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Human Resource Management (HRM) plays a crucial role in the 
sustainability and success of organizations, especially in an increasingly 
competitive economic context. This study examines the application of the 
principles of Maqasid As-Syariah in HRM, which not only focuses on 
economic aspects but also on the holistic well-being of employees, 
encompassing psychological, social, and spiritual dimensions. By 
emphasizing the values of justice, trustworthiness, and welfare, this 
approach aims to create a fair and harmonious work environment. The 
study finds that the implementation of Maqasid As-Syariah principles can 
enhance job satisfaction, loyalty, and employee productivity through fair 
policies in compensation, skill development, and support for employees' 
social and spiritual lives. Despite challenges in its implementation, such as 
social inequality and a lack of understanding of Sharia values, the 
integration of these principles into company policies is expected to 
contribute to employee well-being and organizational sustainability. This 
research provides recommendations to raise awareness and understanding 
of the importance of applying Maqasid As-Syariah in HRM, enabling 
companies to create a more productive work environment and contribute 
to the development of a more prosperous society. 
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Introduction  

Human Resource Management (HR) plays a crucial role in the sustainability and success of an 

organization. Quality and well-managed human resources will contribute to increasing productivity, 

innovation, and organizational competitiveness in the midst of competitive market dynamics. In the 

modern business world, HR management strategies no longer only focus on increasing profits, but also 

consider welfare and ethical aspects in their management. Therefore, the application of ethical and fair 

principles in human resource management is one of the main factors in building a sustainable 

organization that has a positive social impact. 

In the context of Islamic economics, human resource management is not just a business strategy, 

but also reflects sharia values that emphasize justice ('adl), trustworthiness, and welfare (maslahah). 

This perspective not only aims to achieve organizational efficiency and effectiveness, but also 

prioritizes the well-being of individuals in the organization. The main principles in sharia-based 

human resource management can be studied through the Maqasid As-Syariah approach, a concept in 

Islamic law that is oriented towards the protection and fulfillment of five fundamental aspects of 
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human life, namely religion (hifzh al-din), soul (hifzh al-nafs), intellect (hifzh al-'aql), heredity (hifzh al-

nasl), and property (hifzh al-mal). 

Maqasid As-Syariah's approach in human resource management directs organizations to develop 

human resource management policies and strategies that not only consider economic interests but 

also pay attention to moral and social welfare aspects. In this concept, HR management must pay 

attention to the rights of employees fairly, provide a comfortable and harmonious work environment, 

and uphold the principles of honesty, trust, and professionalism in every aspect of work. 

One of the main contributions of this approach is to create a fair and transparent recruitment 

system, where the selection and promotion of employees is carried out based on competence and 

ethics, not solely due to subjective factors or personal interests. As explained by Al-Ghazali in Ihya 

Ulumiddin, the success of individuals in an organization is greatly influenced by their morals and moral 

integrity. Therefore, the recruitment and management system of human resources in sharia-based 

organizations must uphold the principle of meritocracy that is in line with Islamic teachings. 

In addition, the performance management system in the Maqasid As-Syariah approach emphasizes 

the balance between the rights and obligations of employees and the fulfillment of their basic rights. As 

explained by Ibn Khaldun in Muqaddimah, justice in social and economic structures is the main factor 

in the sustainability of a civilization. This is relevant in the context of HR management, where 

organizations that apply the principle of fairness in the management of their employees tend to have 

more stable and productive performance. 

From the perspective of sharia economics, this approach also emphasizes the importance of 

employee welfare by providing fair compensation and an incentive system that is appropriate to their 

contributions. In his book Fiqh al-Muamalat, Wahbah al-Zuhaili emphasized that justice in providing 

wages and awards to workers is part of the basic principle of muamalah in Islam. Therefore, 

organizations that implement the principles of Maqasid As-Syariah must ensure that employee 

compensation is not only based on performance but also considers aspects of their basic needs and 

well-being. 

In addition to the aspect of justice in compensation, human resource development is also an 

integral part of the Maqasid As-Syariah approach. A number of studies show that organizations that 

invest their resources in developing employee skills and competencies tend to have higher 

competitiveness in the long run. In this context, sharia-based HR management must integrate 

development programs that not only improve technical skills but also strengthen the spiritual and 

moral values of employees. 

In terms of leadership, Maqasid As-Syariah's approach in human resource management also 

encourages a leadership model based on Islamic values. Sharia leadership emphasizes the importance 

of morals and ethics in decision-making as well as the moral responsibility of a leader for the welfare 

of his subordinates. As explained by Abu Zahrah in Usul al-Fiqh, leaders in Islam are not only 

responsible for the success of the organization, but must also ensure that the policies taken reflect the 

principles of justice and benefit for all parties. 
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In the era of increasingly dynamic globalization, the Maqasid As-Syariah approach in human 

resource management is increasingly relevant to be applied in various sectors. A number of 

international studies show that organizations that adopt sharia principles in human resource 

management tend to have higher levels of job satisfaction, stronger employee loyalty, and less internal 

conflicts. 

Thus, this study aims to examine how the implementation of the Maqasid As-Syariah approach in 

HR management can help improve individual welfare, minimize conflicts in the workplace, and 

increase organizational loyalty and productivity. In addition, this research will also discuss the 

challenges and opportunities in adopting this approach in the context of modern organizations that are 

increasingly complex and competitive. 

