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Abstract

Human resource management, as one of the fundamental pillars of organizational success, requires redefinition and
alignment with religious values and teachings in the context of Islamic societies. The importance of this issue lies in the fact
that Islamic principles and regulations not only influence the individual and social behavior of employees but can also serve
as a strategic framework for enhancing productivity, organizational justice, and job satisfaction. The present study,
conducted with an applied orientation and employing a meta-synthesis method, aimed to identify and analyze the functions
of human resource management in light of Islamic values. The research population included all Persian-language articles
published between 2015 and 2025, which were examined using Sandelowski and Barroso’s (2007) seven-step model:
formulating the research question, searching and selecting sources, data extraction, analyzing and synthesizing findings,
quality control of codes, and deriving results. Data analysis was performed using MAXQDA software version 2022, and the
validity of the findings was confirmed by expert judgment, while their reliability was verified through Cohen’s Kappa
coefficient (0.75), which falls within the acceptable range. The findings revealed nine main components and 42
subcomponents, which include: compensation and benefits based on Islamic values, human resource planning based on
Islamic values, work—life balance, training and development based on Islamic values, performance evaluation based on
Islamic values, ethical-oriented organizational culture based on Islamic values, recruitment and selection based on Islamic
values, employee participation based on Islamic values, and employee relations based on Islamic values. The results
indicated that integrating Islamic principles into human resource policies and processes can lead to the promotion of justice,
transparency, accountability, and organizational synergy. The novelty of this study lies in presenting a comprehensive and
localized conceptual model of Islamic human resource management that can be used as a basis for designing policies and
implementing programs in Muslim organizations, thereby narrowing the gap between theory and practice in this field.
Keywords: Islamic human resource management, Islamic values, meta-synthesis, human resource management functions,
localized model.
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Extended Abstract

Introduction

Human resource management (HRM) has long been recognized as one of the central pillars of organizational
success, functioning as both a strategic enabler and an operational necessity in sustaining growth, productivity,
and workforce well-being (Briscoe et al., 2012). Traditionally, HRM models have largely emerged from
Western contexts, emphasizing efficiency, performance outcomes, and economic rationality, often neglecting
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the cultural, spiritual, and ethical dimensions of employees (Zhang & Chen, 2023). While these models have
advanced organizational strategies globally, their applicability within Muslim-majority societies remains
contested due to their limited integration of moral and religious values (Rahmat, 2018).

The Islamic perspective on HRM introduces a more holistic view, where employees are seen not merely as
economic resources but as dignified human beings whose professional growth must be aligned with moral and
spiritual values (Nik Ab. Rahman et al., 2013). Principles derived from the Qur’an, Hadith, and Islamic
jurisprudence such as justice (adl), trustworthiness (amanah), consultation (shura), and equity offer a rich
framework for organizational practices that combine efficiency with ethical integrity (Chowdhury et al.,
2020). This orientation not only reshapes compensation structures, performance evaluations, and recruitment
strategies but also aligns HRM practices with broader societal well-being (Hamid, 2024).

A growing body of scholarship has therefore highlighted the necessity of rethinking HRM in Muslim contexts
by grounding it in Islamic values and localized practices (Auwal Gano et al., 2024; Mushthafa et al., 2025).
Studies have shown that adopting Islamic HRM (IHRM) principles fosters organizational justice, enhances
trust, improves employee satisfaction, and supports sustainability (Amalia, 2024; Bahreini, 2025). For
example, justice in compensation practices, emphasized in both Islamic teachings and modern HRM literature,
has been shown to significantly impact employee commitment and organizational performance (Azizah, 2017;
Riyadi, 2015). Similarly, integrating consultation and participation aligns with modern participatory
management while also reflecting Qur’anic principles (Efendi, 2024; Mukhsinuddin, 2025).

Despite these advancements, much of the existing literature remains fragmented, with studies addressing
specific dimensions such as training (Riniwati, 2016), organizational culture (Zaini, 2015), or recruitment
(Mohammadi & Tavakoli, 2024), but rarely synthesizing findings into a comprehensive model. Moreover,
the challenge of bridging the gap between theory and practice persists, as organizations often adopt Western-
derived models due to competitive pressures while neglecting the contextual suitability of Islamic frameworks
(Abdul Cader, 2017; Ardan & Jaelani, 2021). This gap underscores the necessity of integrative approaches
that can systematize and harmonize diverse findings.

