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Abstract— Management as a science used in organizational
operations, especially in the human resources management.
Through management, the goals of the organization are planned,
organized, actuated and controlled so the results are expected to
meet expectations. In practice, humans as the subject as well as
the object of human resources turned out to do a lot of negative
behavior that affect the work. Ethics is an important thing in
society including for the organization because it contains values
that will encourage a person to work optimally and always
accompanied by an umbrella of conscience. The result of the
study is a conceptual framework to provide an understanding of
the use of Islamic work ethics for organizations in Indonesia
which the population majority are Moslems. Islamic Work
Ethics is the answer that can be used to guide the positive
behavior of workers. Furthermore, Conceptual framework,
theoretical and practical implications which proposed in the
present study will be used as future references for those who are
interesting in the work ethics, human resource and its
relationship related existing variables.
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I. INTRODUCTION

Ethics is an important thing in society including
for the organization because it contains values that
will encourage a person to work optimally and
always accompanied by an umbrella of conscience.
Ethics generally denotes a standard of morality in a
society where each individual learns to distinguish
what is right and what is wrong [1]. According to [2]
work ethic is important because employee behavior
greatly contributes to the success of an organization
in the global market. Work ethics has a good impact
on individual behavior in work because it can
provide a stimulus for a positive work attitude.

Indonesia is a predominantly Muslim country. As
a country with the population majority is Islam, of
course, the majority of existing labor adheres to the
same religion. This condition causes the principles
of Islamic teachings are widely adopted in the
context of work place, including work ethics in
Indonesia.

Islamic Work Ethics refers to the moral standards
of work carried out by a Muslim employee so as to

produce a positive performance against the
organization or company. Islamic work ethics
encourages the emergence of cooperation, guidance,
equality, unity and spirituality in the workplace [3].
Furthermore, according to Danhauser in [3] stated
that the practice of Islamic Work Ethics in the
workplace will create creativity, honesty and trust.

Discourse on work ethics based on beliefs is
important given the emergence of negative
behaviors when carrying out professional work.
Behaviors such as non-discipline, dishonesty,
injustice, administrative accountability, neglect, and
other negative behaviors provide evidence that
behavioral issues arising from members of the
organization will cause major problems if not
resolved soon [4].

One of the most obvious evidence is when one of
the big companies in America, Enron corporation,
bankrupt. It turns out Enron bankruptcy is derived
from the occurrence of moral hazard behavior
including the manipulation of financial statements
to record a profit of 600 million US dollars when
the company suffered losses. The manipulation of
profits is due to the desire of the company to keep
investors interested. An American Senator, Levin,
eloquently commented on the incident "What is
happening in Enron is not a failure of rules and
laws, it is a failure of corporate culture, failure of
values, heart failure" [5].

The above events serve as an indisputable
example that not enough organizations or
companies have human resource assets but more
importantly have ethical human resources.
Therefore, the management of ethical human
resources requires treatment that is not easy to even
be considered carefully. A complex problem often
encountered by leaders in organizations or
companies is how to keep members' behaviors in
line with expectations.
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Therefore there is one big question related to the
problems that arise. What are the worker's standard
characteristics of work behavior that are capable of
eliminating or at least minimizing the negative
behaviors mentioned earlier? This paper attempts to
offer an Islamic Work Ethics utilization solution
that can be used in order to manage human resource
issues so that it can be used in order to guide the
positive behavior of workers especially in Indonesia.

Discussion about ethics has become an issue of
interest in recent years. This issue is in the spotlight
due to the emergence of heated debates among the
experts [6]-[9]. According to [10] several factors
that become controversy are: 1) The existence of
various opinions related to the philosophical basis
of ethics. 2) Absence of standard to determine what
is meant by ethical action. 3) Violations of ethics in
the business world still happens a lot.

Although still a controversy, the issue of ethics
still received widespread attention from researchers.
Books, journals and articles keep popping up. Even
one of the clusters of ethics that is business ethics to
be his own courses in several colleges of economics
and business. This indicates that the discussion of
ethics is always interesting to study.

Study on ethics is an interesting study for
researchers. Reference [11], stated that work ethics
has a relationship with job satisfaction, reference [1]
states that work ethics is related to employee
performance, and [12] stated that work ethics
influences employment decisions. Several other
studies linked work to religious values. Reference
[13]-[20] examined the protestant work ethics
(PWE). There are also studies linking work ethic
with Confucian culture [21]-[24].

