet hiring as a precautionary measure for quiet firing and quiet quitting
(Houghton, 2022). According to Harvard Business (2024), addressing human resource
shortages without increasing the number of employees can be solved by reallocating talent.
This approach, which takes into account not only organizational goals but also individual goals,
leads to positioning employees in accordance with their expectations and benefiting from the
influence of qualified leaders among employees. In the quiet hiring process, employees are
secretly monitored by human resources. Managers receive reports on employee performance.
Talented candidates who are accepted by everyone are prioritized in the process. Thus,
employees are evaluated while they are already at work (Yikilmaz, 2022). Quiet hiring is an
important step to improve the work-life balance of employees whose professional life is
limited and to protect them against burnout (Campton et al. 2023). Harter (2022) emphasizes
that the solution can be possible with a constructive approach by stating that employees who
feel ignored in this context will eventually stop caring about their businesses and
organizational goals.

In a world of rapid change and uncertainty, the accessibility of human resources
requires organizations to be able to provide strategic responses to the environment (Oliver,
1991). In this context, Pfeffer and Salancik (1978) developed the Resource Dependence Theory
based on Emerson's (1962) assumptions about power and exchange (Casciaro and Piskorski,
2005). This theory deals with the stable and secure supply of resources. In order to achieve
stability in resource flow, businesses try to eliminate uncertainties and strive to put
themselves in a strong position in terms of resources. For this purpose, it is necessary to
develop effective strategies and tactics in all processes related to resources (Davis and Cobb,
2010). In this context, the phenomenon of quiet hiring, in which businesses turn to their
existing employees for human resources and develop strategies to use human resources more
effectively, can be associated with resource dependency. It is emphasized that businesses can
solve their dependence on human resources with their own internal potential and the
importance of effective positioning of existing employees.

2. Stakeholders

Businesses are open systems in dynamic relations with their environment. Based on
this assumption, stakeholder theory, which questions their interaction with both internal and
external actors, states that businesses that cannot manage this process well cannot exist and
succeed (Dmytriyev et al. 2021: 1444). In the stakeholder theory, the foundations of which
were first laid in the works of Adam Smith, it was emphasized that the expectations of the
parties affecting the business should be met both economically and morally (Garriga and Mele,
2004: 55). In the stakeholder approach, which includes multilateral benefits and tries to
balance these benefits, decision-making and implementation are carried out in line with the
principles of justice, equality and respect (Harrison and Wicks, 2021: 407). In the approach,
there is a philosophy that cares about each stakeholder and takes into account their wishes
and needs. Thus, it is argued that business objectives can be realized (Joyce, 2005). According
to Freeman (1984: 25), stakeholders and strong relationships with them have significant
contributions to the process of achieving organizational goals. Stakeholders are groups that
are important for the survival of the business and that need to be actively and continuously
supported. Primary stakeholders that directly affect the business include shareholders,
suppliers, employees, distributors and customers, while groups that indirectly affect the
business include groups such as government, media, non-governmental organizations
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(Mahon, 2002: 429). The process of managing stakeholder relations includes steps such as
anticipating risks, assessing opportunities, balancing perceptions of values and interests,
ensuring maximum cooperation between the parties, using the right strategies to actively
build relationships, and solving stakeholder problems (Harrison and Wicks, 2021: 408).

3. Career Management

High-performing employees have great added value for businesses that want to be
organizationally successful (O'Boyle and Aguinis, 2012). However, it is not easy to find these
employees, to include them in the organization and to strengthen the sustainable business
relationship. At this point, the phenomenon of career management comes to the fore. The
concept has emerged in order to retain employees in a world where business expectations
have increased, the value given to professional goals has increased, competition has become
harder, the economy has slowed down and promotion opportunities have decreased (Cascio,
1992: 302). It is defined as a set of activities that plan and implement the progress of
employees in business life (irmis and Bayrak, 2001). In another definition, career management
is expressed as the process by which organizations support employees in achieving their
career goals (Erdogmus, 1999). It has two dimensions that concern both the individual and the
organization (Simsek, 1998: 336). The aim of individual career management is to address what
people need to do to achieve their work-related goals. Organizational career management
includes human resources activities that are valid from the first day an individual starts their
working life until their retirement. These activities include many topics from selection and
placement to promotion and training, from compensation to performance evaluation (Noe,
1999). The activities within career management are similarly divided into two. In this process,
which includes career planning and career development, planning includes decisions and
proposals for the future. Career development, on the other hand, consists of activities and
programs that ensure progress in professional life. These practices, which are carried out to
influence the career direction and progression of human resources and to increase capacity,
are carried out formally in enterprises (Glueck, 1985: 145).

