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Abstract: Islamic Work Ethic (IWE) bridges organizational input to produce better organizational outcomes. Rather
than viewing work merely as a means for survival or economic gain, IWE elevates work as a core of ibadah (worship)
to achieve virtue. Using an Islamic approach of belief based on the Quran as a pillar and combined with conceptual
method from a systematic literature review (SLR), the research synthesizes philosophical, theological, and
organizational scholarship to construct a theory-driven, construct-based model. The Quranic principles exegesis
make a foundational philosophy as a pillar to connect the concept of IWE and organizational outcomes. The SLR
identifies and integrates conceptual threads that explain how each axiom informs organizational norms and
practices when mediated by Ibadah, and how those practices map onto measurable outcomes. The study’s primary
contribution is a rigorously derived conceptual model that translates the abstract of philosophical foundations into
actionable organizational constructs, offering a coherent vocabulary and logic for future empirical testing.
Methodologically, the SLR provides a transparent audit trail linking source material to model components, clarifying
assumptions and interpretive choices. Practically, the framework suggests targeted areas for organizational design
and human resources interventions that align spiritual commitments with workplace behavior. The study
demonstrates that Ibadah functions as the central mechanism translating five Islamic axioms of Tawhid, Khilafah,
‘Adl, Ikhtiyar, and Fard into concrete organizational practices. Empirical mapping shows each axiom aligns with
specific functional pillars (Effort, Competition, Transparency, Responsible Conduct). The model clarifies causal
pathways that spiritual commitments shape workplace motivations and norms through Ibadah, which then produce
observable improvements in productivity, morale, and loyalty.

Keywords: Islamic Work Ethics (IWE), Ibadah, Foundational Axioms, Functional Pillars, Organizational
outcomes.

INTRODUCTION

In the contemporary era, the study of work ethics has gained significant prominence within
organizational behavior literature, largely due to rising concerns regarding moral hazards, corporate
fraud, and the ethical conduct of employees (Nauman et al., 2023). As organizations strive for
sustainable performance and competitive advantages, the role of religion as a fundamental driver of
workplace values has become a critical area of investigation (Chupradit et al., 2022). Among these, the
Islamic Work Ethic (IWE) has emerged as a comprehensive framework that integrates spiritual beliefs
with professional conduct, offering a distinct approach to workplace dynamics (Aldulaimi, 2016).

IWE is defined as a set of moral principles derived from the Qur'an and the Sunnah that guide human
conduct and distinguish right from wrong within the workplace (Beekun, 2004; Nasution & Rafiki, 2020).
Unlike conventional management theories that may prioritize profit maximization, IWE emphasizes that
work is an act of worship (ibadah), grounded in values such as jtqan (excellence and perfection), ihsan
(benevolence), and accountability to both the Creator and the community (Abdullah Faig & Sholahuddin,
2024; Nauman et al., 2023). By fostering an environment rooted in justice, honesty, and cooperation,
the IWE framework seeks to mitigate unethical behaviors and promote a culture of responsibility (Ali &
Al-Owaihan, 2008). Existing research on Islamic Work Ethics (IWE) is fragmented and narrowly focused:
it emphasizes individual psychological outcomes while largely ignoring economic, social, and spiritual
dimensions; it documents positive outcomes but rarely examines whether IWE mitigates negative
workplace behaviors; and it often reports bivariate associations without strong theoretical explanation
or mediation testing. These empirical and theoretical limitations are compounded by geographically and
sector-specific samples, cross-sectional self-report designs, and managerial/gender sampling biases,
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which together prevent a holistic, generalizable, and causally credible account of how IWE operates
within organizations (Usman et al., 2015; Ibrahim & Kamri, 2013; Possumah et al., 2012; Ahmad &
Ogunsola, 2011; Syarif et al., 2019; Athar et al., 2016).

Furthermore, contemporary organizational research lacks an integrated, empirically grounded
framework that links core Islamic philosophical axioms to concrete workplace practices and measurable
outcomes. Although concepts such as Tawhid, Khilafah, ‘Adl, Ikhtiyar, and Fard are discussed in ethical
and theological literature, there is limited systematic evidence showing how Ibadah functions as the
operative mechanism that translates these axioms into functional pillars (Effort, Competition,
Transparency, Responsible Conduct) and, in turn, into organizational outcomes (Performance, Job
Satisfaction, Organizational Commitment, Innovation Capability). This gap constrains both theory and
practice: scholars lack a validated model to explain causal pathways, and practitioners lack actionable
guidance for embedding spiritually informed ethics into organizational design and HR practices.
Therefore, this study seeks to sets the foundational principles of IWE and examines how these values
translate into tangible organizational outcomes in diverse professional settings. This study aims to: -

i Set the foundations how work as ibadah rule as a philosophical foundation to the whole concept

of Islamic Work Ethics (IWE) model implementation.

i.  Synthesize and conceptually integrate how the five axioms (Tawhid, Khilafah, ‘Adl, Ikhtiyar,
Fard) have been defined and operationalized across the four functional pillars (Effort,
Competition, Transparency, Responsible Conduct).

iii. Develop a conceptual model that maps the relationship between the IWE philosophy
foundations, its functional pillars, and the organizational outcomes (Performance, Job
Satisfaction, Organizational Commitment, Innovation Capability).

