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Islamic human resource
management (iHRM) enhancing

organizational justice and
employees’ commitment

Case of a Qard al-Hasan bank in Iran
Farzad Fesharaki and Saied Sehhat
Allameh Tabatabai University, Tehran, Iran

Abstract
Purpose – This paper aims to introduce and promote the novel concept of Islamic human resource
management (iHRM) and assess its effects upon two organizational attitudes, namely, perceived justice and
employees’ commitment.
Design/methodology/approach – The present study is an applicable and empirical research that has
used the descriptive–correlative method. The target population consists of 192 employees from Resalat Qard al-
Hasan Bank in the city of Tehran. Calculated based on Cochran’s formula, 128 people are selected by means of a
simple random sampling technique. To collect primary filed data, questionnaires are distributed. The gathered
responses are analyzed with the structural equationmodeling approach using SmartPLS software package.
Findings – Four dimensions of iHRM, i.e. recruitment and selection, training and development,
remuneration and compensation and performance appraisal, are positively associated with organizational
justice. Also the first three dimensions have a positive impact on employees’ commitment, but the link
between performance appraisal and employees’ commitment is not statistically significant because of the
slightly negative attitude of the employees toward a possible perfunctory routine.
Originality/value – iHRM is one of the emerging trends in Islamic management literature, with limited
studies conducted in this specific field. The current effort is one of the first attempts to empirically investigate
this relatively new construct in the context of Iran.

Keywords Organizational justice, Employees’ commitment, iHRM, Islamic human resource management,
Islamic management

Paper type Research paper

Introduction
Effective human resource management is vital for any organization that is attempting to
succeed. The quality of human resources, the feeling of people from only interactions,
employees’ commitment to the organization, their satisfaction from the job they do and their
experiences, all have effects on the organizational productivity, delivering services to the
customers, organizational image and fame and its survival (Burke, 2017). Many of the
human resource management issues have religious roots such as how to treat employees
properly and the impact of religion on human resource practices and are of great
importance, but they are rarely investigated because of the dominance of secular and
materialistic viewpoint in Western science (Hashim, 2009). Determining what is right and
wrong, rewards and punishments, work and spirituality and relationships between human
beings and God, all are directly or indirectly associated with human resource management
issues. The effects of religion on human resource management are represented through the
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laws and regulations governing the employee–employer relations. These regulations might
be about individual rights such as equal employment opportunities, job security and wage
or they might be related to collective rights like forming unions and participative decision-
making (Paloutzian and Park, 2014).

Islamic countries now tackle the problem of observing religious norms and duties in the face
of Western management solutions (Ali, 2010). These challenges are very much obvious in
human resource management practices. Thus the concept of Islamic human resource
management (iHRM) has emerged in the management literature of Islamic countries. This
means that the attempts to coordinate with the employees and adjust their relations with
employer and organization should be according to the Quran and Sunnah. It is important
because Islam has the second highest number of followers among all religions, with
approximately 1.5 billion Muslims throughout the world, and it is one of the fastest growing
religions (Mellahi and Budhwar, 2010).

The waves of Islamic awaking have now reached the shores of human sciences in general
and management in particular. The studies in this field are mainly focused on Islamic work
ethics and its impact on organization in the form of commitment, satisfaction and loyalty (Ali
and Al-Kazemi, 2007). Also in recent years, attempts have beenmade to study Islamic finance
and accounting (Cheng and Liu, 2009), Islamic marketing (Haq and Wong, 2010; Alserhan
et al., 2016) and Islamic leadership (Kalmbach, 2015). The search for Islamic management
literature indicates the lack of sufficient content on iHRM (Khan and Rasheed, 2015).

The issue that policymakers in the human resource management field in Islamic
countries face is whether the imported approaches from the Western cultures are useful
(Noor et al., 2017). Although the modernist paradigm believes in worldwide solutions which
can be implemented across various environments, the interpretative paradigm speaks of
structural differences among human beings and their divergent perceptions from the same
concept. Failure of common human resource management policies that originated from
Europe and North America in Middle Eastern countries has urged human resource
academics to think of new approaches based on local culture and value sets (Punnett, 2015).