 

Research Method 

This study uses the library research method, which is a qualitative approach by collecting, 

analyzing, and interpreting data from various written sources, such as books, scientific journals, 

articles, legal documents, and other relevant sources. This method was chosen because this study aims 

to analyze the concept of copyright in the perspective of Islamic law, which requires an in-depth study 

of religious texts, scholarly opinions, and Islamic legal literature. Literature studies allow researchers 

to explore various views and arguments that have been put forward by previous experts, thus 

providing a strong theoretical foundation for this research. 

The first step in this study is to identify relevant primary and secondary sources. Primary sources 

include the Qur'an, Hadith, and classical fiqh books that discuss property rights (al-milkiyyah) and 

related sharia principles. Secondary sources include books, scientific journals, articles, and legal 

documents that discuss copyright in the context of Islamic law and positive law. In Indonesia, Law 

Number 28 of 2014 concerning Copyright is one of the main sources for understanding copyright 

regulations in the national legal system. In addition, the study also utilizes digital resources, such as 

online databases and virtual libraries, to access literature that is not physically available. 

Once the sources have been gathered, the next step is to conduct a content analysis of the relevant 

texts. Content analysis is done by reading critically, identifying the main themes, and noting the 

arguments put forward by the authors. In the context of this research, the content analysis is focused 

on the principles of Islamic law related to property rights, justice, benefits, and socio-economic 

development, as well as how these principles can be applied in the context of copyright. 

In addition to content analysis, this study also uses a comparative approach to discuss the concept 

of welfare in Islamic economic law. This approach is carried out by identifying and evaluating the 

extent to which the concept of copyright in positive law can be accepted or rejected based on sharia 

principles. This comparative approach is important to provide a comprehensive understanding of 

copyright from the perspective of Islamic law and positive law. 

Furthermore, this study also uses the Islamic law interpretation method (ijtihad) to analyze 

religious texts and the opinions of employee management scholars. Ijtihad is carried out by studying 

relevant verses of the Qur'an and Hadith. This method allows researchers to develop arguments that 
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are based on sharia principles and contemporary contexts. 

In the analysis process, this study also considers the historical aspects and socio-economic 

developments that underlie the emergence of the concept of copyright. It is important to understand 

how the concept of copyright developed in the context of Islamic history and how it can be applied in a 

modern context. By considering historical aspects and socio-economic developments, this research can 

provide a more contextual and relevant analysis to current conditions. 

Finally, this study uses the principle of benefit (maslahah) as an analytical framework to evaluate 

the concept of Sharia Perspective Human Resource Management. Benefit is an important principle in 

Islamic law that aims to achieve good and avoid damage. In the context of employee welfare, the 

principle of benefit is used to evaluate whether sharia economic policies can provide benefits for 

workers and society as a whole. Using the principle of benefit, this study aims to provide 

recommendations that are in accordance with sharia values and the interests of employee welfare. 

Overall, the literature study research methods used in this study include data collection from 

primary and secondary sources, content analysis, comparative approaches, interpretation of Islamic 

law (ijtihad), and the use of the principle of benefit. This method was chosen because it is in 

accordance with the purpose of the research, which is to analyze the concept of copyright in the 

perspective of Islamic law by considering various aspects, including the principles of ownership, 

justice, benefit, and socio-economic development. With this approach, it is hoped that this research can 

make a significant contribution to the development of sharia economic policies that support the 

welfare of employees in the increasingly growing world of work. 

 

Result and Discussion 

In an increasingly growing economic world, employee welfare is one of the main factors that affect 

organizational performance and productivity. Along with global social and economic changes, the 

concept of employee well-being is no longer only focused on material aspects, but also includes 

psychological, social, and spiritual aspects. In the perspective of Islamic economics, employee welfare 

can be understood by referring to the principles of Maqasid As-Sharia, which emphasizes the 

fulfillment of five fundamental aspects in human life, namely religion (hifzh al-din), soul (hifzh al-nafs), 

intellect (hifzh al-'aql), heredity (hifzh al-nasl), and property (hifzh al-mal). 

Maqasid As-Syariahis the main goal in the application of Islamic law which aims to protect the 

interests of humanity in various aspects of life. The principle of Maqasid As-Syariah directs that 

economic and social policies, including in the context of human resource management (HR), can create 

prosperity for every individual without sacrificing Islamic moral and ethical values. One of the main 

concepts carried out in sharia-based HR management is fairness and balance, which has a direct 

impact on employee welfare. 

As part of the implementation of Maqasid As-Sharia, company policies must ensure basic employee 

rights, such as the right to fair salary, the right to equal treatment without discrimination, and the right 

to a healthy and safe work environment. In this case, the principle of "hifzh al-mal" (protection of 

property) becomes relevant because good human resource management will affect the economic 



5 
 

Almustofa: Journal of Islamic Studies and Research 

stability of the organization and the financial well-being of employees. 

One of the main purposes of Maqasid As-Syariah is to protect religion. In the context of employee 

welfare, this can be understood as the need for the company to provide space for employees to practice 

their worship and religious beliefs. For example, the company can provide enough time for employees 

to perform prayers, provide worship facilities, or provide leave for religious holidays. 

According to a study, a company that pays attention to the religious aspect of HR management 

tends to have a higher level of job satisfaction, because employees feel valued and respected for their 

spiritual rights. This shows that the protection of religion, as part of Maqasid As-Sharia, contributes to 

the improvement of employee welfare psychologically. 

First, Hifzh al-nafs (life protection) refers to efforts to maintain the physical and mental health of 

employees. In the perspective of sharia economics, companies are not only expected to provide fair 

wages, but also to create a healthy work environment and free from excessive stress. One of the 

policies that can be implemented is to provide health and wellness programs for employees, such as 

health insurance, sports programs, or psychological counseling. 