METHODS

This study adopts a conceptual methodology that integrates Quranic exegesis as the philosophical-
theological pillar with a systematic literature review (SLR) to produce a theory-driven, construct-based
model linking Islamic Work Ethic (IWE), ibadah as a mediating mechanism, organizational
norms/practices, and measurable outcomes. This research employs a qualitative systematic literature
review (SLR) to synthesize a scholarship work on Islamic Work Ethics (IWE), aiming to bridge the gap
between spiritual foundations and empirical organizational outcomes. By adhering to the rigorous
methodological protocols established by Kitchenham and Charters (2007), the study systematically
maps the evolution and practical application of IWE. The research process moves through structured
phases of strategic search, inclusive screening, systematic data extraction of antecedents and
consequences to ensure that modern organizational interpretations remain anchored in authentic
Quranic and Sunnah principles.

The justification for this design lies in the need to unify the ‘scattered’ body of IWE research, which
often struggles with generalization due to varying cultural contexts (Ali, 2009). By utilizing techniques
such as conceptual analysis, and the synthesis of established Islamic foundational pillars, the study
constructs an "IWE Map" that offers a holistic, big-picture perspective for both scholars and
organizational practitioners. The SLR is the superior approach for this field because IWE research is
currently "scattered among different organizational and cultural contexts," making individual studies
difficult to generalize (Ali, 2009). An SLR allows for the creation of an "IWE Map," providing researchers
and practitioners with the "big picture" of the findings. Furthermore, a qualitative design is essential for
exploring the spiritual dimension of work, which requires a deep understanding of the "dialectic relations
between work and faith" that quantitative "snapshots" often miss (Yousef, 2001).

This study uses a theory-driven, construct-based approach that combines Quranic exegesis (tafsir)
as the philosophical-theological foundation with a systematic literature review (SLR) to build and justify
a model linking Islamic Work Ethic (IWE), ibadah as a mediating mechanism, organizational norms and
practices, and measurable organizational and employee outcomes. The approach has two
complementary aims: (1) to ground constructs conceptually and normatively in primary Islamic sources,
(2) to synthesize empirical and theoretical findings towards work as Ibadah and mapping construct to
practical IWE and organizational outcomes measurement and outputs.
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Methodological rigor and contribution of the study proven by integrating Quranic exegesis with an
SLR, the methodology ensures conceptual authenticity and empirical relevance. The resulting
construct-based model advances both theory (by articulating mechanisms and boundary conditions
grounded in Islamic sources) and practice (by identifying organizational practices that align with IWE
and promote desirable outcomes).

LITERATURE REVIEW

Historical Evolution and Philosophical Divergence

Understanding IWE requires comparative historical perspective. Western accounts of work ethics
most came from the famously Weber’s analysis of the Protestant Work Ethic which link religiously
inflected attitudes toward labor to the rise of capitalist institutions. IWE differs ontologically and
motivationally whereas its primary sources (Qur'an and Sunnah) framework as a divine duty and social
obligation rather than as a sign of individual election or merely an instrument for wealth accumulation
(Possumah et al., 2012; Ali & Al-Aali, 2015). This produces distinct behavioral logics: where PWE
emphasizes individual calling and reinvestment, IWE emphasizes communal justice, redistribution (birr),
and accountability to Allah SWT (tagwa), which in turn shape organizational norms such as equitable
treatment, transparency, and stewardship (Ibrahim & Kamri, 2013). The literature highlights that these
differences matter for organizational design, incentive systems, and the social embeddedness of firms in
Muslim societies (Attahiru et al., 2016).

Strategic Context of Ethics in Modern Organizations

In contemporary organizations, ethical frameworks shape not only compliance and reputation but also
employee meaning, motivation, and long-term resilience. Islamic Work Ethics (IWE) situates work within
a theologically informed moral economy with its philosophical understanding that work is not merely an
economic transaction but a form of worship (ibadah) and social stewardship (amanah), thereby aligning
individual purpose with communal welfare (Ali & Al-Aali, 2015; Possumah et al., 2012). Scholars argue
that this orientation helps organizations address what has been described as a “cultural discontinuity” in
Muslim societies where it shows an historical rupture that weakened indigenous socio-economic thought
and left a gap that IWE can help fill by re-embedding professional life in spiritual and social norms (Attahiru
et al., 2016). From a strategic management perspective, IWE contributes to organizational resilience by
(a) providing intrinsic motives for performance, (b) establishing normative constraints that reduce
opportunism, and (c) offering a values-based rationale for governance and stakeholder fairness (Usman
et al., 2015; Wan Husin, 2012). Consequently, IWE is not only ethically significant but also strategically
relevant for organizations operating in Muslim-majority and plural contexts.

