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Abstract 

In the contemporary landscape of organizational management, human resource 

development (HRD) is increasingly influenced by ethical, cultural, and spiritual values. 

This study explores the integration of Sharia-based principles within HRD, positioning 

Islamic teachings not merely as moral supplements, but as foundational frameworks 

for nurturing human potential. Amid growing critiques of secular HRD models for their 

lack of moral grounding, Sharia-based paradigms offer holistic alternatives rooted in 

divine accountability and communal welfare. The objective of this research is to 

construct a conceptual model of HRD grounded in Sharī‘a, synthesizing classical 

Islamic scholarship with contemporary organizational needs. The study investigates 

how Sharia values such as ‘adl (justice), amānah (trust), shūrā (consultation), and ihsān 

(excellence) can be recontextualized into HRD practices in Muslim organizations, 

ensuring both spiritual fulfillment and institutional productivity. Methodologically, this 

is a qualitative study employing textual analysis of classical and modern Islamic 

sources, complemented by academic literature from HRD and organizational behavior. 

The discussion integrates the maqāṣid al-sharī‘a (higher objectives of Islamic law) with 

strategic HR development theory to produce a normative-ethical framework that 

supports sustainable employee growth. The findings reveal that Sharia-based HRD is 

not only theoretically sound but practically applicable across various Muslim socio-

cultural contexts. It promotes a balance between economic efficiency and ethical 

responsibility, offering an alternative to materialist HR models. This research 

contributes to both Islamic management thought and global HRD discourse by re-

centering ethical-spiritual dimensions. 
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INTRODUCTION 

The development of human resources (HR) stands as a pillar in achieving 

organizational sustainability, particularly in knowledge-driven economies. 



OIKOS : Jurnal Ekonomi, Manajemen, dan Bisnis 

P-ISSN : 1979-4770  

 
 

January – June 2016 | 2  

 

Traditionally, HRD is shaped by Western epistemologies that emphasize performance, 

efficiency, and productivity (Swanson & Holton, 2001). While effective in many aspects, 

these frameworks often neglect spiritual and moral dimensions that are central to the 

human experience, especially in Muslim-majority societies. Consequently, an ethical 

gap emerges between what is practiced and what is spiritually fulfilling. In response, 

the search for alternative paradigms has turned toward value-based systems like 

Sharia-oriented models that reflect indigenous, religious, and ethical worldviews (Ali, 

2005). 

In the Islamic tradition, the human being (al-insān) is not merely an economic actor 

but a vicegerent (khalīfah) entrusted with stewardship and ethical responsibility (Nasr, 

1996). Classical Islamic scholars such as al-Ghazālī (d. 1111) and Ibn Taymiyyah (d. 

1328) elaborated on the notion of human potential in light of divine purpose and 

societal harmony (maslahah). These insights, rooted in the maqāṣid al-sharī‘ah, 

position human development as both a religious duty and a social necessity (Kamali, 

2008, p. 145). Yet, in practice, HR development in many Islamic institutions remains 

fragmented and heavily influenced by Western administrative models lacking such 

theological grounding. 

Modern HR theories do acknowledge elements such as motivation, leadership, and 

learning, yet they rarely engage with transcendent goals or metaphysical ethics (Ulrich 

& Dulebohn, 2015). In contrast, Islam situates personal growth within a framework of 

accountability to God (tawḥīd) and the community (ummah), offering a balanced 

model where rights and responsibilities are in harmony (Hashim, 2009). This raises an 

essential question: How can Sharia-based principles be systematically integrated into 

HRD theory and practice? What are the scriptural, theological, and administrative bases 

that support such an integration? 

Scholarly interest in Islamic management continues to grow, with literature exploring 

concepts such as shūrā (consultation), ḥisbah (ethical oversight), and waqf (social 

capital) as managerial instruments (Beekun & Badawi, 1999). However, few studies 

have developed a full-fledged model of HRD based on the Islamic worldview. Most 

Islamic HRD writings remain normative or prescriptive without adequate synthesis 

between Islamic theology and organizational strategy (Khan, 2010). Thus, there is a 

need to construct a comprehensive framework that aligns Sharia principles with 

modern HRD practices. 

This need becomes more urgent as Muslim organizations navigate global pressures to 

maintain competitiveness while preserving identity. From Islamic banks to educational 

institutions, the demand for HR policies that align with both Sharia and global 

performance standards is growing (Abdullah, 2012). Can Sharia-based HRD provide a 

viable bridge between faith and performance? How can it resolve tensions between 

spiritual goals and organizational demands? 
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The present study responds to these inquiries by developing a Sharia-based HRD 

framework grounded in both classical Islamic sources and modern HR theories. It seeks 

to define the foundational values, guiding principles, and implementation mechanisms 

necessary for such a model. By doing so, it bridges the gap between theology and 

practice, theory and application, ethics and performance. 