 Employees who have access to health facilities and mental support tend to be more productive 

and loyal to the organization. This is in line with the principle of hifzh al-nafs in Maqasid As-Sharia, 

which emphasizes the importance of protection for the physical and psychological well-being of 

individuals. 

Next, Hifzh al-'aql (protection of reason) leads to the need for companies to invest in the 

development of employee competencies. In the context of employee well-being, this includes training, 

skill development, and further education. By providing employees with opportunities to develop their 

intellectual potential and technical skills, companies not only improve performance, but also create a 

sense of satisfaction and pride in employees. 

Several studies show that organizations that provide opportunities for self-development have 

higher levels of employee loyalty. Research conducted in Malaysia shows that companies that 

implement continuing education policies for employees have succeeded in significantly reducing 

turnover rates after the skills development program is implemented. In addition, other studies also 

revealed that continuous skill development can increase employee engagement with the company and 

encourage higher productivity. Therefore, protection of intellect (aql) is one of the pillars in achieving 

employee welfare, because the development of employees' intellectual abilities has a direct impact on 

the sustainability and success of the company. 

Furthermore, the hifzh al-nasl (protection of offspring) aspect touches the family and social life of 

employees. In this case, companies that apply the principles of Maqasid As-Syariah must provide 

policies that support a balance between employees' professional and personal lives, such as maternity 

leave, family leave, and working time flexibility policies. Research shows that companies that provide 

support to the social and family lives of employees have higher retention rates. This is due to a sense of 

support and attention to the personal aspects of employees that are important to their well-being. 

By providing policies that support the family life of employees, the company also creates social and 

emotional well-being for employees, which in turn leads to improved performance and employee 
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loyalty to the company. 

In addition, welfare policies that take into account employees' personal lives, including family 

rights, can strengthen the relationship between employees and the company. This kind of policy shows 

that the company cares about the holistic well-being of employees, which includes social, emotional, 

and spiritual needs. 

It is also seen that Hifzh al-mal (protection of property) is a very important aspect in human 

resource management. In the perspective of Maqasid As-Syariah, companies must provide fair and 

equitable wages, as well as facilities that support the financial well-being of employees. This can 

include a salary that matches the work performed, health benefits, and an adequate retirement plan. 

Companies that provide fair compensation and additional perks for employees not only increase job 

satisfaction, but also improve long-term performance and loyalty. The principle of fairness in wages 

and compensation is an integral part of Maqasid As-Syariah and has a direct impact on employee 

welfare. 

The implementation of Maqasid As-Syariah principles in HR management focuses on achieving 

holistic employee well-being, which includes physical, psychological, social, and financial aspects. By 

applying these principles, companies not only create a productive and innovative work environment, 

but also increase employee satisfaction and loyalty. International research shows that companies that 

adopt a sharia-based approach in HR management tend to have higher levels of job satisfaction and 

fewer internal conflicts. Policies that pay attention to employee welfare through Maqasid As-Syariah 

principles, such as respect for religious rights, health, education, family life, and financial well-being, 

will result in a more harmonious and productive work environment. Therefore, companies that adopt 

these principles not only contribute to the well-being of employees, but also ensure the sustainability 

and competitiveness of the organization in the global market. 

Employee welfare is one of the important aspects in the world of employment, which not only 

involves economic and social rights, but also touches on the moral and spiritual dimensions. In the 

perspective of Maqasid As-Syariah, employee welfare is seen from a more holistic approach, which 

prioritizes the balance between worldly and ukhrawi interests. Maqasid As-Syariahis the main goal of 

Islamic teachings, which includes the protection of religion, soul, intellect, heredity, and property. In 

this context, employee well-being must include not only the fulfillment of material needs, but also the 

improvement of the quality of spiritual and social life. One of the main purposes of Maqasid As-Syariah 

is the protection of one's property and economic life. In the context of employee welfare, this includes 

the fulfillment of their basic rights, such as fair pay, health insurance, and other social protections. 

Many studies show that the economic well-being of employees is an important indicator in quality of 

life assessments. Fair salaries and good health facilities can increase job satisfaction and employee 

loyalty to the company. The fulfillment of the economic needs of employees plays an important role in 

preventing social inequality and increasing productivity. 

Maqasid As-Syariahalso teaches the protection of property (mal), which is not only limited to the 

right of individuals to earn a decent income, but also in the wise use of property and in accordance 

with the principles of justice. In this case, companies have a moral obligation to ensure that the wages 
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employees receive are sufficient to meet their basic needs without exploitation or injustice. In addition 

to meeting economic needs, social welfare is also an aspect that is no less important in the perspective 

of Maqasid As-Syariah. Islam emphasizes the importance of building a sakinah family, which can be 

achieved by providing adequate protection and social support for employees. This social welfare 

includes guarantees for family welfare, the provision of leave, and protection of the rights of 

employees' families. 

In the perspective of Maqasid As-Sharia, welfare includes not only worldly needs, but also spiritual 

well-being. Employees who feel valued and given the opportunity to grow spiritually will have a better 

quality of life. Islam teaches the importance of maintaining the soul (nafs) and intellect (aql), which is 

reflected in the quality of life of a person who is physically healthy, mental, and spiritual. Research 

conducted reveals that companies that apply Islamic ethical values in their operations, such as 

providing opportunities for employees to worship freely and providing space for spiritual 

development, can create a healthy and harmonious work environment. This is in line with the principle 

of Maqasid As-Syariah which prioritizes the balance between worldly and ukhrawi life. 