The Theoretical Framework Connecting ‘Ibadah (worship) to Organizational Outcomes

The theoretical framework connecting ‘/badah (worship) to organizational outcomes is rooted in the
transformation of professional labor into a spiritual endeavor. In the Islamic paradigm, the concept of
‘Ibadah is not restricted to ritual prayers but encompasses all actions performed with the intention of
pleasing the Creator (Beekun, 2004). Among those Qur’anic verses that founding as principles to the
work as Ibadah in Islam and provide the scriptural foundation for linking Islamic Work Ethic (IWE) with
organizational behavior are:

i) Work as ‘Ibadah

In the Qur’an, work is regarded as a form of ibadah (worship) when it is performed with sincerity,
ethical conduct, and the intention of pleasing Allah. While the Qur'an does not use the exact phrase “work
is worship,” several verses establish the principle that worldly effort, when aligned with divine guidance,
becomes an act of devotion. For example, In Surah At-Tawbah (9:105)
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“Tell 'them, O Prophet’, “Do as you will. Your deeds will be observed by Allah, His Messenger, and
the believers. And you will be returned to the Knower of the seen and unseen, then He will inform you of
what you used to do.”

This verse emphasizes that all actions, including work, are observed by God and thus carry spiritual
significance when done righteously.

ii) Duty/Responsibility in Work

All human being is responsible upon their own doing. But Allah provide knowledge for human being
able to differentiate their own limitation and boundary in doing something.

Al-Baqgarah (2:286)

Gle (a3 Y5 G5 kil 31 G () B Y L5 * T L Lgdle 5 Gtk L Ll " lake s W) Ll A1 a3
Wilge Cuf “laa iy W eels Ue Caaly==ay G &8 ¥ L Glaad ¥y W5 Tl o Gl e il & | pial
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“Allah does not require of any soul more than what it can afford. All good will be for its own benefit,
and all evil will be to its own loss. "The believers pray, " “Our Lord! Do not punish us if we forget or make
a mistake. Our Lord! Do not place a burden on us like the one you placed on those before us. Our Lord!
Do not burden us with what we cannot bear. Pardon us, forgive us, and have mercy on us. You are our
‘only” Guardian. So, grant us victory over the disbelieving people.”

This verse establishes the principle of responsibility and duty within one’s capacity. In work contexts,
it implies that obligations must be fulfilled sincerely, but Islam recognizes human limits, whereas each
human beings have different limits and Allah SWT knows better.

i) Accountability

In every aspects of work Muslim should carry the task given with accountability and trust. In the Quran,
it is highlighted that; Az-Zalzalah (99:7-8)

V8 1 805 e g (b

“So whoever does an atom’s weight of good will see it.”

A %503 15 553 Oldha Jass (a

“And whoever does an atom’s weight of evil will see it.”
These verses highlight ultimate accountability before God, reinforcing that every action at work whether
honest or dishonest will be evaluate and judged in the hereafter world.

iv) Good Intention

Muslims are encouraged to deliver the act in a good intention and keep the amanah for the sake of
Allah SWT, not because of the position or hoping the praise from other people. In Surah Al-Insan (76:8-
9).

Ay 3 iy iStas <08 Ll aladall ) sashals

“and give food despite their desire for it to the poor, the orphan, and the captive,”

V15K V5 405 K b)Y AT i Kbl )

“"saying to themselves, " “We feed you only for the sake of Allah, seeking neither reward nor thanks
from you.”
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This verse emphasizes pure intention, and all actions are valuable when done sincerely for God, not for
worldly gain but also for the permanent world. In work, intention transforms labor into worship (ibadah).
And every good intention all Muslims will get reward from Allah SWT.

v) Khilafah/Stewardship

Every Muslim are stewards to others. This stewardship prove that human being needs to live in a
community/society that are interrelated to another human. This situation will make human
interdependency with each other and could create a harmony society that living with ta’awun (helping
each other) and ukhuwwah (brotherhood). In Surah Al-Baqarah (2:30)

Aanay Al GA35 sl Sy s Al o g JadSl TEEERIA (T 8 Jels ) AL &ty 6 35
Yo Osabs Y G Akl LY 0EFal gl

“"Remember” when your Lord said to the angels, “l am going to place a successive "human’ authority
on earth.” They asked "Allah”, “Will You place in it someone who will spread corruption there and shed
blood while we glorify Your praises and proclaim Your holiness?” Allah responded, “I know what you do
not know.”

Humans are entrusted as stewards of the earth. Work as an ibadah in all aspects of life must therefore
respect creation, resources, and community welfare. All these verses provide the scriptural foundation
for linking Islamic Work Ethic (IWE) with organizational behavior: duty ensures responsibility,
accountability enforces ethical conduct, intention purifies motives, and stewardship frames work as a
trust. Table 1 exhibits a structured mapping of the Qur'anic verses that aligned directly to the conceptual
model (IWE — ibadah — organizational norms — outcomes). Each principle is linked to a construct and
measurable indicator so the model can be operationalized in any empirical research.

Table 1. Mapping Qur’anic Verses Alignment to the Conceptual Model of Islamic Work Ethics (IWE)

Organizational

Normative Qur'anic Verse IWE Ibadah Norms/ Measurable
Principle Construct Mediation P - Outcomes
ractices
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When this perspective is integrated with the five foundational axioms, work becomes a mechanism
for self-actualization and community development. The following Table 1 outlines how ‘lbadah acts as
the connective layer between these axioms and organizational success.

Table 2. IWE Philosophical Axioms and Essence with Ibadah as Mechanism

Axiom Philosophical The Role of ‘Ibadah as a Mechanism
Essence
Tawhid Unity of God Aligns all professional intentions toward a singular purpose, reducing

cognitive dissonance and fostering integrity.