Devising appropriate practices in human resource management first need a clear definition
of human nature. Because the concept of being a human differs significantly between Islam and
materialistic schools of thoughts, human resource management in Islamic societies will be
different in Islamic countries (Ramadani et al., 2017). Worldly needs of employees are
emphasized in both Islamic and secular ideologies; however, issues such as life after death,
hereafter, God and his relationship with human beings are solely discussed in religious
discourse (Masum et al., 2016).

All the religions call to justice which is a universal value. Islam urges all Muslims to
implement justice in all aspects of their private and social lives (Askari et al., 2014). The Holy
Quran insists on honesty and justice in trade and business and focuses on equal distribution of
wealth in the society[1] (An-Nisaa: 135). Also other Quranic verses have emphasized on the
commitment of people. Reviewing the management literature from both the secular point of view
and through religious lenses reveals that organizational justice and employees’ commitment are
related to human resourcemanagementmanners and practices (Birecikli et al., 2016). Treating the
workforce more humanely will make them committed to their job and the company and enhances
their perceived justice from the organization. Thus, the aim of current study is:

Research purpose
To investigate the impact of iHRM on employees’ commitment mediated by organizational
justice.
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Theoretical framework and hypotheses’ development
Islamic human resource management
Management is one of main Islamic teachings (Alorfi, 2012). Human beings are in the center
of attention in Islamic management discussions, and the essential goal is nurturing their
spiritual growth and sublimation (Turker, 2016). The Holy Quran has emphasized on the
importance of human resource management and has devised some principle in this field. In
several Surahs, Allah has mentioned the story of people who worked for the prophets and the
way they treated the workers (e.g. Al-Qasas; Taha, etc.). The Islamic management paradigm
encompasses human resource management practices whichmeans that people’s activities are
coordinated based on Quran and Shariah; therefore, iHRMmeans the management of human
capital across organizations based on Islamic principles (Zehir et al., 2016). All systems and
departments of human resource management in various organizations have similar functions
which are based on several common practices and components (Habib and Shaukat Malik,
2016). In the following sections, four dimensions of iHRM have been explained.

Recruitment and selection. Recruitment means hiring people who have the necessary
competencies (including: set of skills, capabilities and personality traits) for organizational
positions (Dickmann et al., 2016). As Ali (2005) has noted, applicants who seek a job will be
evaluated by a pious and just authority. According to Ahmad (1995), the Islamic standards for
being accepted for a vacancy include merit and ability. Allah says in The Holy Quran: “Said
one of the (damsels): O my father! engage him on wages: truly the best of men for thee to
employ is the (man) who is strong and trusty” (Al-Qasas: 26). These verses tell the story of two
prophets Shuaib and Moses when young Moses fled Egypt and took refuge in Midian where
Shuaib was living with his daughters. Because Shuaib was very old, they were looking for a
young strong man who could work for them and when they found Moses, they employed him
because he was competent and honest. Therefore, from this anecdote, once can learn that
capability and trustworthiness are two criteria to look for in a potential job applicant. Ali Ibn
Abi Talib ordered Malik al-Ashtar in the Letter 53 of Nahj Al-Balagha to think about his
servicemen and appoint them based on their competencies. Also Islam forbids assigning a
work that is greater than an employee’s capability (No soul shall have a burden laid on it
greater than it can bear, Al-Baqara: 233). In addition, the employers should provide correct
information about the job and not hide the truth so that the applicants can assess the job offer
(And cover not Truthwith falsehood, nor conceal the Truth when ye know. Al-Baqara: 42).

