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ABSTRACT: Human Resource Management (HRM) plays a pivotal role in fostering social development within Islamic 

communities. This study explores the integration of sharia principles in HRM practices, emphasizing values such as adl (justice), 

ta’awun (cooperation), and shura (mutual consultation) to align individual productivity with communal welfare. Using a qualitative 

literature review approach, this research identifies key strategies and challenges in implementing sharia-based HRM across various 

Islamic social organizations, including zakat institutions, pesantren, and sharia cooperatives. The findings reveal that equity 

leadership and HRM practices grounded in Maqasid al-Shari'ah significantly enhance employee motivation and commitment by 

connecting individual contributions to broader societal goals. Furthermore, sharia-based organizational cultures promote inclusivity, 

reduce internal conflicts, and strengthen team cohesion. These practices empower marginalized communities through sustainable 

and ethical approaches to poverty alleviation and economic growth. This study contributes to the theoretical discourse by bridging 

conventional HRM theories with Islamic principles, offering a culturally specific framework for effective human resource 

management. While providing practical insights for Islamic organizations, the research underscores the need for empirical validation 

and further exploration of the intersection between sharia-based HRM and global trends, such as digital transformation and green 

HRM, to achieve sustainable and inclusive development. 
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INTRODUCTION  

Human Resource Management (HRM) plays a strategic role in social development, particularly within the context of Islamic 

communities. Unlike conventional approaches that primarily focus on economic productivity, HRM in Islam integrates sharia-based 

values emphasizing a balance between material and spiritual aspects (Ali et.al., 2022). This approach not only aims to enhance 

individual competencies but also prioritizes morality, social responsibility, and justice. Consequently, sharia-based HRM is believed 

to be a key enabler of sustainable and inclusive social development (Almutairi & Alsawalhah, 2020). 

Social development in Islamic communities encompasses processes such as empowering the ummah, improving welfare, and 

achieving social justice. However, integrating Islamic values into HRM practices faces significant challenges, including a limited 

understanding of sharia principles in managerial contexts and the inadequate adoption of holistic approaches to human resource 

development (Munjin et al., 2024). These challenges have created a gap between Islamic teachings and HRM practices within 

Islamic communities. 

This study aims to analyze the role of sharia principles in HRM as a strategic tool to strengthen social development. Using a 

literature review approach, the study identifies opportunities and challenges in sharia-based HRM practices and explores how the 

integration of spiritual values with professional needs can be optimized. Through this analysis, the study aspires to contribute 

significantly to achieving more equitable and sustainable social development (Widiastuti et al., 2022; Ali et al., 2022). 

 

RESEARCH METHOD 

This study employs a qualitative research design with a literature review approach to analyze the role of Human Resource 

Management (HRM) in advancing social development within Islamic communities. The primary objective of this research is to 

identify and understand how HRM theories—such as motivation theory, leadership models, and organizational culture—can be 

adapted to support social development goals aligned with sharia principles (Widiastuti dkk., 2022). 
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1. Research Design 

The qualitative nature of this study allows for a comprehensive examination of existing research findings and theories relevant to 

sharia-based HRM and its implications for social development. The literature review focuses on synthesizing key themes and 

identifying patterns across studies, building a theoretical framework that integrates HRM practices with Islamic social development 

(Ali et al., 2022). 

2. Criteria for Literature Selection 

The literature included in this study was selected based on the following criteria: 

a. Thematic Relevance: Articles addressing the intersection of HRM theories, social development, and Islamic principles. 

b. Quality and Accuracy: Peer-reviewed articles published in journals indexed at least in Q3 or Sinta 3, ensuring methodological 

rigor and credible findings. 

c. Publication Period: Sources published between 2019 and 2024 to maintain contemporary relevance. 

d. Source Types: Academic journal articles, scholarly books, and research reports recognized in HRM, social development, and 

Islamic studies. 