Positions the employee as a steward of organizational resources,
promoting sustainability and ethical asset management.

Ensures that performance evaluations and rewards are distributed fairly,

Khilafah Trusteeship

‘Adl i : .
d Justice fostering trust and psychological safety.
Ikhtiyar Free Will Empoyvers .employee.s to make gthlcal choices, transforming
compliance into proactive moral commitment.
Fard Responsibility Elevates accountability to a divine level, ensuring excellence (itqan)

regardless of external surveillance.

Tawhid (Unity of God)

Tawhid asserts that Allah is the sole Creator and ultimate referent, so all human activity among those
in economic, political, social must be oriented toward pleasing God (Bando, 2025). In organizational terms
this produces a single-purpose orientation: work is not merely instrumental but meaningful, integrated
with spiritual obligations. Practically, Tawhid encourages policies that align individual goals with
organizational mission, reduce role conflict, and foster intrinsic motivation (work as worship). Empirical
and conceptual literature links this unity-of-purpose framing to higher job meaning and ethical
consistency.

Khilafah (Trusteeship)

Khilafah frames humans as stewards (vicegerents) entrusted to manage resources responsibly. In
organizations this becomes a stewardship ethic: long-term resource care, sustainability, and decisions
that balance profit with social welfare (Bando, 2025). Managers who adopt Khilafah principles emphasize
asset preservation, intergenerational fairness, and stakeholder accountability. Operational practices
include sustainable procurement, transparent asset reporting, and performance metrics that reward
stewardship behaviors rather than short-term extraction. Conceptual studies show stewardship norms
improve organizational trust and social legitimacy.

‘Adl (Justice / Equilibrium)

‘Adl requires fairness and equilibrium in all dealings. In workplace settings this translates into equitable
pay, transparent evaluation, and impartial dispute resolution, which in turn foster psychological safety
and organizational trust. Implementing ‘Adl means designing HR systems that minimize bias, ensure
timely wage payment, and apply consistent disciplinary standards (Pakistan Online, 2026). Research on
Islamic management links justice to improved employee commitment and reduced deviance, making ‘Adl
both an ethical imperative and a practical governance mechanism.

Ikhtiyar (Free Will)

Ikhtiyar recognizes individual moral agency that employees choose actions and are accountable. In
practice this supports empowerment, ethical training, and responsibility-bearing roles: organizations
should create decision spaces where employees exercise judgment guided by ethical norms.
Encouraging Ikhtiyar reduces blind compliance, increases proactive ethical behavior, and supports
internalization of organizational values (Pakistan Online, 2026). Empirical frameworks of IWE treat
agency as a mediator between values and discretionary behaviors.

Far’d (Responsibility)
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Far'd treats work as a religious duty and social obligation which binding responsibility to self, family,
and community. Operationally this elevates accountability and excellence (itqan): timely performance,
quality standards, and duty-driven supervision. Policies inspired by Far'd emphasize reliable delivery,
anti-corruption safeguards, and performance systems that reward conscientiousness (Danish et al.,
2024). Studies of Islamic work ethics show that framing work as duty increases effort, reduces shirking,
and aligns personal conduct with organizational aims. All these five philosophical essence and axioms
forming a bond of unity that leads to the IWE paradigm, which is that all work is an act of worship (Ibadah)
if it is carried out in the right way according to Islamic principles. This relationship is illustrated in Figure
1.

The diagram centers on Ibadah as the organizing hub that links five foundational axioms to practical
organizational outcomes. Each axiom of Tawhid, Khilafah, ‘Adl, Ikhtiyar, and Fard is shown as a distinct
node connected to the central hub, signaling that worship and devotion (Ibadah) are the mechanism
through which these philosophical principles are translated into workplace attitudes and behaviors.
Tawhid (Unity of God) aligns professional intentions toward a single purpose and strengthens integrity;
Khilafah (Trusteeship) frames employees as stewards of resources and encourages sustainable, ethical
asset management; ‘Adl (Justice) supports fair evaluation and reward systems that build trust and
psychological safety; Ikhtiyar (Free Will) emphasizes moral agency and turns compliance into proactive
ethical commitment; and Fard (Responsibility) raises accountability to a higher standard, promoting
consistent excellence known as itqan regardless of external surveillance.

Philosophical Foundation and IWE Axioms

Tawhid o
Unity of God C

Aligns all professional intentions
toward a singular purpose,
reducing cognitive dissonance

and fostering integrity.
Khilafah , % — ‘Ibadah

Y/
Trusteeship hd

Positions the employee as a steward

b o -

Fard

Responsibility

Elevates accountability to a

divine level, ensuring
excellence (itqan) regardless
of external survallance.

Ikhtiyar
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make ethiccal choicesso,

of organizational resources,
promoting sustainability
and ethical asset management.

\ transforming inttentad tinckive
¥ moral committment,
‘Ad | / \\ /
Justice "I

Ensures that performance
evaluations and rewards are
distributed fairly, fostering trust

and psychological safety.

Figure 1. Philosophical Foundation and IWE Axioms

Functionally, the map presents Ibadah not as a separate ritual practice but as an integrative force that
operationalizes values into everyday organizational processes. By positioning Ibadah at the center, the
diagram implies that decisions, performance systems, and resource stewardship become morally
informed and purpose-driven when guided by these axioms. The visual links suggest feedback loops:
ethical choices and fair systems reinforce trust and stewardship, which in turn strengthen collective
purpose and individual responsibility that creating a coherent framework where spiritual principles and
organizational effectiveness mutually reinforce one another.