Training and development. Training is the process of developing capabilities in human
resources, helping them become more productive and contributing greatly toward achieving
organizational objectives (Alhejji and Garavan, 2016). According to Quran, the fundamental
competency of a human being which leads to making him the deputy of Allah on earth is
knowledge[2] (A-Baqara: 30-31). Human beings who possess knowledge are superior to others
(“Allah will rise up, to ranks, those of you who believe andwho have been granted Knowledge”.
A-Mujaadila: 11). Also Quranmentions the importance of knowledge in Surah Az-Zumar, verse
9: “Are those equal, those who know and those who do not know? It is those who are endued
with understanding that receive admonition”. These verses clearly indicate the importance of
knowledge and training and development as the most effective way to transfer knowledge;
thus, it can be inferenced that we should pay close attention to training and development in
human resource management bureaus in our organizations. Ali Ibn Abi Talib said that one
who engages in a job without prior knowledge about it is someone who walks without
direction; as he moves further, he loses his way. But a person who acts upon science and
wisdom is like amanwhowalks in a transparent road (Nahj al-Balagha).

Remuneration and compensation. The aim of any type of payment or reward, whether
direct or indirect, is to compensate for an employee’s performance and encourage him to reach
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higher levels of productivity (Mendes et al., 2017). Quran says in Verse 85 of Surah Al-A’raaf:
“Give just measure and weight, nor withhold from the people the things that are their due; and
do nomischief on the earth after it has been set in order”. Islam has emphasized that employees
should receive sufficient and reasonable salary which is in proportion to the quality and
quantity of the job (“And to all are degrees according to the deeds which they [have done],
and in order that [Allah] may recompense their deeds, and no injustice be done to them”. Al-
Ahqaf: 19). Also Quranmentions in the story of Prophet Moses and Shuaib that remuneration
will be agreed upon by both parties[3] (Al-Qasas: 27-28). The interpretation of these
benevolent verses in the context of iHRM is that the salary of the worker will be designated
exactly well before the job commences, and the level of wages and benefits should be in
accordance with the importance and difficulty of the profession.

Performance appraisal. The normative instructions of Quran about the performance
appraisal can be divided into three categories: contractual regulations, self-responsibility and
self-control and God’s appraisal of people’s deeds (Harbi et al., 2016). As for contractual
regulations, Islam considers the employment of the person to be as the covenant between the
organization and the employee which shall be fulfilled completely. Allah commands the
believers to fulfill their obligations (Al-Maaida: 1). Regarding self-responsibility, The Holy
Quran says that anybody is bound to their own deeds (Al-Muddathir: 38). It means that anyone
will face the consequences of their actions and all behaviors will be recorded and evaluated
based on the measures. Hence, assessing the deeds of the members of an organization is one of
the most important tasks of human resource management executives. Performance appraisal
can provide valuable feedbacks to employees to modify and correct their activities. In Islam
reward and punishment are both in dunya and in hereafter (Whoever doth wrong, him shall we
punish; then shall he be sent back to his Lord; and He will punish him with a punishment
unheard-of before. But whoever believes, and works righteousness, he shall have a goodly
reward, and easy will be his task as we order it by our Command. Al-Kahf: 87-88).

Organizational justice
Justice is one of the key concepts in Islam and in other monotheist religions (Sears and
Herriot, 2016). Allah says in Verse 25 of Surah al-Hadid: “We sent aforetime our messengers
with Clear Signs and sent down with them the Book and the Balance (of Right and Wrong),
that men may stand forth in justice”. He also mentions: “And the Firmament has He raised
high, and He has set up the Balance (of Justice)” (Ar-Rahmaan: 7). In addition, we read in
Verse 8 of Surah Al-Maaida: “O ye who believe! stand out firmly for Allah, as witnesses to
fair dealing, and let not the hatred of others to you make you swerve to wrong and depart
from justice. Be just: that is next to piety: and fear Allah”.