The study of work ethics associated with
religious values has long been in demand by
western and eastern researchers. In various studies
of religious anthropology conducted, can be found a
positive correlation between religious values with
work ethics. Reference [25] found that the
Protestant work ethic has produced the concepts of
simplicity, individualism, discipline and hard work.
Similarly, the Confucius work ethic proved able to
encourage economic growth of the South Korean
nation, dubbed the economic miracle [24].

So what about the Islamic work ethic? Basically,
Islam's view of work ethic has in common with

other religious teachings. However, Islam has a
principle of typical work ethics that distinguishes it
from other teachings. Islamic work ethics
emphasizes more intentions than merely results
Yousef in [25].

Thus, from the literature obtained, it is assured
that the talk of work ethics will always be related to
the values of religiosity possessed by a person. This
becomes relevant, given how a person's view of
what he is doing is strongly influenced by his basic
beliefs.

The definition of Islamic work ethics itself can be
understood from Beekun's explanation in [26]
which stated that the Islamic work ethic is a
collection of work related to moral principles and
values that distinguish between right and wrong in
the Islamic context. This definition provides an
explanation that Islamic work ethic values
encompass all dimensions of life including work
within an organization [3].

Islamic work ethics is an orientation that shapes
and influences the involvement and participation of
followers in the workplace. Islamic work ethics is
built on four basic concepts, namely business,
competition, transparency and moral responsibility.
Enterprises are considered as the basic ingredients
in serving oneself and others. Every individual must
compete fairly and honestly and work with good
intentions. Trade and transactions must occur in an
environment of mutual openness and trust, therefore,
transparency determines moral responsibility.
Moral behavior is an essential prerequisite for
maintaining economic prosperity and the business
community [27].

Although there are differences in basic principles,
especially on the basis of reference or source,
normatively, the Islamic Work Ethic is not much
different from the Protestant Work Ethic. Some
values such as hard work, responsibility, honesty,
justice, loyalty to superiors are also found in the
Islamic Work Ethic. Reference [28] points out other
values of Islamic Work Ethics such as positively
oriented towards work and balancing between
individual and social life.

The first identification of Islamic Work Ethics
put forward by [29]. Furthermore, research on
Islamic Work Ethics was developed by [30]. From
the results of development through factor analysis
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based on the scale made by Ali on the Islamic Work
Ethics, Saad identified that the Islamic Work Ethic
has three main dimensions, namely Personal and
Organizational Obligations, Personal Investment
and Dividends and Personal Effort and
Achievement.

Furthermore Saad explains what is meant by the
dimension of Islamic Work Ethics Individual and
Organizational Obligations is a mental attitude or a
Muslim's way of looking at, perceiving,
appreciating and appreciating a work's value is an
obligation, Individuals or as members of the
organization.

This dimension is closely related to the level of a
Muslim's belief in the truth of his Islamic teachings
which states that the work he does is always
interpreted as a form of worship. A Muslim who
believes that the work he does is an obligation, the
implications of the attitude that arises are to have a
dedication to his work, happy to cooperate with
others and so forth.

Furthermore, the dimensions of Personal
Investment and Dividends are a mental attitude or a
Muslim's way of looking at, perceiving,
appreciating and appreciating a value of work that
is done is an investment and therefore will bring A
valuable outcome for himself. Some attitudes that
represent this dimension for example, work means
self-respect, work gives an opportunity for someone
to become independent and so on.

Then the last dimension of Islamic Work Ethics
is personal effort and achievements. This dimension
has a sense as a mental attitude or a way of a
Muslim in looking at, perceive, appreciate and
appreciate a value of work done is a series of efforts
that must be realized for the expected goal can be
achieved.

This dimension believes that the work done by a
Muslim is a logical consequence that must be borne
as a concrete manifestation of the desire to achieve
the expected goal. A Muslim who has this belief
will always try to adjust the expected goals with the
efforts he undertakes. Some attitudes that represent
these dimensions include working hard, working
according to the time set, confident and so forth.

Islamic work ethics sees the goal of working not
as a mere completion of work, but to encourage
personal growth and social relations [31]. This is

important because it not only benefits the individual
who holds the principle, but the Islamic Work
Ethics also has an impact on the environment as a
whole.

