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Changes in business life led to adding new concepts to the literature. The COVID-19
pandemic has caused critical decisions to be made in business life. Organizational measures
have been taken with the idea that organizations should be ready for any situation. With
the idea that employees should also adapt to new working styles, studies on the balance of
work and social life have gained momentum. After the COVID-19 pandemic, the concept
of quiet hiring has been added as a new one to the concepts of quiet quitting and quiet
firing, which came to life within the scope of work adaptation with the word quiet.
Unlike others, quiet hiring is an approach that can benefit the organization. Quiet hiring
is a method that supports the career development of the employee and provides him/her
with the opportunity to advance in his/her job. It is also a method that prevents the
routine of the job and provides satisfaction in the work life, thus increasing the work
efficiency. From the organization’s perspective, quiet hiring is a method that allows the
retention of a well-performing employee and saves the organization from the costs of
new hiring. An employee who has learned the organizational culture will have an easier
adaptation to the job. Quiet hiring is an application that saves the organization from
unnecessary hiring procedures. Since the concept of speed is very important in modern
organizations, quiet hiring, which shortens the hiringt period, will be a practice that
organizations will prefer. However, this concept must be understood correctly to contribute
to organizational management. Quiet hiring is not an extra burden on the employee but
a human resources management function that will benefit both the employee and the
organization. In this study, the concept of quiet hiring is intended to be explained by
addressing it with its administrative dimension.
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Introduction

Many innovations brought by the modern
business world are based on making work more
comfortable for employees. The fact that labor, an
inseparable part of business life, is effective in every
visible or invisible element of the organization has
made it necessary to be concerned with the well-
being of employees. Today, it does not seem enough
for employees to have only education, knowledge,
and skills to do their jobs successfully. Many factors
affect doing work. One of these is that the work
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becomes monotonous, a negative factor that can create
a feeling of boredom in the employee over time.

In organizational life, human resources
management has a significant share in creating the
conditions and behaviors to ensure the employee has
positive feelings towards his/her job. Among human
resources management functions, job design aims to
make the employee more effective in his/her job life.
This approach, which foresees changes in the
employee’s job, aims to provide dynamism to the job
by ensuring that the jobs are done in a differentiated
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way. Although job design started with Taylor as a
simplification of the job, it is seen that it continues
with quiet hiring today. Job design is important in
every period because its fundamental element is the
employee, and its basic subject is to increase the
employee’s commitment to the job.

Today, the concept of “quiet hiring,” which is
similar in wording but quite different in meaning,
has been added to the concepts of “quiet quitting”
and “quiet firing” that have entered the post-modern
organization literature. This concept benefits the
organization in two ways. Supporting the employee
in terms of career development saves the organization
from the costs of hiring new employees. As a result,
since every new concept that will provide
organizational benefits in management and
organization must be understood and discussed, the
concept needs to be examined.

Analysis and research of publications

This study, which addresses quiet hiring as a
business strategy, was prepared within a theoretical
framework and attempted to explain the concept of
quiet hiring, which has recently been added to the
literature. In the study, which was prepared using
content analysis, one of the qualitative research
methods, quiet hiring was examined in depth, and
data related to the concept was collected and analyzed.
Within the scope of the study, the concept of quiet
hiring was first explained. Then, its importance as a
business strategy for the employee and the organization
was aimed to be revealed.

Purpose of the article

A new concept is added to the daily literature
regarding employees, organizations or organizational
behavior in the changing business world. After the
COVID-19 pandemic, which greatly affected business
life, the term quiet quitting emerged to explain job
adaptation, and then the concepts of quiet firing and
quiet hiring emerged. Each concept sheds light on an
approach related to the business world. In this study,
one of these concepts, quiet hiring is intended to be
explained in all its dimension. Thus, it is aimed to
discuss and understand the newly added concept in
the literature.