Justice is also mentioned in organizational and management literature which is called
organizational justice that refers to employee perceptions of fairness in the workplace. These
perceptions can be classified into three categories: distributive, procedural and interactional
(Khan et al., 2015). Human resource management practices have a great impact on perceived
organizational justice, because the way that an employer behaves toward his/her employees
affects the employees’ perception. If recruitment and selection is biased, the job applicants feel
that they are subjected to an unjust employment process (Pindek et al., 2017). Also lack of
provision of training and development to the employees inculcates a sense of dissatisfaction
with the organization, in turn harming their perception of a just organization. The other
important factor in forming organizational justice is appropriate remuneration. Personnel will
receive rewards and punishments in proportion to their efforts in the company. The
remuneration should be in accordance with quality of the quantity of the job undertaken. And
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last, to create a just organization, it is necessary to have periodic performance appraisal so we
can assess the employees and their outcome (Wilton, 2016).

Considering the relationship between iHRM and organizational justice, a paper is published
by Hashim (2008) which investigated the impact of Quran-based human resource management
on organizational justice, job satisfaction and turnover intention. The analysis of data gathered
through eight Islamic institutes in Malaysia, supports the positive impact of all four iHRM
practices (recruitment, development, compensation and appraisal) on organizational justice.
Also Azmi (2015) has approved the significant effects of iHRM practices on perceived justice in
organizations. Thus, the following four hypotheses are proposed:

H1. Islamic recruitment and selection has a positive and significant impact on
organizational justice.

H2. Islamic training and development has a positive and significant impact on
organizational justice.

H3. Islamic remuneration and compensation has a positive and significant impact on
organizational justice.

H4. Islamic performance appraisal has a positive and significant impact on
organizational justice.

Employees’ commitment
Previous studies in the Islamic management literature have found a relationship between
employees’ commitment and management styles. For instance, Yusuf (1999) indicated that
employees’ commitment and job satisfaction can lead to an organizational change. Another
research by him in 2001 considered Islamic work ethics as the moderator of the relationship
between employees’ commitment and job satisfaction. Guest (2002) has stated that higher levels
of employees’ commitment are strongly correlated with implementing appropriate human
resource management practices. Managers tend to search for new methods to increase their
employees’ commitment because it would have positive outcomes for the organization including
lower levels of turnout, enhanced job performance andmaking the firmmore competitive.

If recruitment and selection of employees is based on Islam rather than on personal
preferences, the committed personnel will then be employed for vacancies (Ratten et al., 2017).
Also training and development of employees makes them loyal to the organization because
they feel that they are learning new knowledge and skills in the environment and staying with
the company will benefit them. Appropriate remuneration and compensation has a significant
impact on enhancing employees’ commitment, as they feel their efforts would not go into vain.
And finally ordered performance appraisal contributes to making employees committed for the
reason that it gives feedback about the turnover (Osman et al., 2014).

Because Islam reckons work as the main element contributing towards the success of
human beings in life, it not only encourages employment but also promotes employees to
seek perfection in their profession. Accordingly employees will engage in work with their
full capacity and be totally committed to their tasks and to their organization (Abdullah
et al., 2014). Therefore these hypotheses are developed:

H5. Islamic recruitment and selection has a positive and significant impact on
employees’ commitment.

H6. Islamic training and development has a positive and significant impact on
employees’ commitment.
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H7. Islamic remuneration and compensation has a positive and significant impact on
employees’ commitment.

H8. Islamic performance appraisal has a positive and significant impact on employees’
commitment.

Perception of organizational justice can improve employees’ commitment, because
everybody with good intentions would like to work and stay in an environment which is
just, and all pure Muslims hate tyranny. Activities which are done in an unjust company
will hurt the committed employees and they start to seek alternative jobs in righteous firms.
Islam has prohibited its follower to work for cruel people and urges them to leave the
negative atmosphere (Elmore, 2017).