The Mechanism of Transformation
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The transition from these axioms to organizational outcomes is facilitated by the psychological shift
inherent in ‘Ibadah that can be underlined from three crucial aspects.

i. From Extrinsic to Intrinsic Motivation: When an employee views their task as ‘lbadah, the
motivation shifts from purely transactional (salary) to intrinsic (spiritual fulfillment). This internal
locus of control is a primary driver of sustained Employee Performance and Job Satisfaction.

i.  Cognitive Moral Anchoring: By framing professional conduct through the lens of Khildfah and
Tawhid, employees develop a high degree of organizational commitment. The organization is no
longer just an employer; it becomes the sphere in which the individual fulfills their worldly duty,
leading to deeper identification with corporate goals.

iii. The Ethical Feedback Loop of ‘Adl: The emphasis on justice (‘Ad/) within the context of worship
creates a workplace culture where fairness is a religious mandate rather than a policy preference.
This reduces internal conflict and fosters the collaborative environment necessary for innovation
capability, whereas employees feel secure enough to share ideas without fear of bias or political
retribution.

By viewing work as a continuous act of ‘/badah, the employee transcends the traditional "contractual”
nature of labor. The five axioms provide the structural scaffold, while ‘/badah serves as the energy source,
driving consistent, ethical, and high-performance behavior within the organization (Aldulaimi, 2016; Ali &
Al-Owaihan, 2008).

RESULTS AND DISCUSSION

The founding theoretical principles in Islamic Work Ethics proven planted deep in the Qur’anic verses
and its exegesis that directly connected to the normative principles among those are duty, accountability,
intention, and stewardship and other salient features (that is not discussed here) which underlie
work-related behavior in an Islamic worldview. This mapping makes the Qur’anic principles empirically
testable by linking them to constructs, organizational practices, and measurable outcomes exhibit in
Figure 2.

; s : Made with Al
Conceptual Model: Quranic Principles in Work Context
Guiding Mediating Organizational Oraanizationar— Outcomes
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Figure 2. Conceptual Model Linking Qur'anic Guiding Principles To Islamic Work Ethic, Ibadah, Organizational
Norms, And Measurable Outcomes

This figure presents a theory-driven, construct-based model that traces how Quranic guiding
principles (Responsibility; Accountability; Intention/Niyyah; Stewardship/Khilafah) inform Islamic Work
Ethic (IWE) constructs, how ibadah (worship, sincere intention, God-consciousness, trusteeship)
functions as the mediating mechanism, and how organizational norms and practices operate as boundary
conditions that shape measurable organizational and employee outcomes. The Qur’'anic verses that
ground each principle are indicated in the figure (Responsibility: Quran 2:286; 16:97; Accountability:
Quran 99:7-8; 17:36; Intention/Niyyah: Qur'an 76:8-9; 2:272; Stewardship/Khilafah: Qur'an 2:30; 6:165;
33:72).

This conceptual model traces how Quranic guiding principles that consist of responsibility,
accountability, intention (niyyah), and stewardship (khalifah/amanah) provide the normative foundation
for an Islamic Work Ethic (IWE). Specific verses (e.g., Qur'an 2:286; 16:97; 99:7-8; 17:36; 76:8-9; 2:272;
2:30; 6:165; 33:72) are used to define IWE constructs such as moral duty, God-consciousness, sincere
intention, and trusteeship, ensuring conceptual fidelity to primary sources rather than treating “Islamic”
terminology instrumentally.

This finding section also explain how the five primary axioms: Tawhid (Unity of God), Khilafah
(Trusteeship), ‘Adl (Justice), Ikhtiyar (Free Will), and Fard (Responsibility), are operationalized through
functional pillars of effort, competition, transparency, and responsible conduct. The operationalization of
the Islamic Work Ethic (IWE) transforms foundational axioms into a practical management framework,
moving from spiritual principles to tangible organizational behaviors. In the Islamic paradigm, work is
considered an act of ‘lbadah (worship), which serves as a cognitive and motivational bridge, aligning
individual professional conduct with divine mandates (Beekun, 2004). This alignment is operationalized
through the five axioms of Tawhid (Unity of God), Khilafah (Trusteeship), ‘Adl (Justice), Ikhtiyar (Free
Will), and Fard (Responsibility), which are realized through four functional pillars: Effort, Competition,
Transparency, and Responsible Conduct (Maulida & Rusydiana, 2023). The operational bridge for the
organizational outcomes can be done through the alignment of IWE functional pillars which have been
stated earlier. The implementation could be illustrating further through its operational definition as shown
in Table 2.

Table 3. The Operational Bridge: Alignment of Axioms to Functional Pillars

. . Alignment . L
Functional Pillar with Axioms Operational Definition
Effort Fard & Tawhid Employees view work as itqan (excellence), striving for

productivity as a duty to the Creator (Firdaus & Aziz, 2026).
Encourages constructive, ethical progress that avoids
Competition Ikhtiyar & ‘Adl exploitation, maintaining fairness (‘Ad/) in outcomes (Maulida &

Rusydiana, 2023).
Promotes honesty in transactions and communications,
Transparency Tawhid & ‘Adl eliminating information asymmetry and moral hazard (Gassouma
& Benhamed, 2023).
Positions the employee as a steward (Khilafah) of resources,
Khilafah & Fard  ensuring professional actions prioritize collective welfare
(maslahah) (Aldawsari et al., 2025).