3. Data Collection Process 

Data collection was conducted by searching various academic databases, including Google Scholar, Scopus, and JSTOR, using 

keywords such as "Human Resource Management in Islamic Social Development," "Islamic Social Welfare," "Maqasid Al-Shari’ah 

and HRM," and "Social Empowerment through HRM." The selected literature was filtered based on the aforementioned criteria to 

ensure the inclusion of only relevant and high-quality studies. This process facilitated the identification of key themes and trends in 

sharia-based HRM practices and their impact on social development (Almutairi & Alsawalhah, 2020). 

4. Data Analysis Techniques 

Thematic analysis was employed to extract and integrate insights from the reviewed literature. This technique enabled the 

identification of core concepts in HRM theories as applied to Islamic organizations, such as pesantren, zakat institutions, and sharia 

cooperatives. The analysis further explored how these theories can be adapted to foster social development and empower Islamic 

communities (Munjin et al., 2024). 

5. Validity and Reliability 

To ensure the validity and reliability of this research, source triangulation was used by comparing findings across various relevant 

literature. This triangulation minimized potential biases and enhanced the consistency of the results. Only peer-reviewed journal 

articles and reputable academic books were included, ensuring the credibility of the findings (Widiastuti et al., 2022; Ali et al., 

2022). 

6. Limitations of the Study 

This study is limited to a literature review focusing on HRM in the context of social development in Islamic communities. It does 

not include field-based case studies or primary data collection, making the findings primarily conceptual and theoretical. 

Furthermore, the study relies on literature published in English and Indonesian, which may limit the generalizability of the findings 

to broader contexts. 

 

RESULTS AND DISCUSSION 

1. Motivation in HRM Practices 

The findings reveal that motivation in Islamic HRM is driven by social justice, recognition of individual contributions, and 

empowerment through appreciation. Equity leadership, emphasizing fairness and equality, has been shown to enhance employee 

motivation in Islamic-based organizations (Hurtienne & Hurtienne, 2024). Additionally, HRM practices aligned with Maqasid al-

Shari'ah principles strengthen individual motivation by connecting personal efforts with communal benefits (Ali et al., 2022). 

2. Leadership in HRM 

Leadership grounded in Islamic values, such as adl (justice) and amanah (trust), significantly improves relationships between leaders 

and employees. This approach fosters higher engagement and commitment to social objectives (Poekert dkk., 2020). Furthermore, 

leadership emphasizing social justice enhances individual empowerment and community strengthening, particularly in Islamic 

social organizations (Ezzani et al., 2023). 

3. Sharia-Based Organizational Culture 

A culture rooted in Islamic principles, including justice (adl), cooperation (ta’awun), and mutual consultation (shura), plays a critical 

role in HRM practices. Such a culture fosters inclusivity and collaboration, leading to improved organizational performance and 

reduced internal conflicts (Widiastuti et al., 2022; Basheer et al., 2022). 
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4. Integration of Sharia Principles in HRM 

Integrating sharia principles into HRM improves management quality and supports sustainable social development. For instance, in 

Islamic banking, applying Maqasid al-Shari'ah principles has been shown to enhance employee commitment and organizational 

performance (Almutairi & Alsawalhah, 2020). Similarly, zakat institutions and sharia cooperatives leverage sharia-based HRM to 

achieve social impact, such as poverty alleviation and economic empowerment (Aziz et al., 2024). 

5. Social Empowerment and Sustainable Development 

Sharia-based HRM practices significantly contribute to social empowerment and sustainable development. Empowerment programs 

in sharia cooperatives, for example, enhance social participation and community welfare through training and entrepreneurship 

development (Basheer et al., 2022). Sharia-based training programs further equip individuals with technical skills and ethical 

character, enabling sustainable contributions to society (Munjin et al., 2024). 

. 