Reference [32] developed a multidimensional
model of Islamic work ethics in order to make it
more different from other work ethics. This
multidimensional model is different from that
developed by [28] which only divides the ethical
dimensions of Islamic work based on three
dimensions. From the results of the research, there
are seven dimensions of Islamic work ethics: justice
and fairness, work results for the Islamic ummah,
cooperation and collaboration, trusteeship, work
intention, work type, work as the source of
ownership.

Reference [33] explains about Islamic Work
Ethics dimensions as follow: 1. work Intention is
the intention in doing a job; 2. trusteeship is trust
which should be a part for Muslims to have a large
social capital in socio-economic relations; 3. work
type is choosing the right work in accordance with
the capacity and not to contradict the Islamic
Shari'a; 4. work results for Islamic Ummah results
means working should be profitable, providing
strength and potential for Muslims without harming
other people; 5. justice and fairness means truth and
justice in Islamic economics must provide welfare
for all people; 6. cooperation and collaboration
means helping each other and working together in
the work will help improve teamwork and can
support increased productivity in the company; and
7. work as the only source of ownership means that
working is the only way to gain welfare if done in
earnest and full of motivation.

The following Table I contains about Islamic
Work Ethics dimensions and expected performance.

TABLE I

DIMENSIONS OF ISLAMIC WORK ETHICS AND EXPECTED
PERFORMANCE

No Dimensions Expected performance
1 Cooperation & Collaboration Teamwork
2 Work result for Islamic

Ummah
Productivity

3 Justice and fairness Knowledge sharing
4 Work type Competence
5 Work as the only source of

ownership
Hard work

6 Work Intention Loyalty
7 Trusteeship Responsibility
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From Table I above we can conclude that the
seven dimension of Islamic Work Ethic is a
guidance to order emplyoees in workplace, so the
performance may fit with organizations expected.

The diverse dimensions of this work ethic of
Islam provide evidence that Islamic teachings are
very comprehensive that regulates all issues
including in terms of work and work. Various
dimensions of work along with its explanation also
gives meaning to us that the Islamic Work Ethics
can be a solution to the emergence of biases of
human resource behavior. That is, socialization of
Islamic work ethics can be utilized as part of the
achievement of organizational goals.

Organization in the world is faced with the swift
choice of use of management models derived from
Europe [34] or America [35] which is not
necessarily match the characteristics in certain
countries including in Indonesia. Different cultural
characteristics, ways of thinking, geographical
background and world view have led to European
or American model management unsuitable or even
inappropriate to apply in the context of
organizational management in Indonesia, including
ethics.

Given how important ethics affect the way a
person works, it is no wonder the Islamic work
ethic becomes an interesting part to be studied. The
study of the influence of work ethics based on
religious values (Islam) has been widely practiced
and found some positive behaviors such as
innovative working behavior [36], organizational
justice [37], innovation ability [38], organizational
citizenship behavior and knowledge-sharing
behavior [25].

Another positive result of what is expected of the
Islamic work ethic is the emergence of
organizational commitment from employees or
members of the organization. Allen and Meyer in
reference [39] argue that organizational
commitment is a psychological expression that
defines the relationship between an employee and
his organization and the decision to continue or
discontinue membership in the organization. In
another sense the concept of commitment is a
consistent behavior.

Commitment becomes important because the
concerns, goals and needs of employees must have

relevance to the organization of the best employees
[40]. This means that if the organization is able to
produce the best employees then directly the
sustainability of the organization will be more
lasting. Employees will be loyal to work and have
no desire to move to another organization, so in
turn the organization will have employees who have
enthusiasm in achieving the expected goals. In
other words, the organization benefits from a
committed workforce because it tends to be
minimal in absence and contributes positively to
organization [41]. Supporting research conducted
by [41], the value of spirituality in the workplace
has a positive effect on organizational commitment
[42].

II. CONCLUSIONS

A complex problem often encountered by leaders
in organizations or companies is how to keep
members' behaviors in line with organization
expectations. The key word is meticulous. It is the
carefulness in managing human resources that will
bring the organization to its goal. This precision
also includes how the organization's leadership uses
the background of beliefs to encourage positive
behavior of the workers so that organizational goals
can be achieved.

Understanding of the role of Islamic work ethics
is actually part of the way to find ways to how the
operationalization of organizations especially in
Indonesia runs optimally. In the waning of religion-
based worldviews in the practice of organizational
life, Islamic work ethics is worthy of use as a
guideline for organizations in regulating the
behavior of their human resources.
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