4. Nepotism

In a world where competition is increasing rapidly, one of the important issues that
provide competitive advantage to businesses is qualified labor force (Ombando, 2018: 474).
Nepotism, which is one of the important barriers for qualified employees to work in
businesses, refers to an understanding that prioritizes people who have close ties for various
reasons, not deserving people. The concept, which constitutes a violation in terms of business
ethics, supports irregularities and abuses (Dana and Dienhart, 2007: 163). The concept is
defined by Biite (2011: 179) as the assignment of employees in business life based on concepts
such as favoritism, torpil, nepotism instead of the principle of merit. In his research, Diiz (2012)
examined nepotism in organizations in three dimensions: favoritism in recruitment, favoritism
in transaction processes and favoritism in promotion. Nepotism in the recruitment process
can occur in job interviews and exams. Nepotism in transaction processes is when some
employees working in the same workplace are in an advantageous position due to the nature
of the work done. Finally, nepotism in promotion is explained as giving promotion
opportunities within the company to those who do not deserve them (Akar, 2020). Among the
reasons that cause nepotism are factors such as blood ties, spouses, friends, political affinity,
being from the same origin, being from the same school (Alesina and Giuliano, 2007: 1).
Research shows that nepotism in recruitment, selection, evaluation and promotion processes
can negatively affect employees and managers in general and have the effect of weakening
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the perception of organizational justice within the organization (Arash et al., (2006); Biite and
Tekarslan, (2010); Yavuz and Akin, (2016); Kaba and Aktas, (2018)).

Methodology

This study is conducted with conceptual analysis, one of the qualitative research
methods. Since the main theme is silent recruitment, conceptual clarity is attempted to be
achieved through this topic. Since quiet hiring is a new phenomenon, conceptual analysis
method was used in the process of examining the findings. First of all, a literature review was
conducted in the research, and then conceptual analysis steps were followed. These steps
include; determination of the definitions related to quiet hiring, determination of the basic
elements, antecedents and consequences of the concept. In the last stage, conceptual
inferences were made regarding the interaction between quiet hiring and the concepts of
stakeholders, career management and nepotism through the determined research questions.
The main questions of the research are:

¢ What are the conceptual dimensions of quiet hiring?

¢ How is the interaction between quiet hiring and stakeholders shaped?

¢ How is the interaction between quiet hiring and career management shaped?
¢ How is the interaction between quiet hiring and nepotism shaped?

Since the quiet hiring approach is one of the newly prominent topics in the business
world and management literature, research is needed to establish the theoretical background
and concepts. Therefore, in this study, the conceptual dimension is questioned first. The
second research question focuses on stakeholders. Because the quiet hiring approach can
affect many stakeholders inside and outside the organization. Since different groups such as
current employees, potential employees outside the organization, employees in rival
organizations have the characteristics of stakeholders, interaction with stakeholders is
addressed. Quiet hiring focuses on existing employees and their careers. Therefore, the
interaction between career management and quiet hiring is another research question.
Finally, since the concept of quiet hiring is initially perceived as a phenomenon involving
favoritism, the interaction of the concept with nepotism is also examined in this study. Thus,
it is aimed to question the semantic and contextual interaction between the concepts and to
gain clarity about the concepts.

Findings

While obtaining the findings, a review of scientific research on the topic of quiet hiring
was conducted. The databases examined during the research period include Dergi Park, Web
of Science, Google Scholar and Google. Turkish and English, open access studies in which the
concept was mentioned in the title or content of the study were included in the scope of the
research. A total of 22 studies were included in the research. Of these studies, 4 were papers
and 18 were articles. It is possible to see information on these studies in Table 1.