Responsible
Conduct

Mechanisms of Operationalization

The findings illustrate that in operationalizing Islamic Work Ethics (IWE) through four mechanisms that
are effort/itqan, virtuous competition, transparency, and khilafah-based responsible conduct would
produces measurable gains when embedded in HR systems, performance metrics, and governance
processes. Evidence from recent IWE reviews and applied studies supports these pathways (Zafar et al.,
2026).
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1. Effort and the Drive for Itgan

Grounded in the axiom of Fard (Responsibility), effort is operationalized as a commitment to
excellence. When work is performed as ‘Ibadah, the employee’s motivation shifts from external
surveillance to internal accountability, ensuring high-quality output regardless of managerial oversight
(Firdaus & Aziz, 2026).

What to operationalize: Itqan is about measurable quality standards, continuous improvement
targets, and intrinsic-motivation framing (work as worship).

How it works: Link individual KPlIs to quality, error-rates, and learning goals; embed itgan language
in job descriptions and appraisal rubrics so employees see excellence as duty. This raises task
performance, reduces rework, and increases discretionary effort. Empirical syntheses show
itgan-framed interventions improve HR productivity and cost efficiency (Suhendra et al., 2025).

Practical levers: Send employees training on craftsmanship; recognition for quality; balanced
scorecards with quality metrics; peer review and mentoring.

2. Competition as a Pursuit of Virtue

Under the axiom of ‘Ad/ (Justice), competition is moderated to prevent self-interest from overriding
collective rights. By exercising Ikhtiyar (Free Will), employees choose to compete in a manner that
fosters personal growth and organizational advancement without engaging in unfair or harmful
behaviors (Maulida & Rusydiana, 2023).

What to operationalize: Ethical, constructive competition always reward improvement, innovation,
and peer learning rather than zero-sum outcomes.

How it works: Design contests, innovation sprints, and promotion criteria that prioritize ethical
behavior, fairness, and social value; use relative performance bands to avoid cutthroat incentives.
When competition is reframed as virtue pursuit, it increases motivation, creativity, and knowledge
sharing while limiting exploitation. Systematic reviews of IWE emphasize the need to distinguish
constructive competition from harmful rivalry (Zafar et al., 2026).

Practical levers: Introduce and implement team innovation bonuses; transparent criteria; rotation
of roles to diffuse power; ethics checkpoints in reward decisions.

3. Transparency and Institutional Integrity

Transparency acts as an operational necessity for Tawhid and ‘Adl. By prioritizing honesty and
ethical conduct, organizations mitigate the risks of corruption and fraud, which are identified as primary
inhibitors to sustainable organizational development (Gassouma & Benhamed, 2023).

What to operationalize: Open reporting, clear decision rules, and grievance channels that
operationalize ‘adl (justice) and reduce information asymmetry.

How it works: Transparent pay scales, promotion rubrics, and audit trails increase perceived
fairness and psychological safety, which in turn boosts commitment and reduces deviance. Literature
links transparency and justice to higher organizational trust and lower misconduct (Junoh et al., 2022).

Practical levers: publish role criteria; independent audit/ombudsperson; anonymized feedback
loops; routine disclosure of performance outcomes.

4. Responsible Conduct through Khilafah

The axiom of Khilafah (Trusteeship) dictates that employees and managers are accountable not
just to shareholders, but to society and the environment. This necessitates conduct that protects the
"higher objectives" (maqgasid) of welfare, ensuring that professional actions serve the broader common
good (Aldawsari et al., 2025).

What to operationalize: Stewardship roles, sustainability KPIs, and stakeholder accountability that
treat employees as trustees of resources. How it works: Embedding khilafah means rewarding
long-term stewardship (resource efficiency, community impact) rather than short-term extraction; this
aligns individual decisions with organizational legitimacy and social license to operate, fostering
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commitment and socially beneficial innovation. Applied studies show stewardship norms improve trust
and legitimacy (Junoh et al., 2022).

Practical levers: sustainability metrics in appraisals; stakeholder impact reports; stewardship
training; cross-functional stewardship committees.

This relational operationalization is further explained in Figure 2 in the operational bridge from IWE
axioms to the functional pillars.

The Operational Bridge: Axioms to Functional Pillars

e Effort (itqan) Striving for excellence and
Islamic Axioms e Fard & Tawhid productivity as a duty to God.

« Fard & Tawhid ! Ethical Encourages ethical progress and
X “ tivar & Adl Competition , maintains fairness (Adl) in outcomes.
* Adl

Promotes honesty and reduces

information asymmetry
and moral hazard.