Ultimately, this study aims to contribute to the academic fields of Islamic management 

and HRD by offering a theoretically grounded, practically relevant, and spiritually 

meaningful framework for human resource development. It also aims to address a 

pressing lacuna in organizational research in Muslim-majority societies. The framework 

developed herein is not intended as a replacement but as an ethical supplement—one 

that re-centers human dignity (karāmah) and divine accountability (taqwā) in 

organizational life. 

The rationale for this research lies in the urgent need to articulate development 

strategies that are both spiritually rooted and professionally sound. In a time of 

increasing ethical lapses in corporate behavior, a Sharia-based HRD model presents a 

timely intervention that anchors growth in moral responsibility, divine consciousness, 

and communal wellbeing. 

 

LITERATURE REVIEW 

The scholarly exploration of human resource development (HRD) has evolved 

substantially since the 20th century. Early conceptualizations of HRD emerged in post-

World War II industrial economies, where development was closely associated with 

technical training and labor efficiency (McLagan, 1989). By the 1980s, the field matured 

into a distinct discipline, with frameworks integrating organizational learning, talent 

development, and performance improvement (Swanson, 1995). These models, 

however, were largely rooted in secular Western management ideologies that 

prioritized capital maximization and individualism, often sidelining ethical and cultural 

dimensions (Torraco, 1997). 

As globalization progressed into the 1990s, scholars began calling for culturally 

responsive HRD models. Non-Western paradigms entered academic discourse, 

including Confucian, Hindu, and Islamic management perspectives (Tayeb, 1997). In 

particular, Islamic perspectives on management and development started to gain 

scholarly traction. Beekun and Badawi (1999) were among the early voices advocating 

for Islamic ethical principles to inform corporate behavior and HR practices. Their work 

laid foundational arguments for embedding values like amanah (trust), shūrā 

(consultation), and ʿadl (justice) in the workplace. 
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Throughout the early 2000s, Islamic management research diversified. Scholars like Ali 

(2005) and Ahmad (2006) sought to articulate how Islamic values could influence 

leadership styles, employee motivation, and governance. They emphasized the 

concept of taqwā (God-consciousness) as a guiding principle for HR managers. These 

efforts helped move beyond moral generalizations and toward structured models of 

Islamic human resource practices. However, they also revealed gaps—specifically, a 

lack of operational frameworks rooted in Sharia yet adaptable to contemporary 

institutions. 

Indonesian scholarship added valuable contributions by contextualizing Islamic HRD 

within local cultural frameworks. Syafii Antonio (2008), for instance, advocated for 

integrating Sharia-based organizational ethics within state-owned enterprises and 

Islamic financial institutions. Journals published articles that explored HR development 

from a maqāṣid al-sharī‘a lens, reflecting a blend of normative and applied insights. 

This regional scholarship helped demonstrate that Islamic HRD could be both 

culturally authentic and strategically relevant. 

By the 2010s, the field began to mature, with works by Khan (2010), Hashim (2011), 

and Abdullah (2012) pushing for a comprehensive integration of Sharia values with 

performance metrics. They proposed that values-based HRD—when rooted in Islamic 

principles—could yield long-term organizational integrity and employee wellbeing. 

Despite these contributions, literature reviews by Abdul Rahman (2014) and Noordin 

et al. (2015) concluded that the field still lacked a cohesive theoretical framework that 

synthesizes Islamic jurisprudence, ethical constructs, and HR development strategies. 

This study addresses that lacuna by proposing a systematic and scholarly framework 

of Sharia-based HRD, rooted in both classical Islamic teachings and contemporary 

HRD theories. The literature reveals not only an appetite for Islamic alternatives but 

also a scholarly obligation to produce models that are spiritually grounded and 

operationally viable. 

 

Theoretical Framework 

The theoretical grounding for Sharia-based human resource development (HRD) rests 

on the integration of Islamic epistemology with strategic HRD theory. At its core, this 

framework is rooted in tawḥīd—the oneness of God—as the ultimate principle guiding 

all human actions, including organizational conduct (Nasr, 1996). From this ontological 

basis, human beings are viewed as vicegerents (khulafā’) entrusted with the ethical 

management of resources and responsibilities (Sardar, 1985). The theory posits that 

every act within the organizational context must align with divine injunctions and the 

pursuit of maṣlaḥah (public interest). 
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From a classical Islamic perspective, the concept of ‘ilm (knowledge) is not neutral but 

value-laden and directed toward ethical transformation. According to al-Ghazālī (n.d., 

p. 65), knowledge must cultivate inner character (akhlāq) and social harmony, forming 

the ethical infrastructure for personal and institutional development. Similarly, Ibn 

Khaldūn (2004, p. 311) emphasized education, discipline, and leadership as 

interdependent pillars in shaping human potential. These classical insights underpin a 

theory of HRD that moves beyond skill acquisition to include ethical formation and 

communal accountability. 