Meta-synthesis has emerged as a powerful qualitative method to integrate findings across multiple studies,
generating new insights by transcending the limitations of individual research (Masir e, 2025; ModireAmari,
2025). By employing this methodology, the present study seeks to identify and analyze the functions of HRM
through the lens of Islamic values, producing a localized conceptual framework for IHRM. This approach is
further justified by the increasing scholarly interest in aligning HRM with religious and cultural contexts, as
seen in recent works comparing Islamic and conventional HRM practices (Kaharudin et al., 2025; Zhang &
Chen, 2024).

In light of these concerns, the significance of this research lies in its ability to consolidate dispersed knowledge
into a coherent model, thus narrowing the persistent gap between Islamic theory and HRM practice. Ultimately,
this study contributes to both academic inquiry and organizational practice by proposing a conceptual model
rooted in Islamic values and adapted to contemporary organizational realities (Ebrahimzadeh & Fahima,
2025).

Methods and Materials

This research adopted an applied orientation with a qualitative methodology, employing a meta-synthesis
design to integrate existing findings. The study population included all Persian-language articles published
between 2015 and 2025 relevant to Islamic HRM and organizational practices. The seven-step model of
Sandelowski and Barroso (2007) guided the research process, encompassing the formulation of research
questions, systematic search and selection of sources, data extraction, thematic coding, synthesis of findings,
quality appraisal of codes, and final integration of results.
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Data were analyzed using MAXQDA 2022 software. To ensure rigor, validity was confirmed through expert
evaluation, while reliability was established via Cohen’s Kappa coefficient (0.75), indicating substantial
agreement among coders.
Findings
The meta-synthesis identified nine core components and forty-two subcomponents of HRM functions rooted
in Islamic values. The nine primary components include:
1. Compensation and Benefits Based on Islamic Values — ensuring fairness, timeliness, and alignment
with principles of equity and justice.
2. Human Resource Planning Based on Islamic Values — incorporating long-term perspectives that
balance organizational and societal needs.
3. Work-Life Balance — emphasizing the holistic well-being of employees, including physical, spiritual,
and family dimensions.
4. Training and Development Based on Islamic Values — integrating technical skill enhancement with
moral and spiritual growth.
5. Performance Evaluation Based on Islamic Values — prioritizing fairness, transparency, and
accountability in assessing contributions.
6. Ethical-Oriented Organizational Culture Based on Islamic Values — fostering a culture of trust,
honesty, responsibility, and cooperation.
7. Recruitment and Selection Based on Islamic Values — emphasizing criteria such as trustworthiness,
competence, and faith, alongside professional qualifications.
8. Employee Participation Based on Islamic Values — institutionalizing shura and participatory
decision-making processes.
9. Employee Relations Based on Islamic Values — promoting fairness, compassion, and mutual respect
in workplace interactions.
Collectively, these dimensions demonstrate the breadth and depth of Islamic HRM, providing a comprehensive
model for aligning organizational practices with ethical and religious values.
Discussion and Conclusion
The findings highlight that integrating Islamic values into HRM practices not only addresses organizational
effectiveness but also enhances justice, transparency, and employee well-being. The emphasis on
compensation justice, as one of the most prominent dimensions, echoes both classical Islamic teachings and
modern organizational justice literature, demonstrating that fair pay systems increase loyalty and reduce
turnover. The identification of training and development as a moral as well as technical endeavor underscores
the dual responsibility of organizations to cultivate both professional competence and ethical integrity among
employees.
Work-life balance, highlighted as a significant dimension, affirms the importance of holistic well-being in
Islamic teachings. Unlike models that privilege productivity at the expense of personal life, the Islamic HRM
model emphasizes equilibrium, aligning with emerging global discourses on employee wellness. Similarly,
embedding shura within participation mechanisms reveals that Islamic HRM principles resonate with
contemporary participatory management theories, offering both cultural legitimacy and organizational
effectiveness.
The recognition of ethical organizational culture further consolidates the argument that Islamic HRM fosters
sustainable organizational ecosystems. By institutionalizing honesty, responsibility, and mutual respect,
organizations can strengthen their social capital and resilience. Recruitment and selection processes grounded
in Islamic values also offer a corrective to conventional approaches, ensuring that moral attributes such as
trustworthiness and accountability are considered alongside technical skills.
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Ultimately, this study demonstrates that Islamic HRM can serve as a bridge between religious values and
modern organizational demands. By systematizing existing literature through meta-synthesis, the research not
only identifies key components of Islamic HRM but also provides a conceptual model adaptable for Muslim-
majority organizations. This integrative framework has the potential to reduce the gap between theory and
practice, fostering both organizational success and the realization of ethical imperatives.
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