Maqasid As-Syariah emphasizes the principles of justice (adl) and equality in every aspect of 

life, including in working relationships. Employees must be treated fairly without discrimination, and 

every individual must be given equal opportunities to thrive. In this case, employee well-being 

depends not only on the salary policy or the facilities received, but also on how the company creates an 

inclusive and fair environment.  In a study, it was argued that employee well-being can be achieved if 

there are principles of fairness that are consistently applied in company policies, from hiring to 

promotion. Therefore, to achieve optimal well-being, companies must ensure that there is no 

discrimination in any form, whether based on gender, race, religion, or socio-economic background. 

At the global level, the application of Maqasid As-Syariahprinciples in human resource 

management is becoming increasingly relevant. Research shows how global companies operating in 

Muslim-majority countries are beginning to integrate Islamic principles, including Maqasid As-Sharia, 

into their employee wellbeing policies. These policies include fair pay, work-life balance, and attention 

to the spiritual and social aspects of employees. The principles of Maqasid As-Syariah provide guidance 

for companies to manage employee welfare in a more comprehensive and inclusive way. By integrating 

these goals in the company's policies, employee welfare is not only the responsibility of the company, 

but also part of the social contribution to achieve the welfare goals of the people as a whole. 

Overall, employee well-being in the perspective of Maqasid As-Syariah involves various more 

holistic dimensions, ranging from meeting basic economic needs, social protection, to mental and 

spiritual well-being. To achieve optimal well-being, companies must consider all of these aspects in 

their policies. Thus, employee welfare can be achieved in a balanced manner, creating more 

harmonious working relationships, and contributing to the development of a more just and prosperous 

society. 
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Justice  and Welfare in Sharia Human Resourse Management 

 Sharia Human Resource Management (HR) is one of the important issues in today's developing 

world of work. The application of Islamic principles in human resource management aims not only to 

manage human resources efficiently, but also to ensure that every policy taken creates fair and 

prosperous conditions for employees. Justice and welfare in Sharia human resource management are 

not only limited to the fulfillment of economic rights, but also include a broader spiritual, social, and 

moral dimension. 

Justice (adl) is one of the basic principles contained in Maqasid As-Sharia, which emphasizes fair 

treatment in various aspects of life, including in human resource management. In the perspective of 

Maqasid As-Sharia, justice not only means equal distribution, but also ensures that each individual gets 

his rights according to his or her individual needs and roles. Justice in the context of Sharia HR is more 

than just providing appropriate salaries; It includes equality of opportunity, recognition of basic rights 

of employees, and protection of human dignity. 

In HR management, the principle of fairness is reflected in several aspects that must be applied by 

the company in order to create a fair and harmonious work environment. First, fair salary is the main 

aspect that must be considered, where the salary received by employees must be in accordance with 

the contributions and responsibilities they carry. 

It also means that there is no discrimination based on race, religion, or socio-economic background 

in salary determination. Fair pay is not only related to the amount of money received, but also reflects 

the recognition of the work done as well as the value brought by the employees in the organization. 

Second, equal opportunities are crucial to ensure that every employee has equal access in terms of 

promotion, training, and career development.  

Promotions and opportunities to grow within the company should be based on ability and 

performance, not on external factors that are irrelevant to the quality of the work done. Finally, 

transparency in decision-making is also very important in maintaining the principle of justice. The  

decision-making process related to HR policies, such as recruitment, promotion, or even dismissal, 

should be carried out in an open and clear manner, with objective and unbiased criteria. By 

implementing these principles, companies can ensure that every employee feels valued and treated 

fairly, which in turn will increase their job satisfaction, productivity, and loyalty to the company. 

The application of this principle of fairness not only benefits employees, but also the company 

itself. When employees feel treated fairly, they will be more loyal, productive, and have a high 

commitment to the organization. 
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Welfare in Sharia HR management includes more than just economic or material well-being, but 

also involves psychological, social, and spiritual dimensions. In the perspective of Maqasid As-Syariah, 

welfare is not only about meeting basic needs, but also about how individuals can thrive in various 

aspects of their lives, such as family, education, and a healthy social life. This holistic well-being reflects 

the broader goal of Islam, which is to maintain a balance between worldly and ukhrawi needs. 

The first aspect is economic welfare, which in Sharia HR management includes the fulfillment of 

employees' economic rights. Employees should be provided with fair wages, health benefits, pension 

security, and other facilities that support their lives. Maqasid As-Syariah emphasizes the protection of 

assets (hifzh al-mal), which means that companies must ensure that the wages employees receive are 

sufficient to meet their basic needs and that no exploitation occurs. This involves not only basic salary, 

but also benefits and social protection that can provide employees with a sense of security in facing 

their future. 

Social welfare is also very important in Sharia HR management. This includes protection of family 

rights, leave, and other social security that supports the social welfare of employees. Islam teaches the 

importance of building a family that is sakinah, mawaddah, and rahmah, which means that companies 

must pay attention to the welfare of employees' families. Facilities such as maternity leave, family 

leave, and support for a healthy family life can help employees maintain a balance between their work 

and personal lives. By paying attention to the welfare of the family, the company plays a role in 

realizing a more prosperous and harmonious society. 