Contemporary HRD theory supports this integrative perspective. Swanson (1995) 

articulated three core functions of HRD: performance improvement, learning 

enhancement, and organizational development. While these dimensions remain 

useful, they require supplementation in Muslim contexts where values such as amanah 

(trust), ʿadl (justice), and ihsān (excellence) are non-negotiable. Scholars like Hashim 

(2009) and Khan (2010) have shown that integrating Islamic ethical values into HR 

processes leads to enhanced employee commitment and moral discipline, aligning 

well with both spiritual and institutional goals. 

The maqāṣid al-sharī‘ah framework—identified by scholars such as al-Shāṭibī (2001, p. 

93) and Kamali (2008)—serves as a critical methodological tool for shaping this 

theoretical model. The five universal objectives—preservation of religion, life, intellect, 

progeny, and wealth—guide organizational priorities, including employee wellbeing, 

equitable compensation, and ethical leadership. Thus, a Sharia-based HRD model 

guided by the maqāṣid ensures that policies are not only efficient but also just and 

spiritually congruent. 

Methodologically, this study also employs iṣlāḥī (reformist) hermeneutics, drawing 

from both classical jurisprudence and modern socio-economic contexts. This allows 

for a dynamic reading of texts to meet contemporary needs without compromising 

religious authenticity. As emphasized by Abū Zahrah (2002, p. 121), Sharia is a living 

system capable of contextual adaptation. This flexibility ensures that HRD models 

remain relevant across different organizational and cultural landscapes, while still 

adhering to Islamic norms. 

In synthesis, the theoretical model for Sharia-based HRD developed in this study 

stands at the intersection of Islamic ethical theology and performance-driven HRD 

theory. It affirms the sacredness of human dignity, the ethical imperative of leadership, 

and the holistic purpose of employment—not merely as economic exchange but as 

spiritual development and social stewardship. 

 

Previous Research 
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Beekun and Badawi (1999) were among the first to systematize Islamic ethical 

principles in the context of management and human resource practices. They argued 

that values like ikhlāṣ (sincerity), amanah (trust), and ʿadl (justice) should be 

institutionalized in employment practices. Their work laid an ethical foundation but 

remained largely conceptual, without translating values into operational HRD 

strategies. 

Ali (2005) expanded this conversation by comparing Islamic and Western moral 

economies, positing that Islamic ethics can enhance long-term organizational 

sustainability. His empirical research suggested that employee loyalty and ethical 

leadership in Muslim-majority firms increased when values such as taqwā and 

accountability were embedded in HR policies. However, his study was more 

comparative than constructive, lacking a detailed HRD framework grounded in Sharia. 

Hashim (2009) conducted one of the earliest empirical studies on Islamic human 

resource practices in Malaysian organizations. He found that employees responded 

positively to HR policies informed by Islamic values, particularly in recruitment, 

performance appraisal, and training. His work offered empirical credibility to Islamic 

HR models but was limited in theoretical depth and restricted to localized cultural 

contexts. 

Khan (2010) focused on integrating Sharia values with organizational behavior, 

proposing an ethical HR architecture centered around justice, equity, and stewardship. 

He introduced a semi-structured framework linking maqāṣid al-sharī‘ah to HR 

functions. While promising, his study lacked textual rigor from classical Islamic sources 

and required further academic refinement. 

Abdullah (2012) investigated Sharia-compliant practices in Islamic financial institutions 

in Indonesia. His findings highlighted how shūrā, transparency, and ethical leadership 

could enhance organizational integrity. Yet, his work remained sector-specific and did 

not explore broader applicability across diverse organizational types or regions. 

Despite these contributions, existing literature still lacks a cohesive theoretical 

framework that fully synthesizes classical Islamic teachings with contemporary HRD 

strategy. Most models are either too abstract, too sector-specific, or too culturally 

narrow. There is a pressing need for a comprehensive, textual, and theoretically sound 

framework that integrates Sharia principles into HRD design, implementation, and 

evaluation across Muslim organizational contexts. 