* Tawhid &
* Adl > Transparency

Promotes employee asa steward
(Khilafah) of resources to benefit

M&U\]] & collective welfare (maslahah).
Fard \> Responsible
N _}) Conduct

Figure 3. The Operational Bridge: Axioms to Functional Pillars

Figure 2 The Operational Bridge: Axioms to Functional Pillars maps how core Islamic axioms (e.g.,
Far'd, Tawhid, Khilafah, ‘Adl) translate into four operational pillars of Effort (Itgan), Ethical Competition,
Transparency, and Responsible Conduct. It exhibits how those pillars directly influence organizational
outcomes. Visually it runs left — right: axioms on the left feed into color-coded pillar boxes in the center,
each pillar is paired with a concise operational definition, and arrows show the directional link from each
pillar toward the right-hand outcomes. The simplified structure emphasizes that each pillar is an
actionable expression of one or more axioms and that the pillars are the practical levers through which
values shape workplace behavior.

Functionally, the diagram signals two practical implications. First, at the managerial level it implies
that embedding Effort, Ethical Competition, Transparency, and Responsible Conduct into policies, job
design, and performance systems should raise employee performance, job satisfaction, organizational
commitment, and innovation capability because these pillars create clarity, fairness, intrinsic meaning,
and stewardship. Second, at the research level it highlights testable pathways: scholars can
operationalize each pillar, measure mediating psychological states (e.g., perceived justice, intrinsic
motivation, psychological safety), and examine moderators (e.g., sector secularization, governance
transparency) to assess when and how the axioms become organizationally effective.

Managerial Implications and Practical Checklist
Translating IWE into organizational practice requires aligning policies with its axioms:

i. Hiring and role assignment (Amanah): Recruit and assign roles based on competence and
trustworthiness, embedding stewardship into job descriptions and selection criteria (Ali & Al-Aali,
2015).

ii. Wage justice: Implement timely and fair wage policies (e.g., paying wages promptly) to reflect
prophetic guidance and reduce exploitation, thereby improving morale and retention (Attahiru et
al., 2016).
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iii. Workload management: Design workloads and schedules that prevent exploitation and support
employee dignity, including mechanisms for sharing burdens and accommodating family
obligations (Haron et al., 2020).

iv. Transparency and reporting: Institutionalize truthful reporting, open communication, and
grievance mechanisms to foster trust, psychological safety, and innovation (Yesil et al., 2012).

Managers should treat these practices not as religious impositions but as values-based governance
tools that enhance fairness, motivation, and long-term performance in diverse organizational contexts (Al
& Al-Aali, 2015; Usman et al., 2015).

Wage Justice Workload Management
Hiring & Role Assignment Fair Pay Structures Balanced Tasks

1 = o=l

2Q ge. (B

@ Clear job descriptions e Equal pay for equal work o Capacity assessments ® Regular reports

® Ethical recruitment © Regular salary audits ® Fair task distribution ® Whistleblower access
@ Skill-based placement e Transparent compensation ® Rest and break policies @ Clear KPIs shared

@ Integrity checks © Benefits reviews ® Preventing burnout o Public accountability

Figure 4. IWE Organizational Practices and Managerial Implications

Figure 3 translating IWE into organizational practice means turning each axiom into concrete policies,
processes, and measurable actions. Below is a compact comparison followed by short implementation
notes to help managers operationalize each area.

Table 4. Organizational Practices and Concrete Policies

Axiom Managerial implication Practical checklist

Amanah Leaders must hire and asfsi.gn roles to Clear job descriptions; E.thical recruitment; Skill-
protect trust and responsibility based placement; Integrity checks

Wage justice Compensation systems r_nust. bg fair, Equal pay for equal worlg; Regular.salary audits;
auditable, and aligned with dignity Transparent compensation; Benefits reviews

Workload Work must be distributed to protect Capacity assessments; Fair task distribution;

management capacity, health, and productivity Rest and break policies; Burnout prevention

Transparency & Open metrics and safe reporting Regular reports; Whistleblower access; Shared

reporting channels sustain accountability KPls; Public accountability

Table 3 shows how the axiom of Amanah, wage justice, workload management and transparency and
reporting give impact to the managerial implications and everyday checklist in the organizational settings.
e Amanah (trustworthiness) requires that hiring, role assignment, and performance systems
prioritize responsibility, honesty, and stewardship. Practically this means clear job descriptions,
objective selection criteria, diverse interview panels, and integrity checks (references and
background screening) so that incumbents are accountable to stakeholders and the public
mission. Academic syntheses of amanah show it extends beyond personal honesty to institutional
norms, linking recruitment transparency and performance evaluation to organizational integrity
(Qasidy, 2026).
e Wage justice demands pay systems that respect dignity and equity: job bands, market
benchmarking, scheduled salary audits, and published compensation principles (summary ranges
rather than individual salaries). Implementing regular audits and corrective pay adjustments
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reduces disparities and strengthens trust; pairing monetary fairness with benefits reviews (leave,
healthcare, training) ensures holistic justice. Empirical and conceptual work on Islamic work ethics
recommends formal, auditable compensation frameworks as part of ethical HR governance
(Harista & Pasrizal, 2026).

o Workload management protects capacity and wellbeing through objective capacity metrics,
equitable task allocation, rotation policies, and enforced rest/leave rules. Use utilization, cycle
time, and backlog indicators plus regular wellbeing check-ins to detect overload early; rebalance
assignments and provide temporary support where needed. Literature on IWE links responsible
task distribution to sustained productivity and reduced burnout (Firdaus & Aziz, 2026).

e Transparency and reporting create accountability: publish team-level KPIs (workload, pay
equity, wellbeing), maintain confidential whistleblower channels, and commit to periodic external
summaries for stakeholders. Open decision logic and accessible reports reduce suspicion and
enable corrective action; safe reporting with anti-retaliation protections is essential for trust.
Studies of amanah-based governance emphasize transparency as a core operationalization step
(Firdaus & Aziz, 2026).

