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In an Islamic society, an organization must maintain and evaluate the performance of
employees and organizational performance under the guidance of Islamic teachings. Although
studies in this field have been conducted in recent years, research trends are not clear due to
the short time of introduction and development of this technology. Moreover, knowledge
synthesis has not been done to conclude the evolutionary nature of this issue and develop its
theories. This study used the paradigm funnel method to fill this gap and investigate the
research. For this purpose, 105 articles from 2000 to 2021 were reviewed and after selecting
the articles, 94 articles were identified and classified. The findings indicate the focus of articles
on the level of specific theories and the lack of articles in the field of ontology and basic
hypotheses. This study will help researchers to better understand the research process, get
familiar with the concepts and components, and identify the existing research gap. Work ethics
in Islam is the expectations of a person's relationship to his behavior at work, including his
responsibility, cooperation, commitment, sacrifice, creativity, and social relationships. Islamic

Keywords: Work Ethics (IWE) is an important concept that affects the work pattern of the employees in
Ethics, Islamic Work Ethics the organizations because it requires the introduction of Islamic principles regardingz the
(IWE), Systematic review behavior and performance of the employees.
Extended abstract relationship with God (their God), and his
attitudes and behaviors tend to be consistent with
1. Introduction the rules and regulations of his religion (Rahman
The work ethics is associated with the Islamic et al., 2006). Research shows that religion
context, basically when someone has a close influences the attitudes and behaviors of
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individuals, and those who have a strong belief in
religion are more disciplined and responsible
with higher levels of moral values (Salman
Chughtai & Ali Shah, 2020). People who reach
their due time with high effort and work are
considered a source of happiness and success
(Javed et al., 2019). Therefore, the Islamic Work
Ethics (IWE) is a manifestation of the employees’
behavior in the workplace, including his effort,
sacrifice, creativity, teamwork, responsibility,
and social relationships (Sa-U et al., 2008;
Suryanto, 2016a). In other words, the IWE is a
structure created to incorporate religious moral
values into one's professional life, and Islam
promotes professional participation, so that one
can participate actively and support society. The
Islamic cultures work significantly to build a
society and social relations are established with
the help of the company and cooperation (Haider
& Nadeem, 2015).

Research suggests that the IWE plays a key
role in improving attitudes, shaping excellent
performance, and improving human resource
practices (performance appraisal, training, and
empowerment) in an organization, given that the
population Muslims are growing 1.5 times faster
than the general population of the world (Rawwas
et al., 2018) and given the importance of the role
of the IWE in shaping employee performance, the
purpose of this study is to systematically review
guantitative studies of work ethics. Islam is an
intervening variable.

2. Research Methods

A systematic review is defined as a review using
a systematic method to summarize the evidence
on questions with a detailed and comprehensive
study design. They developed a systematic
review of theoretical foundations used in this
research.

In this research, paradigm funnel was used to
review, analyze and categorize the content of the
selected articles, i.e., evaluation was done using
paradigm funnel with a wide and structured
interpretation of Cohen's Paradigm (1962) based
on the literature and theoretical foundations of the
IWE. This method provides a framework for
classifying the flow of research based on its
objectives in four levels: 1) empirical
observations, indicating the use of empirical
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observations to investigate the gaps in the
theoretical foundations; 2) structured analysis
methods, indicating the study methods that
analyze the current views on methodology; 3) the
study of the specific theory, indicating the
specific theories contributing to the construction
of the theory; and 4) deep assumptions,
representing the research that challenges the
ontological, epistemological, methodological,
and presuppositions raised in the field of
research; it is presented to determine where the
differences are between the explicit goals and the
basic assumptions of a study, and this structure
allows for systematic comparisons in literature
that is often fragmented.

For this purpose, 105 articles from 2000 to
2021 were reviewed and after selecting the
articles, 94 articles were identified and classified.

3. Results

Systematic review is defined as a review using a
systematic approach to summarize the evidence
of the questions with a detailed and
comprehensive study design (Tawfik et al.,
2019). The main purpose of this method is to help
the researchers and audiences to better
understand developments within a research
discipline (Bandara et al. 2015). Although
researchers have introduced different processes
for performing this method, in general, the basis
of these processes is similar to each other
(Confente, 2015). This study used the paradigm
funnel method to fill this gap and investigate the
research. For this purpose, 105 articles from 2000
to 2021 were reviewed and after selecting the
articles, 94 articles were identified and classified.

4. Conclusion

The findings indicate that most of the articles
focus on the level of specific theories and there is
a lack of articles in the field of ontology and basic
hypotheses. This study will help the researchers
to better understand the research process, get
familiar with the concepts and components, and
identify the existing research gap.

Work ethics in Islam is the expectations of a
person's relationship with his behavior at work,
including his  responsibility,  cooperation,
commitment, sacrifice, creativity, and social
relationships. It is an important concept that
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affects the work pattern of the employees in the
organizations because it requires the introduction
of Islamic principles regarding the behavior and
performance of employees.
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