 

RESEARCH METHODS 



OIKOS : Jurnal Ekonomi, Manajemen, dan Bisnis 

P-ISSN : 1979-4770  

 
 

January – June 2016 | 7  

 

This research adopts a qualitative methodology rooted in textual analysis, emphasizing 

interpretive readings of classical Islamic texts, modern management theories, and 

academic literature on human resource development (HRD). The aim is not to collect 

empirical data but to derive a normative framework based on Sharia principles and 

HRD theory. Qualitative methodology is particularly appropriate for exploratory and 

conceptual inquiries where the objective is theory-building rather than hypothesis-

testing (Creswell, 2007). 

The primary data sources include canonical Islamic texts such as Iḥyā’ ʿUlūm al-Dīn by 

al-Ghazālī (n.d.), Muqaddimah by Ibn Khaldūn (2004), and classical commentaries from 

scholars like al-Shāṭibī (2001) and Abū Zahrah (2002). These are complemented by 

modern scholarly writings from both Western and Muslim academicians, including 

Swanson and Holton (2001), Ali (2005), and Hashim (2009). All sources were selected 

for their academic credibility and relevance to the thematic intersections of theology, 

ethics, and HRD. Texts were analyzed in accordance with their epistemological 

foundations, focusing on concepts such as tawḥīd, ʿadl, and maqāṣid al-sharī‘ah. 

The method of data collection consisted of a comprehensive literature review from 

Scopus and Sinta-indexed journals, international Islamic books, and verified 

Indonesian publications up to the year 2015. Key terms such as “Islamic HRD,” “Sharia 

management,” and “Islamic organizational ethics” were used to identify relevant 

scholarly texts. Data were selected purposively, ensuring alignment with both classical 

Islamic jurisprudence and contemporary HRD discourse (Miles & Huberman, 1994). 

Data analysis was conducted through thematic categorization. The analytical approach 

involved coding textual data into thematic clusters such as justice (ʿadl), trust 

(amanah), consultation (shūrā), and personal excellence (ihsān). Each theme was 

examined for conceptual relevance, scriptural grounding, and organizational 

applicability. This technique follows the grounded theory tradition, but within a 

normative-Islamic framework, which aims to generate theory grounded in both textual 

tradition and organizational relevance (Glaser & Strauss, 1967). 

The methodological rationale for this study lies in its focus on producing a conceptual 

framework that is spiritually rooted and academically rigorous. By relying on a textual, 

qualitative approach, the study honors the epistemological foundations of Islamic 

scholarship while engaging with contemporary organizational theory. This approach 

allows the research to articulate a coherent Sharia-based HRD model that speaks to 

both ethical authenticity and managerial practicality. 

 

RESULTS AND DISCUSSION  



OIKOS : Jurnal Ekonomi, Manajemen, dan Bisnis 

P-ISSN : 1979-4770  

 
 

January – June 2016 | 8  

 

The results of this conceptual inquiry are structured along three interrelated thematic 

axes, each rooted in the research questions that guide the present study. These 

thematic divisions provide a comprehensive framework for understanding how Sharia-

based human resource development (HRD) can be theorized and implemented. The 

first theme addresses the foundational values and principles that constitute the ethical 

and theological base of Sharia-inspired HRD.  

These include key concepts such as tawḥīd (divine unity), ʿadl (justice), taqwā (God-

consciousness), amanah (trust), and ihsān (excellence), which collectively shape a 

worldview in which work is a sacred responsibility and human dignity is non-

negotiable. The second theme focuses on the operationalization of these values into 

institutional systems and HR practices, including recruitment, performance evaluation, 

leadership development, conflict resolution, and workplace culture. The third theme 

explores the strategic contributions of such a framework to both organizational 

outcomes and wider societal transformation. This includes the model’s capacity to 

foster ethical leadership, promote employee engagement, improve public trust, and 

contribute to holistic development across Muslim-majority societies. 

To develop and substantiate these themes, the study draws deeply from classical 

Islamic sources—most notably the ethical writings of al-Ghazālī on spiritual formation, 

Ibn Khaldūn’s sociological perspectives on human development, and the 

jurisprudential reasoning of al-Shāṭibī on the objectives of Islamic law (maqāṣid al-

sharīʿah). These classical insights are not treated in isolation but are critically engaged 

with the contemporary body of HRD literature, including performance management 

theories, organizational learning models, and leadership frameworks.  

Through thematic analysis, each component is examined across three dimensions: (1) 

its scriptural or classical foundation, (2) its normative or ethical implication for human 

behavior and institutional structure, and (3) its functional viability within contemporary 

organizational contexts. This multi-dimensional approach allows for the construction 

of a model that is both theologically authentic and managerially applicable. 