Presentation of the main material

Work-related regulations explain how jobs, work-
related tasks, and roles are structured and the effects
of all these structures, rules, and changes on employee
and organizational outcomes. Work regulation
traditionally covers activities planned and carried out
by the upper levels of the organizational hierarchy to
increase attitudinal and behavioral outcomes to increase
employees’ well-being, performance, and commitment
to work [7]. Today, various methods ensure a person’s

fit in business life. The traditional approach determines
the knowledge, skills, abilities, and personality traits
the job requires and then employs people with these
traits. Businesses that take this approach into account
create their personnel selection systems in a way that
will provide this selection [8]. Unlike the traditional
approach, the strategic human resources management
approach also focuses on the analysis of the future
jobs of organizations. In this approach, the analysis
of future jobs is carried out, and the current personnel
are used to ensure their participation in the job design
process by utilizing them to carry out these jobs. In
this way, employees are prevented from having
unnecessary fear of losing their jobs, and their career
plans are supported [11]. According to S. P. Robbins
[21], managers who want to redesign their employees’
jobs have four alternatives. These are job simplification,
job expansion, job rotation, and job enrichment.

Work Simplification. This way of working aims
to increase efficiency by dividing the work into the
smallest pieces and using time and motion studies to
provide human-machine interaction based on Taylor’s
scientific management approach. This method, which
enables the division of labor by using unskilled labor,
is aimed to reduce costs by ensuring that extra work
is separated from the main work [16].

Job Enlargement. An employee learns and
performs several jobs instead of specializing in one
job. It also increases the variety of tasks by gathering
the jobs that several employees do or can do into a
single job [17].

Job Rotation. It is the systematic movement of
employees from one job to another or from one project
to another within the organization; it is the
transformation between jobs that enables the realization
of various goals [1].

Job Enrichment. It is a management practice
where employees take initiative regarding their jobs
and make their own decisions, and jobs are expanded
vertically [9].

Based on the idea that job designs that consider
individual characteristics in organizations will be readily
accepted and adapted by employees, studies conducted
in the 1950s and 1960s to explain job characteristics
and psychological states contributed to developing the
“Job Characteristics Theory.” Hackman and Oldham
[12] combined motivation and job satisfaction theories
and put forward the “Job Characteristics Model”
theory. According to the Job Characteristics Theory,
a job has five important basic job characteristics
(dimensions). The first characteristic is skill variety,
which is related to the use of various skills by the
person doing the job. The second characteristic is
task identity, which is related to the completion of a
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job by the employee from beginning to end. The
third characteristic is the meaningfulness of the task,
which is related to whether the job made significant
changes in the lives of others. The fourth job
characteristic is related to the “autonomy” experienced
by the employee while doing his job. The last job
feature is “feedback” [5], which is related to the
employee receiving information directly from him/
her about the correctness of a job he/she has done.
Positive relationships exist between the perception of
job characteristics and positive organizational behaviors
such as job satisfaction and motivation. There is an
exchange relationship between organizations and their
employees; in this relationship, employees strive to
achieve their goals. Employees need to develop
themselves, achieve their career goals, and feel
successful and respected within the organization in
terms of both the organization and the effectiveness
of the employees. In this context, employees can
meet these needs with the organization’s support [15].
Suppose the organization’s support is in the form of
appreciating skilled and successful employees in their
duties and careers and providing them with authority
and responsibility for a new job within the organization
and improvement in their rights. In that case, this
will be a job design function that will benefit both the
employee and the organization.

Quiet Hiring. Quiet, which has become quite
popular as the workplace word of 2023, is expected to
continue to be popular in the following years. The
concepts of quiet quitting, quiet firing, and quiet hiring
each point to a trend in how employees and employers
continue to adapt to the changes in how businesses
operate due to the pandemic [13]. Quiet hiring is a
developing trend that meets the needs of companies
that must adapt their HR strategies to the job market.
The increasing popularity of quiet hiring is due to its
high operational efficiency and ability to adapt to the
changing needs of the job market [4].