Table 1: General Information on the Studies

Title/Content Method
Quiet Hiringinthe 12 Quantitative 3
Headline Research
Quiet Hiring 10  Qualitative 19
Passes in Context Research
INTERNATIONAL JOURNAL OF ECONOMICS AND ADMINISTRATIVE SCIENCES 129
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When the table is examined, it is seen that the number of studies in which the concept
of quiet hiring is mentioned in the title of the study is close to those that include this concept
only in its content. In the distribution where qualitative studies are predominant, only two
guantitative studies were identified.

Table 2: Distribution of Research Years

Year Number of Studies
2022 3
2023 8
2024 11

When the distribution of the years of study is examined in Table 2, it is noteworthy
that the concept has started to be included in papers and articles since 2022 and the number
of studies on the concept has increased in recent years.

In the first step of the conceptual analysis, definitions of the phenomenon of quiet
hiring are examined. It is possible to see these definitions in Table 3.

Table 3: Quiet Hiring Definitions

RESEARCHERS YEAR DEFINITIONS

Houghton 2022  Recognize and involve more employees who
consistently achieve targets and are willing to
make efforts

Yikilmaz 2022  Scrutinizing the performance of existing
employees, assigning additional tasks or filling
vacancies with existing employees

Madell ve Ingran 2023  Provide the necessary training to utilize existing
skills, be transparent and create a win-win
situation by providing employees with new job
opportunities

Castrillén 2023  Fill skill gaps quickly and ethically using internal
resources

Hadley 2023 A concept of employment where employees take
on different roles due to employer needs and
employers do more with less

McRae et al 2023  An employer tendency to take ownership of the
skills that employees possess

Byrnes 2024 A monitoring process that puts human resources

and recruitment processes under the radar

Looking at the table, it is seen that the scientific definitions belong to the period after
2022, as the concept has become prominent in the recent period. When it comes to the
prominent expressions in the definitions; it is noteworthy that the words current employees,
employee skills and renewal in recruitment processes stand out.
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Another dimension addressed in the conceptual analysis regarding the phenomenon
of quiet hiring is the basic elements that make up the concept. These elements can be seen in
Table 4.

Table 4: Salient Elements of the Quiet Hiring Concept

Elements Expansions

Source The importance and potential of existing
human resources as internal resources

Monitoring Tracking people for correct
understanding and positioning

Desing Redesigning human resource processes
such as  recruitment  processes,
performance appraisal, training

development, talent management and
career development

Cost Reducing recruitment costs and the costs
of human-related production and service
disruptions

Looking at the table, the main elements that make up the phenomenon of quiet hiring
include the potential of internal resources, close monitoring and discovery of employees,
renewal of human resources processes and getting rid of employee-related cost items.

When the research on quiet hiring is examined, another conceptual step is the
antecedents that led to the approach. It is possible to see these in Table 5.

Table 5: Antecedents of the Concept

Antecedents of Quiet Hiring

Competitive pressure in the work environment
Human resource limitations around the world
Increased recruitment costs

Sustainable human resource policies

Changing perspectives of employers and managers on
human resources

Increased need for qualified labor force as a result of
technological transformation

Productivity losses due to quiet quitting

Possible negative effects of quiet firing

When the table is analyzed, it is seen that many events in the world conjuncture have
a driving effect on quiet hiring. In the researches, especially the increasing need for qualified
human resources and the effects of recruitment costs on business efficiency are among the
most prominent reasons.

Although the quiet hiring approach is an approach adopted by businesses, its
consequences are multidimensional. The concept has important consequences for employees,
managers and the organization. Table 6 shows these consequences identified from the
researches.
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Table 6: Consequences of the Concept of Quiet Hiring

Results

Reducing skills shortages through trainings
Raising motivation through promotions and rewards
Increase in performance
For Making communication with employees more effective
Employees Strengthening the sense of commitment and belonging of
involuntary employees
Increase in job satisfaction
Reduction in negative workplace experience and attrition
rate Development of employees' leadership qualities
Strengthening employees' sense of organizational justice
Redesigning human resource management processes
Supporting employees to participate in decisions
For Creating a system that closely monitors employee
Managers  expectations and skills
Strengthening performance appraisal
Reduced absenteeism and labor turnover rates
Easier retention of existing employees
Less dealing with conflicts between employees and non-
employees
Providing competitive advantage
Reducing external dependency on employees
Creating a culture of continuous learning and growth
For Reaching full capacity in human resources
Business Reduced recruitment and talent marketing costs
Increased productivity and profitability figures
Gaining flexibility to adapt to changing conditions
Softening the passive-aggressive organizational climate

Looking at the table, it is noteworthy that quiet hiring has possible effects for all three
parties. Since it is a constructive and developmental understanding, it is noteworthy that the
results predicted in the research on the concept are generally positive.