Unlike fragmented discussions that treat Islamic ethics as mere supplements to secular 

HR models, the present analysis adopts a holistic methodology grounded in the 

principle of tawḥīd. This integrative Islamic worldview insists on the inseparability of 

belief, conduct, and systems, thereby requiring that institutional design reflect moral 

and metaphysical principles.  

Consequently, Sharia-based HRD is not viewed as a parallel system to conventional 

models, but as a transformative framework that redefines the goals, processes, and 

meaning of development. It addresses contemporary organizational challenges—such 

as moral disintegration, employee disengagement, and ethical fatigue—by reorienting 

HRD toward divine accountability, communal benefit, and personal excellence. In 
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doing so, this model offers a spiritually enriched, morally coherent, and operationally 

sound alternative to value-neutral HRD paradigms prevalent in global practice. 

 

Foundational Values and Principles of Sharia-Based HRD 

At the core of Sharia-based human resource development (HRD) lies the theological 

principle of tawḥīd (oneness of God), which acts as the ultimate ontological anchor for 

all human activity. This foundational belief implies that all facets of human life, 

including work and organizational conduct, are acts of worship (ʿibādah) when aligned 

with divine intent (Nasr, 1996). Accordingly, HR development is not merely about 

optimizing productivity but about fulfilling the divinely ordained purpose of human 

life—ʿimārat al-arḍ (constructive engagement with the world) as described in Qur’ān 

11:61. 

This theological anchor leads to the ethical centrality of taqwā (God-consciousness), 

which reorients HR functions such as recruitment, training, and performance appraisal 

toward moral accountability. Taqwā requires that decision-making in HR systems be 

free from bias, exploitation, or unjust practices, cultivating an environment of mutual 

trust and spiritual awareness (Ali, 2005). In this context, the selection of employees is 

not merely a skill-matching exercise but an ethical appointment of trust (amanah), 

wherein the employer bears responsibility before God. 

A related foundational value is ʿ adl (justice), widely discussed by classical scholars such 

as al-Māwardī (2001, p. 93) and Ibn Taymiyyah (n.d., p. 215), who emphasized that 

justice is the basis for all sustainable governance, including labor relations. Justice in 

HRD implies fairness in opportunities, wages, evaluations, and promotions, as well as 

the equitable distribution of knowledge and career advancement paths. It aligns with 

the Qur’ānic injunction: “Verily, Allah commands you to render trusts to whom they 

are due and when you judge between people, to judge with justice” (Qur’ān 4:58). 

The principle of amanah (trust) complements justice by emphasizing the ethical weight 

of human capital responsibilities. According to al-Ghazālī (n.d., p. 89), an individual’s 

professional role is a divine trust, requiring sincerity (ikhlāṣ), diligence, and ethical 

conduct. In HR terms, this mandates that both employers and employees uphold their 

contractual and moral obligations. Violating this trust, even if legally permissible, 

constitutes spiritual betrayal. 

Another critical value is shūrā (consultation), which mandates participatory decision-

making in organizational processes. This principle, rooted in Qur’ān 42:38, obligates 

HR managers to involve employees in decisions affecting their development and 

wellbeing. It supports a collaborative and inclusive work culture, strengthening 
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employee engagement and reducing alienation—a common criticism of secular 

corporate models (Beekun & Badawi, 1999). 

The concept of ihsān (excellence) adds a qualitative dimension to performance, urging 

individuals to pursue moral and professional excellence as though "seeing God" 

(ḥadīth reported by Muslim). This value transcends minimum expectations and 

encourages continuous personal and organizational improvement. HRD programs 

inspired by ihsān will not settle for compliance but strive for character formation, moral 

discipline, and professional mastery. 

Closely related is the concept of karāmah (human dignity), a Qur’ānic ideal (17:70) 

affirming that all humans are honored by God. This requires HR policies to ensure 

respectful treatment, fair grievance procedures, and workplace equity regardless of 

rank or gender. In classical jurisprudence, karāmah was linked with justice and non-

discrimination—values that modern HRD frameworks must reabsorb (Kamali, 2008, p. 

145). 

Spiritual accountability is further reinforced through the concept of hisbah, the Islamic 

duty to promote good and prevent wrong, historically institutionalized in labor and 

trade regulations (al-Shāṭibī, 2001, p. 172). In HRD, this implies internal audit systems 

for ethical compliance, a culture of moral feedback, and mechanisms for protecting 

whistleblowers. It embodies the organizational conscience, rooted not in legal 

obligation but in moral duty. 