From Iranian researchers, Shabani et al. (2012) investigated the relationship between
organizational justice and employees’ commitment in their paper. That study which has
been conducted among the employees of a tax bureau in Khorasan Razavi Province found
out that there is positive correlation between the dimensions of organizational justice
(distributive, procedural and interactional) and dimensions of employees’ commitment
(normative, emotional and continuous). Another research titled “Impact of job satisfaction,
organizational justice and employees’ commitment in governmental organizations in
Pakistan” has been conducted by Karim and Rehman (2012). The data from 148
questionnaires of civil aviation agency indicated the relation between organizational justice
and employees’ commitment. Then according to these evidences, we propose:

H9. Organizational justice has a positive and significant impact on employees’
commitment.

Although iHRM has direct impacts on employees’ commitment, there are some latent and
indirect impacts that seem to be mediated via organizational justice (Zarim et al., 2017). The
link between iHRM and employees’ commitment is intensified through the perception of
organizational justice because it makes employees more eager to continue working for the
organization which is administrated based on Islamic norms and also values’ justice
(Mitchell et al., 2013). iHRM and organizational justice together form a synergy which in
turn results in increasing the levels of commitment among employees. Previous studies have
found that without organizational justice the relationship between iHRM and employees’
commitment would be weak in some cases (Khan, 2015).

Deeper contemplation in the research body reveals that the mentioned constructs have
complicated the relationships with each other which are often mediated indirectly through a
third variable. Crow et al. (2012), in their article, named “Organizational justice and
employees’ commitment among police officers in South Korea”, took the mediating role of
job satisfaction into account. Therefore, if iHRM can enhance perceived organizational
justice among the employees then they will be more committed to the organization because
personnel tend to stay longer in environments where they feel that they are treated more
fairly. Hence it could be said that:

H10. Islamic recruitment and selection has a positive and significant impact on
employees’ commitment through organizational justice.

H11. Islamic training and development has a positive and significant impact on
employees’ commitment through organizational justice.

H12. Islamic remuneration and compensation has a positive and significant impact on
employees’ commitment through organizational justice.
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H13. Islamic performance appraisal has a positive and significant impact on employees’
commitment through organizational justice.

Consequently, the relationships among the research constructs can be depicted in a
conceptual model as represented in Figure 1.

Research methodology
The current paper is considered descriptive-correlative in terms of method and inductive
regarding the theory testing approach. Data were collected via questionnaires and are
quantitative in form. The statistical population comprise 192 employees from Resalat Qard
al-Hasan Bank in the city of Tehran, of which 128 were selected by the Cochran formula
and simple random sampling technique. Resalat Qard al-Hasan Bank is an Islamic Bank
located in the capital city of the Islamic Republic of Iran which provides microfinance to people
in need and it also supports local small businesses with several types of loans. As the focal
point of this paper is to introduce and test the concept of iHRM, it seems reasonable to select an
Islamic institute to conduct the survey. Furthermore it shall be stated that Islamic Banks are
the types of organizations that need staff with high levels of commitment because of their
critical role in the local society and their supportive role for Muslims (Mollah et al., 2017).
Besides Iran is among the largest Islamic countries with an emerging economy, which in recent
years, tried to shift toward models of Islamic finance, and the government has devised macro
strategies for the monetary sector to encourage Qard al-Hasan and other kinds of loans based
on Quran and Sunnah (Hussain et al., 2016). Therefore, choosing the abovementioned bank
looks appropriate for our research, and the survey was implemented after negotiating with the

Figure 1.
Research conceptual
model

JIMA
9,1

210



authorities and gaining the necessary licenses. The gathered data were analyzed using
structural equation modeling with the help of SmartPLS software. This approach is used
because of the latent nature of the variables andmultiple relations among the constructs.