Psychological well-being is also an important aspect in Sharia HR management. Employees who 

feel valued and empowered tend to have healthier mental and emotional states. Sharia-based HR 

management prioritizes the creation of a harmonious work environment, free from pressure, 

intimidation, or discrimination. This will reduce stress levels in the workplace and increase employee 

productivity. Organizations should create an atmosphere that supports psychological well-being, such 

as providing good communication channels, stress management training, and ensuring that employees 

feel safe in expressing their opinions. 

The last aspect is spiritual well-being, which is an important factor in Sharia HR management. 

Islam recognizes the importance of the spiritual dimension in human life. Therefore, the company must 

provide opportunities for employees to carry out worship in accordance with their beliefs. This 

includes providing time for prayer, providing a place of worship, or providing opportunities for 

employees who are eligible to perform Hajj or Umrah. Spiritual development programs, such as 

religious studies or religious-based social activities, can also be part of a company's welfare policy. By 

paying attention to spiritual well-being, companies help create a more positive work environment and 

contribute to the development of a more civilized society. 
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By covering these various dimensions of well-being, Sharia HR management plays an important 

role in building a work environment that not only prioritizes material profits, but also pays attention to 

the social, psychological, and spiritual dimensions of employees, all of which contribute to a more 

holistic and sustainable well-being. 

The Relationship of Justice and Welfare in Sharia Human Resource Management 

Justice and welfare in Sharia human resource management are closely related and inseparable. 

Justice is the basis for achieving equitable welfare, while good welfare can strengthen a sense of justice 

among employees. If companies apply the principle of fairness in HR management, employees will feel 

valued and motivated to work better, which will ultimately improve their well-being. 

Conversely, if the company does not implement the principle of fairness, employees can feel 

unappreciated, potentially lowering their psychological well-being. This can have an impact on low job 

satisfaction, decreased productivity, and even lead to internal conflicts that are detrimental to the 

company. 

To achieve optimal well-being, companies need to integrate the principles of fairness in every 

policy and program related to HR management. This includes policies on hiring, training, promotion, 

and compensation and benefits. All such policies must be designed within the framework of social and 

economic justice and consider the balance between the worldly interests and the ukhrawi of 

employees. 

The application of the principles of justice and welfare in Sharia human resource management 

plays an important role in creating a harmonious, productive, and sustainability-oriented work 

environment. One of the main steps that can be taken is to manage salaries and benefits fairly, by 

setting salary standards that are in accordance with the value of work and market conditions². In 

addition, companies also need to provide benefits that support employee welfare, such as health 

benefits, leave, and pension protection. Thus, employees feel valued and can work with high 

motivation. 

In addition to the financial aspect, companies should also pay attention to the development of 

employees' skills and careers by providing equal opportunities in training and development programs 

without discrimination⁵. This is in line with the principle of ihsan in Islam, which emphasizes the 

importance of providing a fair opportunity for each individual to develop and improve their 

competence. In addition, the social and spiritual welfare of employees is also an integral part of Sharia 

HR management. Programs such as religious holiday celebrations, regular recitations, and social 

activities can strengthen employees' emotional and spiritual bonds with the company. 

Furthermore, the balance between work and personal life must also be considered, for example by 

providing flexibility in working hours or leave that allows employees to maintain their psychological 

well-being. This balance not only increases employee happiness but also has a positive impact on their 
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productivity and loyalty to the company. 

However, the implementation of the principles of justice and welfare in Sharia human resource 

management is not without challenges. One of the main obstacles is social and economic inequality 

which can make it difficult for companies to provide decent salaries due to budget constraints. In 

addition, in the context of multinational companies or those that have employees from diverse cultural 

backgrounds, cultural differences and beliefs can be a challenge in creating policies that are aligned 

with Sharia principles. 

Another challenge is the lack of understanding of the application of Maqasid As-Syariah principles 

in human resource management, so there are still many companies that have not 
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values in their policies. Therefore, training and socialization efforts are needed regarding Sharia 

principles in human resource management so that companies can implement a fairer and more welfare-

oriented system for employees as a whole. 

The illustration presents employee welfare as a holistic system grounded in the five objectives of 

Maqasid al-Shariah, showing how each dimension sustains a just and balanced workplace. Religion 

reflects the need to protect spiritual expression by providing space for worship; Soul highlights the 

importance of safeguarding physical and mental health; Intellect emphasizes continuous competence 

development to nurture employees’ growth; Heredity underscores support for family stability and 

social life; and Property ensures fair wages and financial security. Together, these interconnected 

elements demonstrate that employee well-being in an Islamic legal-ethical framework is not limited to 

economic factors but emerges from a comprehensive commitment to justice, dignity, and human 

flourishing. 

Overall, justice and well-being in Sharia HR management is not only limited to the fulfillment of 

basic employee rights, but also includes more holistic well-being, including social, psychological, and 

spiritual aspects. The application of the principles of Maqasid As-Syariah in human resource 

management can create a fair, harmonious, and productive work environment, which ultimately 

contributes to the long-term success of the company. Therefore, companies need to actively integrate 

these principles in their policies to achieve optimal well-being for employees and the organization as a 

whole. 
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Conclusion 

The common thread of the discussion on employee welfare from the perspective of Maqasid As-

Syariah shows that employee welfare does not only involve material aspects, but also includes 

psychological, social, and spiritual dimensions. The application of Maqasid As-Sharia principles, which 

focuses on the protection of religion, soul, intellect, heredity, and property, provides a comprehensive 

framework for creating a fair and prosperous work environment. 

Justice in Sharia human resource management (HR) is an important foundation for achieving 

employee welfare. Justice not only means equitable distribution, but also ensures that each individual 

gets his or her rights according to his or her needs and roles. By providing fair pay, equal opportunities 

for career advancement, and protection of basic rights, companies can improve employee job 

satisfaction, loyalty, and productivity. 