Recommendations: The Ethical Excellence Framework

Thus, from the above discussion, this study recommends ‘The Ethical Excellence Framework’ for the
organization to practice as pilot program in various and different nature of organizations. This program
may highlight some explorations for the organizations to achieve desirable outcomes by adapting to the
IWE philosophical foundation.

This pilot program could be called “The Ethical Excellence Initiative” designated to integrate the
functional pillars of the Islamic Work Ethic (IWE) into a culturally diverse workplace by emphasizing
universal professional values. It frames these concepts as neutral, high-performance standards to ensure
inclusivity while maintaining the integrity of the framework.

Pilot Program: The Ethical Excellence Initiative
1. Program Objective
To enhance organizational performance, employee well-being, and institutional trust by adopting
a framework of Excellence, Fairness, Integrity, and Stewardship.

2. Core Pillars & Universal Translation

To ensure the program is inclusive, the IWE axioms are translated into universally recognized
professional terminology:

Pillar 1: Effort (Axiom: Fard & Tawhid): Universal Value: Pursuit of Excellence (/fgan). Encourages
a "do it right the first time" mentality, moving from extrinsic monitoring to intrinsic pride in work.

Pillar 2: Competition (Axiom: Ikhtiyar & ‘Adl): Universal Value: Constructive Collaboration. Shifts
competition from personal gain to team-based progress, ensuring individual growth does not occur at
the expense of peers.

Pillar 3: Transparency (Axiom: Tawhid & ‘Adl): Universal Value: Radical Integrity. Promotes honest
communication, data-driven feedback, and the elimination of "hidden agendas" to build psychological
safety.

Pillar 4: Responsible Conduct (Axiom: Khilafah & Fard): Universal Value: Sustainable Stewardship.
Focuses on the long-term impact of individual and corporate actions on the team, the company, and
the broader society.

3. Implementation Roadmap (6-Month Pilot Program)

Phase Duration Activities

Phase 1: Executive workshops to define "Excellence" and "Stewardship" in the local

) ; Month 1
Orientation corporate context.
Phase 2: Months 2—3 Aligning KPIs with the four pillars; introducing peer-recognition programs
Integration based on "Excellence" rather than just output.
Phase 3: Months 4—5 Implementing Shura (Consultation) sessions where employees from all levels
Feedback contribute to policy refinement.
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Phase 4:
Evaluation

Surveying impact on Job Satisfaction, Organizational Commitment, and

Month 6 Innovation output.

4. Policy Statement: The Standard of Conduct

"Our organization is committed to a culture of Ethical Excellence. We define professional success not
only by what we achieve, but how we achieve it. Every team member act as a steward of our shared
resources and is committed to transparent communication, collaborative competition, and the pursuit of
excellence in every task. By upholding these principles, we build a foundation of mutual trust and long-
term sustainability."

Key Success Metrics
To evaluate the effectiveness of the pilot, the organization will measure:
i. Employee Engagement Scores: Specifically tracking changes in "Purpose" and "Belonging."
ii. Performance Quality Metrics: Reduction in error rates (due to /tqan).
iii. Innovation Rate: Number of cross-departmental initiatives launched following Shura
(Consultation) sessions.
iv. Internal Trust Surveys: Measuring perceived fairness (‘Ad/) in performance appraisals.

Best Practices for Multi-Cultural Adoption
i.  Avoid Dogmatic Language: Keep the focus on professional outcomes. The goal is to create a
"culture of virtue" that resonates with all, regardless of religious or non-religious backgrounds.
. Lead by Example: Executive management must embody Khilafah (Stewardship) by being the
first to model transparency during difficult quarters.
iii. Create Localized Workshops: Allow teams in different geographic locations to interpret
"Excellence" and "Stewardship" through the lens of their own cultural norms, provided they align
with the program’s core objectives.

CONCLUSION

The study demonstrates that Ibadah functions as the central mechanism translating five Islamic
axioms of Tawhid, Khilafah, ‘Adl, Ikhtiyar, and Fard into concrete organizational practices. Empirical
mapping shows each axiom aligns with specific functional pillars (Effort, Competition, Transparency,
Responsible Conduct). The model clarifies causal pathways: spiritual commitments shape workplace
motivations and norms through Ibadah, which then produce observable improvements in productivity,
morale, loyalty, and creative capacity. Theoretically, the framework integrates ethical theology with
organizational behavior by specifying mediating and outcome variables, offering a parsimonious yet
testable model for future research. Practically, the findings suggest that embedding spiritually informed
practices such as stewardship-based resource policies, justice-centered evaluation systems, and duty-
framed performance expectations can strengthen both individual moral agency and collective
effectiveness. Organizations seeking to operationalize these insights should focus on aligning HR
systems, leadership development, and performance metrics with the identified pillars so that Ibadah-
informed values are reinforced in daily routines and institutional structures.
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