Measuring instrument
To evaluate the level of perceived justice in the organization, Niehoff and Moorman’s (1993)
scale has been used. This questionnaire contains 21 items on a five-point Likert scale which
measures organizational justice in three dimensions including distributive justice,
procedural justice and interactional justice. For measuring employees’ commitment, Meyer
and Allen’s (1991) scale is used which includes 15 items on a five-point Likert scales
measuring three components of employees’ commitment, i.e. affective commitment,
normative commitment and continuance commitment. To evaluate iHRM, Azmi’s (2015)
questionnaire has been used. Like the previous two standard scales, this questionnaire also
uses a five-point Likert scale. There are a total of 20 items in four components of iHRM
(selecting and recruitment, training and development, remuneration and compensation,
performance appraisal). Niehoff and Moorman’s (1993) and Meyer and Allen’s (1991)
questionnaires are standard ones which have been extensively studied before. Here we
use confirmatory factor analysis to test the fitness of the two aforementioned
questionnaires in the research environment. The factor loadings extracted from
SmartPLS software were all above the threshold of 0.4 which verify the appropriateness
of the items. As iHRM is a newly operationalized construct and Azmi’s (2015) scale has
not been implemented in the Iranian society yet, we verify its indicators in detail with
confirmatory factor analysis technique using SmartPLS software. The factor loadings
for each item are represented in Table I.

Because all factor loadings are higher than the critical value of 0.4, each of the items is
considered fit for measuring the respective component (Brown, 2014).

Validity of measures
To evaluate the validity of the questionnaire, convergent validity and discriminant validity
are calculated by SmartPLS software. The convergent validity is represented by AVEwhich
is shown in Table II.

All amounts are higher than 0.5 and therefore the convergent validity of each construct is
approved (Table II).

In the next step, the divergent validity of the construct is calculated by the Fornell–
Larcker method as shown in Table III.

Because the values of the main diagonal of the correlation matrix are greater than
the values under them or on their left side, the convergent validity of the constructs are
verified.

Reliability of measures
For evaluating the reliability of the constructs, two criteria, namely, CA and CR, are
calculated with SmartPLS, which are represented in Table IV.

It is evident that all amounts fulfill the critical value of 0.70 so each of the constructs is
considered reliable.

Findings
From the 128 employees participating in the survey, 87 (68 per cent) were men and 41 (32) were
women. The average age of the respondents is 34.2 years old and most of them (71 per cent)
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have a bachelor’s degree. Also 109 (85 per cent) are married, while 19 (15 per cent) are single.
For evaluating the proposed relationships between the variable, a path analysis technique has
been used. The results are represented in Table V.

As we are considering 95 per cent confidence interval, then the absolute t-test values will
be higher than 1.96 for a hypothesis to be accepted. Thus, all the above-mentioned proposed
relationships are supported, exceptH8.

Thus far we have examined only the direct proposed relationships among the research
constructs. To evaluate the indirect hypotheses, Sobel’s test can be used. Besides for
determining the intensity of the path, variance accounted for (VAF) criterion has been

Table I.
iHRM indicators

Component No Indicator
Factor
loading

Recruitment &
Selection

1 Recruiter shall be pious and just 0.45
2 Organization notifies job description comprehensively 0.58
3 Organization considers applicant capability 0.43
4 Organization provides equal employment opportunity 0.61
5 Organization selects honest people for the job 0.70
6 Trustworthiness is one of the main criteria for employing 0.49
7 Recruitment decisions are made by Shura (council) 0.55
8 If rejected, the reasons for that will be provided for applicant 0.57

Training &
Development

9 Organization emphasizes on improving employees’ knowledge 0.41
10 Organization holds skill workshops for employees 0.48
11 Organization provides Islamic teachings to the employees 0.76
12 Organization encourages employees for continuous learning 0.64

Remuneration &
Compensation

13 Salary is paid on time 0.59
14 Salary is paid no less than the agreed amount 0.54
15 Rewards are proportional to quality and quantity of the job 0.44
16 Extra efforts are rewarded not enough efforts are penalized 0.62

Performance Appraisal 17 Organization evaluates employees’ performance continuously 0.49
18 Performance criteria are equal for all employees 0.60
19 Appraisal process is not based and prejudiced 0.56
20 Customers and clientele are encoded in evaluation 0.42