DISCUSSION 

1. Overview of Findings 

The results underscore the strategic role of sharia-based HRM in driving social development in Islamic communities. By integrating 

Islamic values such as adl (justice) and ta’awun (cooperation), HRM practices not only enhance individual productivity but also 

foster communal well-being. These practices align personal and organizational goals with broader societal objectives, which is 

particularly relevant in contexts where social justice and equity are emphasized. 

2. Comparison with Existing Literature 

The findings align with the work of Hurtienne and Hurtienne (2024), who emphasize that leadership practices rooted in equity 

principles significantly enhance employee motivation and commitment. However, this study goes further by contextualizing equity 

leadership within the framework of Islamic values, providing a culturally specific perspective that bridges conventional HRM 

theories with sharia principles. 

Similarly, studies by Widiastuti et al. (2022) and Basheer et al. (2022) demonstrate that sharia-based organizational cultures foster 

inclusivity and collaboration, reducing internal conflicts and strengthening team cohesion. These findings support the assertion that 

Islamic principles are not only spiritual guidelines but also practical frameworks for organizational excellence and social harmony. 

The integration of Maqasid al-Shari'ah in HRM practices, as highlighted in this study, extends the work of Almutairi and Alsawalhah 

(2020). While their research focuses on Islamic banking, this study explores broader applications across different types of Islamic 

social organizations, including zakat institutions, pesantren, and sharia cooperatives. 

3. Implications 

a. Theoretical Implications: 

      This research contributes to the theoretical discourse on HRM by demonstrating the applicability of Islamic values within 

modern management practices. It challenges the often secular nature of HRM theories by providing a faith-based framework 

that integrates spiritual and material dimensions. It also raises questions about the universality of conventional HRM principles, 

suggesting that localized cultural and religious values can enhance their relevance and effectiveness. 

b. Practical Implications: 

      Islamic social organizations can adopt sharia-based HRM practices to align operational goals with social objectives. For 

instance, emphasizing justice in employee evaluation systems or incorporating sharia principles in leadership training programs 

can foster greater trust and commitment. Organizations outside Islamic contexts can learn from these practices, particularly in 

areas where equity, inclusivity, and sustainability are becoming global priorities. 

c. Social Implications: 

      Sharia-based HRM practices can empower marginalized communities by providing ethical and inclusive frameworks for 

development. These practices offer a sustainable approach to poverty alleviation and economic empowerment, particularly 

through zakat institutions and sharia cooperatives. 

4. Challenges and Limitations 

While sharia-based HRM offers numerous advantages, its implementation faces challenges. For example: 

a. The lack of comprehensive frameworks for integrating sharia principles into HRM in non-religious or multicultural contexts. 

b. Resistance to change in organizations with deeply entrenched conventional HRM practices. 
 

5. Future Directions 

Future research should be conduct empirical studies to validate the theoretical insights presented in this study, particularly in 

different geographical and cultural contexts. Future research should explore the intersection of sharia-based HRM with global trends 

such as digital transformation and green HRM to examine their compatibility and mutual benefits. 
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CONCLUSION  

This study highlights the significant role of sharia-based Human Resource Management (HRM) in advancing social development 

within Islamic communities. By integrating Islamic principles such as adl (justice), ta’awun (cooperation), and shura (mutual 

consultation), HRM practices can align individual productivity with communal welfare, fostering sustainable social development. 

The findings demonstrate that: 

1. Motivation and Leadership: HRM practices grounded in equity leadership and Maqasid al-Shari'ah principles enhance 

employee motivation and commitment, aligning personal efforts with organizational and societal goals. 

2. Sharia-Based Organizational Culture: A culture rooted in Islamic values fosters inclusivity, collaboration, and reduced 

internal conflict, strengthening organizational cohesion and performance. 

3. Social Empowerment and Development: Sharia-based HRM practices, particularly in zakat institutions and sharia 

cooperatives, effectively empower communities through ethical and sustainable approaches to poverty alleviation and economic 

growth. 