In addition, employee well-being should also include support for social and family life, mental and 

physical health, and opportunities for spiritual development. Policies that pay attention to the balance 

between work and personal life, as well as provide space for employees to practice worship, will create 

a harmonious and productive work environment. 

However, challenges in the application of these principles remain, such as social and economic 

inequalities, as well as a lack of understanding of Sharia values in human resource management. 

Therefore, efforts are needed to increase awareness and understanding of the importance of 

implementing Maqasid As-Syariah in company policies. 

Overall, the integration of Maqasid As-Syariah principles in HR management not only 

contributes to employee well-being, but also ensures the sustainability and competitiveness of the 

organization in the global market. Thus, companies that adopt this approach will be able to create a 

fairer, harmonious, and productive work environment, as well as contribute to the development of a 

more prosperous society 

 

References 

Adri, Adri, Syerly Lia Azharah, Angga Rizki Prawira, dan Aidil Alfin. “Konsep Dasar Operasional 

Manajemen Syariah dan Problematika serta Teknik Analisisnya.” Indonesian Research Journal on 

Education 4, no. 4 (2024): 1601–9. 

 

Ahmad, Mohamad Firdaus, Norlena Salamuddin, Shahlah Surat, dkk. “Linking Human Resources 

Management Practices and Organizational Commitment: The Mediating Role of Employability.” Journal 

of Law and Sustainable Development 11, no. 2 (2023): e636–e636. 

 

Ahmed Haj Ali, Ahmed Raja, Kamaruzaman Bin Noordin, dan Meguellati Achour. “The Islamic approach 

of obligations in mutual relations between employee and employer.” International Journal of Ethics and 

Systems 34, no. 3 (2018): 338–51. 

 



14 
 

Almustofa: Journal of Islamic Studies and Research 

Akob, Muh. “Analisis Etika Kerja Islam, Budaya Organisasi, Komitmen Organisasi, dan Kompetensi 

Sumber Daya Manusia terhadap Kinerja Karyawan (Studi Empiris pada Karyawan Perbankan Syariah 

di Indonesia).” Paradigma POLISTAAT: Jurnal Ilmu Sosial dan Ilmu Politik 1, no. 1 (2018): 80–101. 

 

Al Ghazali, Abu Hamid. Al Mustasyfa. Vol. 1. 2020. 

 

Al-Ghazali, Abu Hamid. Ihya Ulumiddin. Vol. 1. Darul Fikr, 2000. 

 

Al-Qaradawi, Yusuf. “Fiqh al-zakah.” Muassasah al-Risalah, 1973.  

 

https://www.islamicstudies.info/literature/fiqhalzakah_vol2.pdf. 

Alwi, Muhammad, Muslimin Kara, M. Wahyuddin Abdullah, dan Muhammad Fachrurrazy. “Konsep 

Maqasid As Syariah dalam Perbankan Syariah.” Al-Amwal: Journal of Islamic Economic Law 7, no. 2 

(2022): 56–80. 

 

Arifin, Muhammad Zainul. “Kepemimpinan Pendidikan Nabi Yusuf.” Ta’allum: Jurnal Pendidikan Islam 

4, no. 2 (2016): 235–54. 

 

Auda, Jasser. Maqasid Al-Shari’ah as philosophy of Islamic law. International Institute of Islamic 

Thought (IIIT), 2022.  

 

https://books.google.com/books?hl=id&lr=&id=eSiGEAAAQBAJ&oi=fnd&pg=PR11&dq=Jasser+Auda,+

Maqasid+al-Shariah+as+Philosophy+of+Islamic+Law:+A+Systems+Approach+&ots=i-

R0yZOYQf&sig=pnshxiBfcd46igCTSCwve7VaNX8. 

 

Aulia, Julyta Prisca. Peran Manajemen SDM Dalam Peningkatan Kinerja Karyawan Pada Bank BRI 

Syariah KCP Magelang Perspektif Islam. Universitas Islam Indonesia, 2018. 

https://dspace.uii.ac.id/handle/123456789/11314. 

 

Badawi, Ahmad. “Pengaruh Good Corporate Governance Dan Intellectual Capital Terhadap Kinerja 

Keuangan Perusahaan Pada Perbankan Indonesia (Studi Empiris Di Bursa Efek Indonesia Tahun 2015-

2017).” Jurnal Doktor Manajemen 1 (2018): 74–86. 

 

Basalamah, Muhammad Syafii A. “Exploring the Intersection of Islamic Values and Human Resource 

Management.” Advances in Human Resource Management Research 2, no. 2 (2024): 78–89. 

 

CHERLY, QUEEN ANGGITA. “PENERAPAN PRINSIP KEADILAN DALAM PENETAPAN UPAH GURU 

MADRASAH DINIYAH AWALIYAH PERSPEKTIF HUKUM ISLAM (Studi di Yayasan Nurul Islam Bandar 

Jaya Kecamatan Terbanggi Besar Kabupaten Lampung Tengah).” PhD Thesis, UIN Raden Intan 

Lampung, 2024. http://repository.radenintan.ac.id/33265/. 

 

Creswell, John W. Qualitative, quantitative, and mixed methods approaches+ a crash course in statistics. 

Sage publications, 2018. 