When it comes to the conceptual implications of the interaction between quiet hiring
and stakeholders, it is seen that the issue needs to be addressed in a multidimensional manner
as there are many stakeholders affecting businesses. When the inferences are first considered
on the basis of employees, employees are considered valuable as a resource, their potential
is discovered, they are developed through training and promotions, and their participation in
decisions is emphasized. In other words, employees are the stakeholders at the focal point of
the quiet hiring approach. There is a perspective that holds back potential resources such as
new graduates, employees in rival companies, university students as stakeholders. On the
contrary, for this potential human resource group, businesses that adopt the quiet hiring
approach become a center of attraction. Because businesses that value their employees, do
not lose them, work for many years, offer them development opportunities, and give them
the chance to move up the career ladder are likely to attract the interest of potential human
resources. Another important stakeholder is the business shareholders. Filling vacant
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positions with existing employees, increasing performance, productivity, profitability and
avoiding new recruitment costs have the effect of satisfying shareholders as stakeholders.
Because for shareholders, the effects that increase the share value and profitability of
enterprises and thus the earnings of shareholders are valuable. Managers, another important
stakeholder group, have both advantageous and disadvantageous effects in the quiet hiring
process. In human resources management, redesigning the process in many areas such as
recruitment, training, performance appraisal, promotions, talent management and career
development can be considered among the challenging effects on managers. However, when
the existing human resources are positioned correctly and their potential is discovered, not
dealing with problems such as turnover, absenteeism, performance losses, and easing the
burden of managers in steps such as new recruitment and orientation can create
advantageous effects. Another important stakeholder for businesses is customers. Customers
are in the final position to evaluate the products and services. For this reason, businesses that
do not lose qualified employees and evaluate them correctly can be protected from
complaints and feedbacks of faulty production and service processes. It can take an
advantageous position in quality and time management. Competitors are another stakeholder
group. Businesses that cannot retain their existing employees are likely to lose qualified
employees to competitors. For this reason, the quiet hiring approach acts as a barrier to
prevent specialized, experienced people from going to competitors.

Quiet hiring is among the issues that directly interact with career management due
to its content and restructuring effect. Career planning and development practices can be
used to identify, train and position existing employees in line with needs and expectations.
However, since these practices need to be transformed and adapted, the interaction is
reciprocal. In other words, while quiet hiring transforms career management processes,
career management feeds quiet hiring through its practices and activities.

Looking at the conceptual implications between quiet hiring and nepotism, it is
thought that the concept of quiet hiring is directly similar to nepotism in the first place due to
its name. Although it may be seen as nepotism to give priority to existing employees in
recruitment instead of outsiders in order to use the potential of existing human resources
correctly, in fact, this understanding involves close monitoring of employees and giving
importance to the discovery of expectations and skills. Since promotions are based on talent,
performance and merit, quiet hiring reveals an understanding in which nepotism is positively
engaged. Otherwise, it is not possible for the approach to function correctly even if it is used
in its first meaning such as favoritism and torpil. Because in an environment where intra-
organizational justice and loyalty are damaged, it is difficult to see a full capacity performance
from employees.

Discussion and Conclusion

When the researches on the concept of quiet hiring are examined, the conceptual
dimension is discussed first. It was observed that the approach did not take different names
and became widespread as quiet hiring. It was noteworthy that the definitions were shaped
after 2022 and the researches were mainly conducted qualitatively. The concept, which is
considered constructive among employer tendencies, has direct links with issues such as
human resources, management and employee-specific issues. It can also be associated with
issues such as cost, resources, restructuring, performance monitoring.

As the focal stakeholder of quiet hiring, employees are the most important element
that businesses should consider when implementing this approach. Many employees expect
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to be recognized, their needs and abilities to be understood correctly and their performance
to be evaluated correctly (Yikilmaz, 2022). For this reason, employees should be analyzed well,
from career goals to determining what will be motivating. For this purpose, businesses need
to strengthen their performance evaluation systems. 360-degree performance appraisal
should be actively used by businesses in this process.