These insights contribute to the theoretical discourse by bridging conventional HRM theories with sharia principles, offering a 

culturally specific framework for managing human resources. Practically, they underscore the potential of Islamic HRM practices 

to enhance organizational effectiveness while addressing broader social objectives such as justice, equity, and community welfare. 

However, this study is limited to a conceptual analysis based on a literature review. Future research should focus on empirical 

investigations to validate these findings across various sectors and contexts. Additionally, exploring the integration of sharia-based 

HRM with global trends, such as digital transformation and green HRM, may uncover new opportunities for sustainable and 

inclusive development. 

 

REFERENCES 

1) Ali, M., Puah, C.-H., Ali, A., Raza, S. A., & Ayob, N. (2022). Green intellectual capital, green HRM and green social 

identity toward sustainable environment: A new integrated framework for Islamic banks. International Journal of Manpower, 

43(3), 614–638. https://doi.org/10.1108/IJM-04-2020-0185 

2) Almutairi, Mohammad. A. O., & Alsawalhah, Ayyoub. A. (2020). The Impact of Strategies Human Resource Management 

on Organizational Commitment. (An Applied Study on Employees in Jordanian Islamic Banks). Modern Applied Science, 

14(4), 14. https://doi.org/10.5539/mas.v14n4p14 

3) Aziz, A., Manalu, P., Oktaviandi, W., Apriadi, D., Candri, & Suteja. (2024). SDG’s and Maqasid Shariah Principles: 

Synergies for Global Prosperity. Journal of Lifestyle and SDGs Review, 4(2), e01873.  

https://doi.org/10.47172/2965-730X.SDGsReview.v4.n02.pe01873 

4) Basheer, M. F., Ul Hameed, W., Al Zarooni, M. I. M. A., Raoof, R., & Sattar, J. (2022). Role of corporate social 

responsibility, management practices, organizational behavior in social equity with mediating role of women empowerment: 

A study of the Islamic banking sector of South Punjab. Frontiers in Psychology, 13, 926169.  

https://doi.org/10.3389/fpsyg.2022.926169 

5) Ezzani, M. D., Brooks, M. C., Yang, L., & Bloom, A. (2023). Islamic school leadership and social justice: An international 

review of the literature. International Journal of Leadership in Education, 26(5), 745–777.  

https://doi.org/10.1080/13603124.2021.2009037 

6) Hurtienne, L. E., & Hurtienne, M. (2024). An introduction to equity leadership: Meeting individual employee needs across 

organizations. European Journal of Training and Development, 48(5/6), 609–624. https://doi.org/10.1108/EJTD-01-2023-0010 

7) Munjin, M., Dharin, A., & Siswadi, S. (2024). Human Resource Development In The Pandemic Era: A Multy-Case Study 

at Islamic Private Elementary Schools in Central Java, Indonesia. Educational Administration: Theory and Practice.  

https://doi.org/10.53555/kuey.v30i4.625 

8) Poekert, P. E., Swaffield, S., Demir, E. K., & A. Wright, S. (2020). Leadership for professional learning towards educational 

equity: A systematic literature review. Professional Development in Education, 46(4), 541–562.  

https://doi.org/10.1080/19415257.2020.1787209 

9) Widiastuti, T., Robani, A., Sukmaningrum, P. S., Mawardi, I., Ningsih, S., Herianingrum, S., & Al-Mustofa, M. U. (2022). 

Integrating sustainable Islamic social finance: An Analytical Network Process using the Benefit Opportunity Cost Risk 

(ANP BOCR) framework: The case of Indonesia. PLOS ONE, 17(5), e0269039.  

https://doi.org/10.1371/journal.pone.0269039 

 

 

 

There is an Open Access article, distributed under the term of the Creative Commons 

Attribution – Non Commercial 4.0 International (CC BY-NC 4.0) 

(https://creativecommons.org/licenses/by-nc/4.0/), which permits remixing, adapting and 

building upon the work for non-commercial use, provided the original work is properly cited. 

http://www.ijsshr.in/