Table II.
Convergent validity
of constructs

Criterion Recruitment Development Remuneration Appraisal Justice Commitment

AVE 0.54 0.67 0.58 0.70 0.52 0.63

Table III.
Divergent validity of
constructs

Variables Recruit Develop Remuneration Appraisal Justice Commitment

Recruitment 0.76
Development 0.44 0.81
Remuneration 0.36 0.29 0.73
Appraisal 0.58 0.30 0.46 0.83
Justice 0.27 0.47 0.34 0.55 0.90
Commitment 0.31 0.39 0.23 0.38 0.24 0.80

Note: Values in italic (along the diagonal) verify the convergent validity of the constructs appropriate
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suggested by the experts (Hayes and Scharkow, 2013). These two values can be calculated
using the following formulas:

Formula 1 : Z � Value ¼ a� bffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffi
b2 � s2a
� �þ a2 � s2b

� �þ s2a � s2b
� �q

Formula 2 : VAF ¼ a� b
a� bð Þ þ c

Here a is the path coefficient between the independent variable and the dependent variable, b
is the path coefficient between the mediator and the dependent variable and c is the path
coefficient between the mediator and the independent variable. Also, sa is the standard error
of the path between the independent variable and the mediator and sb is the standard error
of the path between the mediator and the dependent variable. The calculated amounts are
represented in Table VI.

Here it can be seen thatH10,H11 andH12 are accepted at a 95 per cent confidence level,
as their Sobel test value is higher than 1.96 butH13 is rejected.

The goodness-of-fit value for the total model can be extracted through the following
formula:

Formula 3 : GOF ¼
ffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffi
Communality � R2

q

The calculated goodness-of-fit amount is equal to 0.38 which shows strong fitness for the
final model in predicting the effects. It implies that the model is robust and the relationships
are well constructed, thus the model could be a good representation of the reality.

Table V.
Path analysis results

Hypothesis Independent variable Dependent variable Beta coefficient t-Statistics p-value

1 Recruitment Organizational Justice 0.22 2.56 0.02**
2 Development Organizational Justice 0.30 3.78 0.00***
3 Remuneration Organizational Justice 0.17 2.31 0.02**
4 Performance Appraisal Organizational Justice 0.15 2.19 0.03**
5 Recruitment Employees’ Commitment 0.21 2.48 0.02**
6 Development Employees’ Commitment 0.33 3.94 0.00***
7 Remuneration Employees’ Commitment 0.12 2.05 0.03**
8 Performance Appraisal Employees’ Commitment 0.07 1.42 0.09
9 Organizational Justice Employees’ Commitment 0.26 3.11 0.01**

Notes: **p< 0.05; ***p< 0.01

Table IV.
Reliability of

constructs

Criteria Recruitment Development Remuneration Appraisal Justice Commitment

CA 0.81 0.74 0.79 0.87 0.72 0.77
CR 0.84 0.76 0.82 0.90 0.74 0.80
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Discussion
The first group of hypotheses propose the relationship between the four iHRM practices
(recruitment, development, remuneration and appraisal) and organizational justice. The
findings support such relationships which is consistent with the results of Al-Qhtani (2014).
Implementing an Islamic approach in recruiting, training and development, remuneration
and performance appraisal, enhances employees' perception of organizational justice.

The second group of hypotheses considers the impact of iHRM practices on employees’
commitment. The impact of three components (recruitment, development and remuneration) was
significant, but the impact of appraisal was not. This happens because if the applicants are
recruited in an Islamic way, trained and developed properly and compensated reasonably, they
will tend to stay in their jobmuch longer and feel psychologically and spiritually connected to the
organization. It is the case in our studied organization. On the other hand, although performance
appraisal is necessary, some employees might not agree with the results and so appraisal does
not have a significant relationship with commitment. This can be explained that in some
organizations such as our case study, performance appraisal is regarded as a perfunctory routine.
Investigating the literature shows thatMutasim et al. (2013) have inferred the same.