When making hiring decisions, organizations
have historically focused on determining which job
candidates are likely to perform best. The motivational
forces influencing employees’ desire to stay in their
jobs include organization-related factors such as
employees’ enjoyment of their jobs, their appreciation
of the organizations they work for, or desire to continue
working with coworkers with close relationships. They
also include individual factors such as a sense of
obligation to an employer who provides them with a
job, an innate sense of responsibility not to leave
their jobs, or even an increased commitment to their
decisions to work for the organizations that employ
them [2]. Human capital is an important production
resource that depends on employee competence,

contributing to an organization’s performance. Since
hiring strategies primarily determine employee
performance, organizations need to implement effective
hiring procedures. While hiring qualified, motivated,
hard-working, and productive employees will be
beneficial, hiring inappropriate employees can directly
increase costs for a business. A hiring activity that
will not benefit the organization and the cost of hiring
new employees can exceed 500 times an employee’s
hourly wage [10]. In this sense, quiet hiring, a hiring
strategy, means that priority is given to employees
who can take on more responsibility for open positions.
In organizations, the quiet hiring strategy facilitates
the hiring process, which can be difficult and provides
significant time and cost savings. It also increases
employees’ commitment to the organization. It enables
the organization to have a more talented, developed,
and ambitious team in the coming years, setting an
example for other employees [18]. Things to do for
quiet hiring can be listed as follows [14]:

— Getting to Know Employees (Potential
Candidates): Knowing the knowledge, skills, talents,
and potential of employees in the organization is the
first step in the quiet hiring process;

— Establishing Good Communication Channels:
It is important to communicate openly and honestly
with employees in the organization regarding their
needs;

— Offering Training and Development
Opportunities: Organization employees should be
helped to realize or develop their potential. Mentoring
should be done by offering training and development
opportunities;

— Identifying Opportunities: Potential employees
should be given appropriate opportunities such as
additional responsibilities to existing organizational
roles or a different position;

— Providing Feedback: Objective and constructive
feedback should be given to employees regarding their
success in the quiet hiring process and in which areas
they need to develop.

Quiet hiring is appointing promising and high-
performing employees to vacant positions together
with the company’s internal human resources. The
quiet hiring approach is an adopted approach that has
come to the fore with the wave of “Quiet Resignation
and Quiet Dismissal.” Google, in particular, stands
out by adopting this approach. Google conducts a
comprehensive performance analysis and monitoring
process for internal human resources. First, it reveals
the job requirements of the open position and examines
whether this position can be filled with internal human
resources. Since a detailed report on the performance
of each employee is prepared by the manager and
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shared periodically with the senior management and
human resources department, there is no problem in
the process [23].

The advantages of quiet hiring for organizations
are as follows [3; 19]:

— cost savings for the organization compared to
hiring new employees: the most significant benefit of
quiet hiring is that you save both the cost of paying
another salary and the various costs of hiring an
employee$

— fast access to critical skills for the organization:
The average hiring period is six weeks, and positions
that require special skills, technical skills, or experience
usually take much longer to fill. Quiet hiring allows
you to access the skills the organization needs much
faster;

— increased organizational commitment and
participation: When employees understand that there
will be opportunities for advancement within the
organization, they are more motivated. They are less
likely to look for another job elsewhere;

— provides a more talented workforce for the
organization: Since quiet hiring involves allowing
employees to take on extra responsibilities or work
temporarily in different teams or functions, a versatile
workforce with various skills is developed over time;

— adaptation period to the organization is
shortened: Since employees of the organization are
familiar with the organizational climate and culture,
they can adapt to their new duties more quickly.

Quiet hiring is not only a gain for the
organization; it provides employees with flexible work
assignments, development of their current skills,
learning new skills, motivation, and success in their
career journey. In order to achieve the benefits of
quiet hiring without the risk of leaving the job, they
should offer incentives such as salary increases, bonuses,
additional leaves, and flexible working conditions [22].