Communication is another important issue for the successful implementation of the
quiet hiring approach. Businesses that want to discover employee talents and see their
potentials correctly should strengthen communication within the organization. Human
resources managers and experts need to establish an effective communication mechanism.
Both horizontal and vertical communication channels should be used openly and effectively.
Information should be shared and participative management practices should be supported.
Employee participation should be ensured through regular meetings (Byrnes, 2024). The value
given to them should be shown. Employees should be given feedback on implementation
results (Harvard 2024).

In the correct positioning of employees, the development opportunities offered in this
field as well as the existing talent, potential and desire have an important place in quiet hiring.
For this purpose, human resources should be supported with trainings. Proactive
opportunities can be offered to employees by promoting a culture of continuous learning and
development. When the quiet hiring approach is supported by skill development activities,
sustainable solutions can be produced in the long term (Euronews, 2024). Learning can start
at the level of small groups and the organizational culture can be made open to learning and
development (Harvard, 2024). This can facilitate the adoption of the approach not only by
employees but also by many stakeholder groups such as managers and shareholders. After all
these evaluations, when we look at the research question that questions the interaction with
stakeholders, it is noteworthy that the interaction is very high and direct, and that not only
employees but also many stakeholders such as potential human resources, competitors,
customers, managers, etc. are in interaction with this approach.

In the past, career management was not as prominent as selection, placement and
remuneration among human resources functions, but today, especially with the phenomenon
of strategic human resources management, it has begun to take its rightful position. Quiet
hiring, which aims not to lose qualified people, is in direct interaction with this function.
Because the evaluation of internal resources is possible with career management studies.
irmis and Bayrak (2001) drew attention to inverted pyramid formations and increasing
horizontal structures in changing organizational structures and emphasized that the
management philosophy should change and the importance attributed to employees should
be accepted differently. In career management, the employee should be put in an effective
position (Pelit and Cetin, 2019). In this sense, quiet hiring is seen as an important supporter of
how career management can be structured. Career management can be transformed into a
better functioning mechanism with this system that accurately captures the expectations of
the employee, imposes a leader role and inspires other employees. Thus, a brand new career
management approach that assumes the task of recruitment in human resources
management may emerge.

Quiet hiring may not be an appropriate approach when the number of employees is
small or when existing employees are too full to take on additional responsibilities (Byrnes,
2024). Quiet hiring, which is an advantageous employment approach when applied correctly,
turns into an approach that increases workload and fails to motivate when proceeding with a
wrong process. For this reason, nepotism should be included in the process in a positive sense

134



The Interaction of Innovative Employer Tendency Quiet Hiring with Stakeholders, Career Management and Nepotism

so that the employees' perception of justice in the organization is not damaged. Otherwise, it
is difficult to mobilize reluctant employees and bring qualified employees into the process
more effectively. In organizations where nepotism is applied correctly, it is seen that a sense
of solidarity and togetherness is formed and commitment to the organization is strengthened
(Cuilla, 2005). Bellow (2003) defines this situation as good nepotism and emphasizes that
prioritizing the appropriate employees makes it easier to manage other employees. In a study
conducted in Turkey (Ozler et al., 2007), it is stated that nepotism creates some advantages
and "people feel more secure and comfortable when they encounter a familiar name or face".
As all these studies indicate, quiet hiring should not be seen as direct nepotism. The
interaction requires a positive evaluation of the concept in order to favor one's own
employees. In order for nepotism to be applied positively, standards should be set, employees
should be informed about the benefits of taking on new jobs and learning skills, remuneration
and incentives should be transparent, designed in an open and rational manner, and an
accountable management approach should be applied. Employees with leadership skills
should be highlighted and made to set an example. Thus, a suitable organizational climate can
be prepared for employee development (Yikilmaz, 2022).

As a result, different dimensions of a new concept such as quiet hiring can be explored
in future research. Concepts that are predicted to be in interaction can be tested with
guantitative research. Therefore, this study is expected to provide support to both the
organizations in the field of practice and the researchers in the literature.
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