15 
 

Almustofa: Journal of Islamic Studies and Research 

Destifani, Logika, Syalsya Ita Sri Ani Siregar, dan Vicky F. Sanjaya. “Hubungan Pendapatan dan 

Kesejahteraan Terhadap Kebahagiaan Karyawan PT Pos Indonesia Bandar Lampung.” Jurnal Ilmu 

Ekonomi, Manajemen dan Bisnis 3, no. 1 (2025): 32–41. 

 

Habib Rana, Muhammad, dan Muhammad Shaukat Malik. “Human resource management from an 

Islamic perspective: a contemporary literature review.” International Journal of Islamic and Middle 

Eastern Finance and Management 9, no. 1 (2016): 109–24. 

 

Hassan, M. Kabir, Mustafa Raza Rabbani, dan Mahmood Asad Mohd Ali. “Challenges for the Islamic 

Finance and banking in post COVID era and the role of Fintech.” Journal of Economic Cooperation & 

Development 41, no. 3 (2020): 93–116. 

 

Husainah, Nazifah, Maswanto Maswanto, M. Yusuf, dan Hapzah Shalsa Sabila. “APPLICATION OF 

HUMAN RESOURCE MANAGEMENT FREE OF ISLAMIC VALUES.” PENANOMICS: International Journal of 

Economics 1, no. 3 (2022): 347–54. 

 

Izza, Muh. “Penerapan manajemen hotel syariah dengan pendekatan maqasid as-syariah.” Al Tijarah 4, 

no. 1 (2018): 19–34. 

 

Kamali, Mohammad Hashim. “Methodological issues in Islamic jurisprudence.” Arab LQ 11 (1996): 3. 

Kamali, Muhammad Hasyim. “Principles of Islamic Jurisprudence (The Islamic Texts Society).” Terj. 

Noorhaidi, Prinsip dan Teori-Teori Hukum Islam (Ushul al-Fiqh), 1991. 

 

Khaldun, Ibn. “Muqaddimah.” Translated by Ahmadie Thoha. Ed 12 (1986).  

https://www.cambridge.org/core/journals/journal-of-economic-history/article/jeh-volume-19-issue-

1-back-matter/7AC31F898A902F58E4B50A5138A0B2D5. 

 

Khan, Khurram, Muhammad Abbas, Asma Gul, dan Usman Raja. “Organizational Justice and Job 

Outcomes: Moderating Role of Islamic Work Ethic.” Journal of Business Ethics 126, no. 2 (2015): 235–

46. https://doi.org/10.1007/s10551-013-1937-2. 

 

Kurniawati, Rini. “Model Pengembangan Kompetensi Sdm Berbasis Islamic Values Pada Lembaga 

Keuangan Mikro Syariah.” Jurnal Jurisprudence 7, no. 2 (2018): 142–51. 

 

M Ilham, Diky Pratama. “PERAN BUDAYA ORGANISASI DALAM MEMEDIASI PENGARUH 

KEPEMIMPINAN SPIRITUAL DAN ETIKA KERJA ISLAM TERHADAP KINERJA KARYAWAN (Studi Pada 

PT Taspen Persero Cabang Lampung).” PhD Thesis, UIN RADEN INTAN LAMPUNG, 2024. 

https://repository.radenintan.ac.id/id/eprint/33882. 

Makdisi, George. Rise of colleges. Edinburgh University Press, 2019. 

https://books.google.com/books?hl=id&lr=&id=h6YxEAAAQBAJ&oi=fnd&pg=PR5&dq=Makdisi,+The+

Rise+of+Colleges,&ots=1EbOFudHay&sig=4yr0bDhZmuV0IXVUOJcsKIW909M. 



16 
 

Almustofa: Journal of Islamic Studies and Research 

Masud, Muhammad Khalid. Islamic legal philosophy: a study of Abū Isḥāq al-Shāṭibī’s life and thought. 

Islamic Research Institute, 1977. https://ixtheo.de/Record/1134254482. 

 

Mohd Noh, Mohd Shahid, Suffian Haqiem Nor Azelan, dan Muhammad Izzul Syahmi Zulkepli. “A review 

on Gharar dimension in modern Islamic finance transactions.” Journal of Islamic Accounting and 

Business Research, Emerald Publishing Limited, 2024. 

https://www.emerald.com/insight/content/doi/10.1108/JIABR-01-2023-0006/full/html. 

Mudzhar, M. Atho. “Fatwa-Fatwa Majelis Ulama Indonesia: Sebuah Studi tentang Pemikiran Hukum 

Islam di Indonesia, 1975-1988.” (No Title), 1993. https://cir.nii.ac.jp/crid/1130000798056089728. 

Munawar, Akhmad, dan Taufik Effendy. “Upaya Penegakan Hukum Pelanggaran Hak Cipta Menurut 

Undang-Undang Nomor 28 Tahun 2014 Tentang Hak Cipta.” Al-Adl: Jurnal Hukum 8, no. 2 (2016). 

https://ojs.uniska-bjm.ac.id/index.php/aldli/article/download/453/401. 

 

Mustaqim, Muhamad. “Prinsip Syariah Dalam Manajemen Sumber Daya Manusia (studi atas 

implementasi manajemen sumber daya manusia UMKM di Kudus).” Jurnal penelitian 10, no. 2 (2016). 

https://journal.iainkudus.ac.id/index.php/jurnalPenelitian/article/view/1817. 

 

Pratiwi, Nurul Aziz, dan Andini Ramadhani. “Membangun Desa Mandiri: Menerapkan Ekonomi Kreatif 

dan Manajemen Operasional untuk Meningkatkan Kesejahteraan Masyarakat di Desa Cikole Lembang, 

Jawa Barat.” Jurnal Pengabdian Masyarakat 1, no. 1 (2024): 20–33. 