Moreover, the preservation of maṣlaḥah (public interest) offers a macro-level 

justification for HRD, ensuring that personnel policies serve the collective wellbeing, 

not merely corporate interests. As noted by Abū Zahrah (2002, p. 121), maṣlaḥah is a 

dynamic tool for harmonizing Sharia with social realities. When applied to HRD, it 

provides the evaluative criteria for benefits, training relevance, and job security 

policies. 

Lastly, the ethical intention (niyyah) underlies all other values, reaffirming that the merit 

of HR actions is tied to their inner purpose. Al-Ghazālī (n.d., p. 53) emphasizes that no 

action holds divine worth without sincere intention. HRD, then, becomes a means of 

drawing nearer to God, cultivating not just skills but character, service orientation, and 

divine proximity. 

 

Operationalizing Sharia Principles in HRD 

The operationalization of Sharia-based values into human resource development 

(HRD) systems requires the translation of theological concepts into structured 
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organizational practices. This begins at the recruitment stage, where values such as 

amanah (trust) and ʿadl (justice) guide the selection process. Job descriptions must 

reflect ethical expectations alongside technical competencies, and recruitment 

procedures should include character assessments (akhlāqiyyah) rooted in both 

interviews and community references, echoing the prophetic tradition of selecting 

individuals based on integrity and competence (Khan, 2010). 

Training and development programs must move beyond technical skills to include 

modules on taqwā, ikhlāṣ, and service orientation. For example, institutions may 

incorporate faith-based orientation sessions that introduce employees to the 

organization's Sharia-aligned vision and values. Such training supports not only the 

performance of duties but also the internalization of moral responsibility, aligning with 

al-Ghazālī’s (n.d., p. 77) emphasis on transforming knowledge into virtuous action. 

Performance evaluation systems are often criticized for being overly quantitative and 

lacking ethical sensitivity. A Sharia-compliant model integrates both performance 

indicators and moral conduct, using tools that measure sincerity, cooperation, and 

adherence to organizational values. The evaluation criteria should be guided by 

maqāṣid al-sharī‘ah, ensuring that productivity is balanced with ethical behavior and 

social responsibility (Kamali, 2008, p. 192). 

Compensation and reward systems must be built on ʿadl and karāmah, guaranteeing 

that wages correspond to workload and contribution. Islam explicitly forbids delaying 

wages, as indicated in several ḥadīth, and encourages profit-sharing models 

(mudarabah, musharakah) to foster organizational solidarity. HRD models can 

incorporate non-monetary rewards such as public recognition, moral commendations, 

and spiritual retreats, which reinforce the principle of ihsān (Hashim, 2009). 

Employee relations in Sharia-based HRD require the institutionalization of shūrā. 

Regular consultation forums, suggestion systems, and participatory decision-making 

processes empower employees and align with Qur’ānic prescriptions (42:38). 

Organizations must ensure that all voices are heard, particularly marginalized staff, 

thereby embedding justice and transparency in the corporate culture (Ali, 2005). 

Conflict resolution and grievance procedures must draw on the principle of ṣulḥ 

(amicable settlement), emphasizing reconciliation over litigation. HR officers should be 

trained in Islamic mediation techniques, promoting resolution based on forgiveness 

(ʿafw) and restoration of rights rather than punitive action. This fosters a cohesive and 

compassionate work environment, reflecting Islamic jurisprudence's preference for 

resolution and harmony (al-Māwardī, 2001, p. 157). 

Promotion and career development policies must avoid favoritism (taʿaṣṣub) and be 

anchored in merit, fairness, and transparency. Classical Islamic texts often warned 
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against nepotism (waṣāyah) as a breach of trust. HRD systems must therefore 

institutionalize meritocratic advancement while supporting all employees through 

equal access to training and mentorship (Abdullah, 2012). 

Workplace culture in a Sharia-based model must reflect both professional excellence 

and spiritual enrichment. Organizations can provide prayer facilities, religious study 

circles, and time allowances for worship, thereby integrating faith into the rhythm of 

work. This reinforces the unity of secular and sacred, fulfilling the Islamic vision of 

holistic development (tazkiyah) (al-Ghazālī, n.d., p. 120). 

Ethical governance in HRD includes mechanisms of hisbah, or internal ethical auditing. 

Ethical oversight bodies may be created within the HR structure to monitor compliance 

with values such as justice, transparency, and respect. These structures are not punitive 

but formative, serving as organizational conscience aligned with divine accountability 

(al-Shāṭibī, 2001, p. 211). 

Termination policies must also reflect compassion, procedural fairness, and support 

for transition. Islam permits dismissal for valid reasons but insists on humane treatment 

and post-employment support, as seen in traditional zakat distributions for the 

unemployed. HR systems should include exit interviews, severance pay, and spiritual 

counseling where appropriate, exemplifying the value of karāmah even at the end of 

employment (Hashim, 2011). 