The disadvantages of quiet hiring can be listed
as follows [20]:

— increased employee burnout: if quiet hiring is
not managed carefully, it will lead to overworked
employees. Giving employees extra responsibilities
without improving their rights, such as salary, can
lead to dissatisfaction and burnout;

— skill gaps and role incompatibility: just because
an employee can take on additional tasks does not
mean they are the most suitable person for the new
role. Without proper training, employees may have
difficulty coping with new responsibilities, which can
lead to inefficiencies and potential failures in
implementation;

— decreased employee motivation: if quiet hiring
is perceived as a cost-cutting strategy rather than a

career development opportunity, it can harm morale
and productivity. Therefore, motivation will decrease
when employees are asked to do more without receiving
a salary increase or recognition;

— lack of new perspectives: external hiring brings
new ideas, diverse experiences, and innovative problem-
solving approaches to the organization. Over-reliance
on quiet hiring can limit an organization’s ability to
gain new perspectives and lead to stagnation,;

— legal and compliance risks: Misclassifying
employees as contractors (full-time, temporary, etc.)
due to quiet hiring can lead to legal disputes, fines,
and reputational damage. Another legal risk involves
wage and hour violations. If you give employees
additional responsibilities beyond their job descriptions,
the extra workload should be reflected in the
employee’s compensation;

— perceptions of inequality and discrimination:
quiet hiring can raise concerns about equality and
discrimination in organizations. If some employees
are consistently selected for enriched roles while others
are ignored, the organization may face allegations of
favoritism. Therefore, ensuring that organizational
mobility and skill development opportunities are
distributed fairly and equitably among all employees
is important.

Finally, it is necessary to ensure that the extra
work is sustainable for the employee. When deciding
to hire quietly, employees should consider their work-
life balance and mental and emotional health, ensuring
that the benefits outweigh the costs [6].

Conclusions

The first arrangements regarding the work done
within the organization started with Taylor due to
productivity concerns and influenced by employee
motivation, which shaped the business life by including
different dimensions. Therefore, the idea of designing
employees’ jobs in the organization dates back years.
However, it continues today, where the employee’s
success explains the organization’s success. Since quiet
hiring is an approach that emphasizes organizational
efficiency and employee motivation, its success depends
on the organization’s management supporting this
approach. Thanks to the organization’s policies that
support employee careers, the employee will feel like
a part of the organization and will be willing to work
in jobs that intersect with their career in line with the
organization’s needs. In this way, while the
organization’s human resources planning is being done,
job requirements can be met among the current
employees. This method, which alleviates many
burdens of the organization, especially the cost, in
terms of hiring, creates many positive effects on the
employee, especially motivation. However, if the quiet
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hiring system is operated well in the organization,
it will gain dynamism. Quiet hiring should not be
perceived as an extra task without improving the
employee’s rights or as a new job that the employee
is forced to accept. The employee should be
informed that the new task will be rewarded in
terms of salary and other rights, and the employee
should be given the freedom to accept or not accept
this new task. This method can also be evaluated as
retaining high-performing employees, adding a new
benefit to the organization when the cost of losing
a qualified employee is considered. In this sense,
the first thing that needs to be done in the
organization is to support the employees’ career
development and for the organization to evaluate
this support as an investment in itself. In
organizational life, where the business world and
job requirements are changing rapidly, being able
to catch and meet this change with the existing
employees should be transformed into a part of the
organizational culture. Thus, employees who know
the organization closely can carry out important
organizational tasks. From this perspective, quiet
hiring is a strategic job design model that
distinguishes the organization from others and
provides organizational motivation, learning, and
commitment.
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TUXUN HANM: AAMIHICTPATUBHUI ACIIEKT
Aiiceav Apcaan, Yemin bexmaw