 

Pusvita, Djulya Eka. “PERAN NILAI-NILAI KEAGAMAAN ISLAM TERHADAP RETENSI KARYAWAN 

PERSPEKTIF SOSIOLOGI AGAMA.” POROS ONIM: Jurnal Sosial Keagamaan 5, no. 1 (2024): 74–81. 

Putri, Mitha Afik Valery, Erfan Muhammad, dan Fitri Ahmad Kurniawan. “Membangun Etika Profesi 

Akuntan Publik dari Sudut Pandang Maqasid Al-Shariah.” Jurnal Ekonomi Syariah Pelita Bangsa 8, no. 

01 (2023): 83–94. 

 

Qardhawi, Yusuf. Fatawa Musri’ah. Dar Al-Wafa, 2003. 

Qardhawi, Yusuf. Norma dan etika ekonomi Islam. Gema Insani Press, 1997. https://senayan.iain-

palangkaraya.ac.id/akasia/index.php?p=show_detail&id=4307&keywords=. 

 

Rahmah, Zakiyah Zulfa, Binti Mutfarida, Chamdan Purnama, dkk. “MANAJEMEN PENDAPATAN 

NASIONAL DAN KESEJAHTERAAN DALAM PERSPEKTIF EKONOMI ISLAM: ANALISIS KRITIS.” Jurnal 

Manajemen dan Bisnis Performa 21, no. 1 (2024): 32–44. 

 

Rahman, Nik Mutasim Nik Abd, Mohamad Adnan Alias, Sharmin Shahid, Mohamad Abdul Hamid, dan 

Syed Shah Alam. “Relationship between islamic human resources management (IHRM) practices and 

trust: An empirical study.” Journal of Industrial Engineering and Management (JIEM) 6, no. 4 (2013): 

1105–23. 

 

Razali, N., dan H. Vasudevan. “The impact of implementing green human resources practices on 

employee engagement sustainability.” International Journal of Human Capital in Urban Management 9, 



17 
 

Almustofa: Journal of Islamic Studies and Research 

no. 3 (2024). https://www.researchgate.net/profile/Hemaloshinee-

Vasudevan/publication/381190662_The_impact_of_implementing_green_human_resources_practices_

on_employee_engagement_sustainability/links/666128cfa54c5f0b944ebf1c/The-impact-of-

implementing-green-human-resources-practices-on-employee-engagement-sustainability.pdf. 

Rezeki, Reni, dan Nurul Hasanah. “Penerapan Manajemen Sumber Daya Manusia Dalam Meningkatkan 

Kinerja Karyawan Di Bank Syariah Indonesia Cabang Stabat.” Jurnal Ekonomi dan Keuangan Syariah 2, 

no. 1 (2023): 298–312. 

 

Sardar, Ziauddin, dan Muhammad Nafik Hr. “Kesejahteraan dalam perspektif islam pada karyawan 

bank syariah.” Jurnal Ekonomi Syariah Teori dan Terapan 3, no. 5 (2016): 315443. 

Shinkafi, Akilu Aliyu, dan Nor Aini Ali. “Contemporary Islamic economic studies on Maqasid Shari’ah: a 

systematic literature review.” Humanomics 33, no. 3 (2017): 315–34. 

 

Siadio, Sidiq. “Keadilan dan Maqasid al-Syariah: Mengatasi Reformasi Hukum dan Keadilan Sosial.” 

ICSIS Proceedings 1 (2024): 23–30. 

 

Siddiqi, M. Fahad, Shafiullah Jan, dan Karim Ullah. “Maqasid al Shariah and Stakeholders’ Wellbeing in 

Islamic Banks: A Proposed Framework.” Business and Economic Review 11, no. 1 (2019): 83–102. 

Syatibi, Asy. Al Muwafaqat. Vol. 1. Dar As-Salam, 2023. 

 

Utamy, Rahmah, Syarwani Ahmad, dan Syaiful Eddy. “Implementasi manajemen sumber daya 

manusia.” Journal of Education Research 1, no. 3 (2020): 225–36. 

 

Wahdiniawati, Siti Annisa, Fatimah Malini Lubis, Dila Erlianti, Vina Budiarti Mustika Sari, Sabalius Uhai, 

dan Wenny Desty Febrian. “Keseimbangan Kehidupan Kerja: Mewujudkan Kesejahteraan Karyawan 

Melalui Manajemen Sdm Yang Berkelanjutan.” Jurnal Review Pendidikan Dan Pengajaran (JRPP) 7, no. 1 

(2024): 728–38. 

 

Yusuf, Burhanuddin, dan M. Nur Rianto Al Arif. “Manajemen sumber daya manusia di lembaga 

keuangan syariah.” Rajawali Pers, 2015. 

https://repository.uinjkt.ac.id/dspace/bitstream/123456789/38476/2/Buku_MSDM_editor.pdf. 

 

Yusuf, Muhammad. Pendidikan holistik menurut para ahli. OSF, 2021. https://osf.io/preprints/5scqb/. 

Zahrah, Abu. Ushul Al-Fiqh. 1. Dar al-Fikr, 2000. 

 

Zuhaili, Wahbah. Al-Fiqh Al-Islami wa Adillatuh. Vol. 1. Dar Al-Fikr, 1989. 

 

Zuhayli, Wahbah al. “al-Fiqh al-Islami Wa Adillatuhu, j. 7.” Dimashq: Dar al-Fikr, 1986. 

 