Collectively, these practices demonstrate that Sharia-based HRD is not a theoretical 

ideal but a viable model for ethical, inclusive, and performance-oriented human 

resource systems. Its operationalization transforms workplaces into arenas of worship, 

responsibility, and mutual growth. 

 

Strategic Contributions of Sharia-Based HRD to Organizations and Society 

One of the most significant strategic contributions of Sharia-based human resource 

development (HRD) is its capacity to reconfigure organizational culture toward ethical 

resilience. In an era where institutions face increasing scrutiny for corruption, toxic 

work environments, and leadership failures, Sharia-oriented HRD offers a values-based 

framework that cultivates internal moral anchors. The integration of taqwā, amanah, 

and shūrā into workplace systems helps build trust among stakeholders, thereby 

improving organizational credibility and long-term sustainability (Ali, 2005). 

Beyond ethics, Sharia-based HRD promotes strategic alignment between individual 

growth and institutional goals. Classical Islamic scholars emphasized the compatibility 

of personal virtue with communal benefit, reflected in the concept of maṣlaḥah. When 
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HRD is rooted in this principle, it ensures that employee development contributes not 

only to career progression but also to the broader social good. This approach supports 

both internal stakeholder satisfaction and the organization's external reputation 

(Kamali, 2008, p. 189). 

In practical terms, Sharia-based HRD enhances employee engagement and reduces 

turnover. Numerous studies show that when employees perceive alignment between 

their personal values and organizational culture, commitment increases (Hashim, 

2009). Islamic values such as fairness, consultation, and dignity resonate deeply with 

many Muslim employees, particularly in Muslim-majority contexts. This cultural 

congruence becomes a strategic asset for talent retention and internal stability. 

Another critical benefit is the fostering of inclusive leadership. The Islamic emphasis 

on ʿadl, ihsān, and shūrā encourages participatory and servant leadership styles. 

Leaders are seen not as authoritative figures but as stewards accountable to both 

people and God. This relational leadership style nurtures empathy, fairness, and shared 

vision—qualities increasingly prized in contemporary leadership theory (Khan, 2010). 

Sharia-oriented HRD also contributes to strategic human capital development by 

cultivating spiritually conscious employees. These individuals view work as a form of 

worship (ʿibādah), which elevates their sense of responsibility, punctuality, and 

excellence. The resulting workforce is not only competent but also conscientious, 

bringing added value to organizational performance and social impact (Beekun & 

Badawi, 1999). 

From a societal perspective, Sharia-based HRD addresses the dual challenge of 

unemployment and underdevelopment in Muslim societies. By emphasizing karāmah 

and productive engagement (ʿimārat al-arḍ), it encourages the creation of jobs that 

are not exploitative but empowering. HRD policies influenced by Sharia promote 

vocational dignity, entrepreneurship, and social cohesion—key drivers of national 

development (Abdullah, 2012). 

Moreover, Sharia-based HRD has implications for gender equity and inclusion. While 

debates on gender roles persist, classical jurisprudence and contemporary ijtihād allow 

for inclusive interpretations that uphold merit, justice, and human dignity for all 

genders. HRD models informed by such interpretations can ensure equitable access to 

opportunities while respecting cultural norms (Kamali, 2008, p. 203). 

Institutions implementing Sharia-based HRD frameworks also benefit from increased 

public trust and legitimacy, particularly in Muslim-majority nations. As public 

consciousness grows regarding ethical and faith-based business practices, 

organizations that align with religious values enjoy reputational advantages and 
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community support. This is especially true in sectors such as Islamic finance, education, 

and health services (Ali, 2005). 

Internationally, Sharia-based HRD frameworks offer models for intercultural 

engagement. By articulating a faith-based approach that is ethical, inclusive, and 

performance-driven, these models can contribute to global HRD discourse. They 

challenge the assumption that modernity and religiosity are mutually exclusive, instead 

demonstrating how spirituality can enrich—not hinder—organizational effectiveness 

(Hashim, 2011). 

Finally, Sharia-based HRD contributes to the formation of ethically aware societies. 

When workplaces function as environments of moral development, the ripple effects 

extend into families, communities, and national ethos. Thus, the strategic significance 

of this model transcends the corporate sphere, becoming a catalyst for holistic societal 

reform rooted in ethical consciousness and divine accountability. 