Also the findings support the hypothesis stating the positive and significant relationship
between perceived organizational justice and employees’ commitment. When employees
believe that their organization is just and acts upon equality, they are motivated for work
and subsequently become more committed to the job and organization. Tayeby Nezhad
(2011) has found that there is a significant and positive relationship between organizational
justice and employee commitment in a public institute in the city of Jiroft.

The last group of hypotheses propose the indirect relationship between the components
of iHRM and employees’ commitment through the mediating role of organizational justice.
Here all the impacts are significant except the one via performance appraisal. The reason is
that performance appraisal does not strongly correlate with employees’ commitment. This
finding is in line with the findings of the research of Budhwar andMellahi (2007).

Practical implications
In this section, applied solutions are presented for Muslim managers of organizations based on
research findings. It has been said that iHRM is a complex construct with four dimensions
(recruitment and selection, training and development, remuneration and compensation and
performance appraisal) that each of them shall be according to the Islamic traditions. If the
recruitment and selection process of the organization is in accordance with Quran, then
the employees feel that the organization and its managers are just. Therefore it is suggested to the
managers and decision-makers in the organizations to employ just and pious people. Applicants
should be employed based on merit and capabilities, and employers should avoid discrimination
and bias. Also job applicants should be provided with complete and up-to-date information about
vacancies, and if their application is rejected, they should be advised about the reasons of rejection.

It has been proved that training and development of the employees has a positive effect
on employees’ perceived organizational justice. Thus it is proposed to R&D departments of
organizations to conduct sessions and workshops to elevate knowledge and skills of their

Table VI.
Indirect path results

Hypothesis Independent variable Mediating variable Dependent variable VAF Sobel

10 Recruitment and Selection Organizational Justice Employees’ Commitment 0.32 3.97
11 Training and Development Organizational Justice Employees’ Commitment 0.13 2.16
12 Remuneration and Compensation Organizational Justice Employees’ Commitment 0.21 2.61
13 Performance Appraisal Organizational Justice Employees’ Commitment 0.06 1.24
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personnel. This leads to enhancement in distributive justice regarding wisdom. It has been
said in religious texts that the zakat of science is to disseminate it. Regarding remuneration
and compensation, the organization should pay wages and benefits on time and maintain a
just image. Furthermore, it is proposed to the managers to constantly appraise the
performance of their employees and give them reasonable feedback. Managers should avoid
selecting and recruiting their family and friends ahead of other people for job opportunities
otherwise personnel would lose their commitment in the organization.

Conclusion
This research was conducted to introduce a relatively newly developed construct in the
Islamic management literature, namely, Islamic human resource management (iHRM), and
to examine its effects on organizational justice and employees’ commitment. The current
paper is the first empirical research in this field which has surveyed a target population in
Iran. Therefore it has valuable contributions to the literature and could be regarded as a
basis for future research on this topic.

Notes

1. “O ye who believe! stand out firmly for justice, as witnesses to Allah, even as against yourselves,
or your parents, or your kin, and whether it be (against) rich or poor: for Allah can best protect
both. Follow not the lusts (of your hearts), lest ye swerve, and if ye distort (justice) or decline to
do justice, verily Allah is well-acquainted with all that ye do.”

2. “Behold, thy Lord said to the angels: I will create a vicegerent on earth. They said: Will Thou place
therein one who will make mischief therein and shed blood? –whilst we do celebrate Thy praises and
glorify Thy holy (name)? He said: I know what ye know not”. “And He taught Adam the names of all
things; then He placed them before the angels, and said: Tell me the names of these if ye are right.”

3. “He said: I intend to wed one of these my daughters to thee, on condition that thou serve me for
eight years; but if thou complete ten years, it will be (grace) from thee. But I intend not to place
thee under a difficulty: thou wilt find me, indeed, if Allah wills, one of the righteous”. “He said: Be
that (the agreement) between me and thee: whichever of the two terms I fulfill, let there be no
ill-will to me. Be Allah a witness to what we say.”
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