3miHu 6 0inogomy cummi npu3eo0smsv 00 NOABU HOBUX
rxonuyenyit y aimepamypi. Ilandemis COVID-19 npuszeesa 0o
NPULIHAMMS KPUMUYHO 8ANCAUBUX DilleHb Y 0iN08OMY dcummi.
byau excumi opeanizauitini 3ax00u 3 MemMor 20MOBHOCMI OpP2aHi-
3ayit 0o 6ydb-skoi cumyauii. 3 oeasdy Ha me, w0 NPAUIGHUKU
makodc NOBUHHI adanmyeamucs 00 HO8UX cmuaie pobomu, doc-
Ni0dceHHs: banrancy mixe pobomorw ma COUiarbHUM HCUMMSAM HA-
oyau akmyanvhocmi. Ilicas nandemii COVID-19 do konyenyii
Muxo02o0 8uUxX00y ma muxoeo 36inbHeHHs 0y10 000AHO HOBY KOH-
yenuiro, aKa 3’48uiacs 6 pamkax adanmauii 0o pobomu 3i ca0-
6om «muxuil». Ha eiominy 6i0 iHwux, muxuil Haum — ye nioxio,
AKUU Modice npunecmu Kopucmo opeauizayii. Tuxuil Haum — uye
Memoo, AKUL NiOMpumye Kap epHull po3eumox npayieHuka ma
Hadae tomy/iii moxcausicme npocysamucs no cayucoi. Lle ma-
KoJC mMemod, sKuil 3anobieae pymuni pobomu ma 3abesneuye
3a00801eHHs 8i0 POOOH020 JCUMMS, MUM CaMUM NIOGUWYIOYU
egpekmuenicms pobomu. 3 mouKu 30py opeanizauii, muxuil Hatm
— ye memoo, AKui 00368045€ ympumamu 0oope NpPoOYKMUEHo20
NPAUIBHUKA Ma eKOHOMUMb OpeaHi3ayilo 6i0 eumpam Ha HOGULL
Haum. [lpayienuk, akuil 3aceoié opeanizayiuny Kyavmypy, Aeeuie
adanmyemovcsi 0o pobomu. Tuxuii Halim — ye 3aCMOCYHOK, AKUU
noszbaense opeanizayiro 6i0 HenompiOHUX npouedyp HaAuMy.
OcKinbKku KoHUenuis weuoKocmi oyice 8aicaua 6 CYHacHux opea-
HI3ayisgx, mMuxutl HaiuM, SKUi CcKopouye nepiod Haimy, 0yoe
npaKmukor, AKil opeauizayii Hadasamumyms nepegazy. OOHAK,

Y KOHYenuiro eapmo NPAGUALHO poO3YyMimu, uwob 6oHa
cnpusaa  ynpaeainuio opeamizayiero. Tuxuil natim — ye He
dooamkoee  HAGAHMAJICEHHS HA — NPAYIGHUKA, A  QYHKYiA

VAPAGAIHHA AHOCOKUMU  pecypcamu, sSKa HnpuHece Kopucmy K
npayieHuky, max [ opeanizayii. Y yvomy docaidxuceHHi

NOHAMMSA MUX020 HAUMY NOACHIOEMbCA 3 MOUKU 30py ii

AOMIHICMPAMUBHO20 BUMIDY.

KimouoBi cioBa: Tuxuii Haiim, opraHisatlisi, yrpasJiHHsI,
manaemis COVID-19, crpareris.
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Changes in business life led to adding new concepts to the
literature. The COVID-19 pandemic has caused critical decisions
to be made in business life. Organizational measures have been
taken with the idea that organizations should be ready for any
situation. With the idea that employees should also adapt to new
working styles, studies on the balance of work and social life have
gained momentum. After the COVID-19 pandemic, the concept of
quiet hiring has been added as a new one to the concepts of quiet
quitting and quiet firing, which came to life within the scope of
work adaptation with the word quiet. Unlike others, quiet hiring is
an approach that can benefit the organization. Quiet hiring is a
method that supports the career development of the employee and
provides him/her with the opportunity to advance in his/her job. It
is also a method that prevents the routine of the job and provides
satisfaction in the work life, thus increasing the work efficiency.
From the organization’s perspective, quiet hiring is a method that
allows the retention of a well-performing employee and saves the
organization from the costs of new hiring. An employee who has
learned the organizational culture will have an easier adaptation
fo the job. Quiet hiring is an application that saves the organization
from unnecessary hiring procedures. Since the concept of speed is
very important in modern organizations, quiet hiring, which shortens
the hiringt period, will be a practice that organizations will prefer.
However, this concept must be understood correctly to contribute
to organizational management. Quiet hiring is not an extra burden
on the employee but a human resources management function
that will benefit both the employee and the organization. In this
study, the concept of quiet hiring is intended to be explained by
addressing it with its administrative dimension.

Keywords: quiet hiring, organization, management,
COVID-19 pandemic, strategy.
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