Integrated Sharia-Based HRD Framework 

The foregoing analysis reveals that Sharia-based human resource development (HRD) 

is far from a utopian or abstract ideal; rather, it is a viable, structured, and actionable 

framework grounded in an internally coherent set of theological values, practical 

systems, and strategic outcomes. It is a model that reorients HRD from a utilitarian 

exercise focused on productivity to a spiritually anchored practice centered on ethical 

accountability, human dignity, and collective wellbeing.  

At its foundation lie the enduring Islamic theological principles of tawḥīd (oneness of 

God), taqwā (God-consciousness), ʿadl (justice), and amanah (trust), which together 

form a robust moral ontology that governs not only personal conduct but institutional 

life. These are not passive values but dynamic imperatives that demand tangible 

expression through ethical recruitment practices, character-based employee 

development, just leadership paradigms, and equitable reward and recognition 

systems. 

The seamless integration of these values into the infrastructure of human resource 

systems is made possible through the application of maqāṣid al-sharīʿah (the higher 

objectives of Islamic law), which serve as both ethical guideposts and operational 

metrics. This framework ensures that every HR function—from hiring and training to 

performance appraisal and career progression—is aligned with the preservation of five 

foundational human goods: life (nafs), intellect (ʿaql), religion (dīn), lineage (nasl), and 

wealth (māl). These objectives act as evaluative standards for HR policies, ensuring that 

development processes contribute not only to institutional effectiveness but also to 

human flourishing (falāḥ) in this world and the hereafter. Within this paradigm, HRD 
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becomes more than an administrative process; it becomes an ethically charged 

enterprise that integrates divine intent with organizational mission. 

What distinguishes this model is its ability to bridge the ethical wisdom of classical 

Islamic scholarship with the strategic sophistication of modern HRD methodologies. 

Foundational Islamic thinkers such as al-Ghazālī, Ibn Khaldūn, and al-Shāṭibī provide 

deep philosophical insights into human nature, ethical governance, and institutional 

purpose. Their works offer timeless principles concerning the development of human 

character, the moral function of labor, and the integration of the sacred within the 

civic.  

When these insights are combined with contemporary advancements in systems 

thinking, organizational psychology, and human capital strategy, the result is a hybrid 

model—both spiritually rooted and contextually adaptive. Such a framework is capable 

of thriving within diverse institutional settings, whether in Islamic banking, education, 

healthcare, or public administration, across both Muslim-majority and minority 

contexts. 

Moreover, this integrative model offers Muslim organizations a meaningful path to 

harmonize faith identity with global performance standards. In a time when ethical 

erosion and spiritual disconnection afflict many workplaces, Sharia-based HRD offers 

a values-based approach to rehumanize the work environment. It equips institutions 

with the conceptual and procedural tools to foster moral leadership, institutional 

transparency, and employee wellbeing. By realigning organizational goals with divine 

accountability and societal responsibility, it facilitates not only internal coherence but 

also external legitimacy and trust. 

Ultimately, the Sharia-based HRD paradigm transcends its role as a moral alternative 

to conventional systems—it emerges as a strategic imperative for any institution 

seeking sustainability, ethical integrity, and societal relevance in a complex, globalized 

world. It is a model that speaks to the heart as well as the mind, integrating purpose 

with practice, and grounding organizational excellence in timeless spiritual truths. 

 

CONCLUSION 

This study has demonstrated the conceptual viability and strategic relevance of a 

Sharia-based human resource development (HRD) framework. Grounded in 

foundational Islamic values such as tawḥīd, ʿadl, amanah, and taqwā, the proposed 

model emphasizes ethical integrity, spiritual accountability, and human dignity as 

central components of employee growth. It shifts the paradigm of HRD from a purely 

economic exercise to a moral and spiritual endeavor. 
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The operationalization of these values into core HR functions—recruitment, training, 

evaluation, leadership, and conflict resolution—shows that Islamic ethics can be 

translated into actionable systems. By incorporating the maqāṣid al-sharīʿah, 

organizations can ensure that every aspect of human development aligns with divine 

objectives and social good. The model not only enhances organizational efficiency but 

also strengthens moral culture, trust, and communal welfare. 

Moreover, this framework contributes strategically to institutional resilience, employee 

engagement, and societal well-being. It provides Muslim organizations with a coherent 

roadmap for integrating faith-based values into modern management systems without 

compromising performance or inclusivity. In doing so, it responds to the urgent need 

for ethically grounded, culturally authentic alternatives to secular HR models. 

Ultimately, Sharia-based HRD represents a holistic vision of human potential, one that 

transcends functionalist views of labor and instead honors the sacredness of work, the 

responsibility of leadership, and the unity of ethical and professional excellence. It is 

both a return to prophetic principles and a step toward a more just and purposeful 

organizational future. 
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