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ABSTRACT: Multicultural work environments require leadership approaches that can provide
ethical direction while responding to cultural and religious diversity. This article develops an
integrative conceptual framework linking Islamic leadership values, employee engagement, and
organisational performance. An integrative conceptual review was conducted using 20
purposively selected publications drawn from the literature on Islamic leadership, Islamic work
ethic, ethical and inclusive leadership, employee engagement, psychological safety, and cross-
cultural management. The framework identifies ‘adl, amanah, shira, sidq, and rahmah as the
ethical foundations of Islamic leadership. Their organisational significance lies in their translation
into fair treatment, accountable use of authority, meaningful participation, transparent
communication, and concern for employee well-being. Employee engagement is positioned as the
principal mechanism through which these leadership practices may contribute to organisational
performance. Cultural intelligence is included as a contextual capability that supports the
application of Islamic values among employees with different cultural and religious expectations.
The framework argues that Islamic leadership should not be applied as a fixed set of behaviours
or as areligious requirement imposed on a diverse workforce. Its credibility depends on whether
employees experience its values through consistent, inclusive, and context-sensitive leadership
practices. The article contributes by moving Islamic leadership beyond normative description
and clarifying how its ethical values may shape employee involvement and organisational
outcomes in multicultural workplaces.
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Nilai Kepimpinan Islam dan Keterlibatan Pekerja dalam Persekitaran Kerja
Multibudaya: Kerangka Konseptual Integratif bagi Prestasi Organisasi

ABSTRAK: Persekitaran kerja multibudaya memerlukan pendekatan kepimpinan yang mampu
memberikan panduan etika di samping menangani kepelbagaian budaya dan agama. Artikel ini
membangunkan sebuah kerangka konseptual integratif yang menghubungkan nilai kepimpinan
Islam, keterlibatan pekerja dan prestasi organisasi. Sorotan konseptual integratif dilaksanakan
berdasarkan 20 penerbitan yang dipilih secara bertujuan daripada literatur berkaitan kepimpinan
Islam, etika kerja Islam, kepimpinan beretika dan inklusif, keterlibatan pekerja, keselamatan
psikologi serta pengurusan rentas budaya. Kerangka ini mengenal pasti ‘adl, amdnah, shiird, sidq
dan rahmah sebagai asas etika kepimpinan Islam. Kepentingan nilai tersebut dalam organisasi
terletak pada penerjemahannya kepada layanan yang adil, penggunaan autoriti secara
bertanggungjawab, penyertaan yang bermakna, komunikasi yang telus serta keprihatinan
terhadap kesejahteraan pekerja. Keterlibatan pekerja diletakkan sebagai mekanisme utama yang
menghubungkan amalan kepimpinan tersebut dengan prestasi organisasi. Kecerdasan budaya pula
dianggap sebagai keupayaan kontekstual yang menyokong penerapan nilai Islam dalam kalangan
pekerja yang mempunyai jangkaan budaya dan agama yang berbeza. Kerangka ini menegaskan
bahawa kepimpinan Islam tidak seharusnya diterapkan sebagai satu set tingkah laku yang tetap
atau sebagai tuntutan agama yang dipaksakan kepada tenaga kerja yang pelbagai. Kredibilitinya
bergantung pada sejauh mana pekerja mengalami nilai tersebut melalui amalan kepimpinan yang
konsisten, inklusif dan peka terhadap konteks. Artikel ini menyumbang kepada literatur dengan
membawa perbincangan kepimpinan Islam melangkaui penghuraian normatif serta menjelaskan
bagaimana nilai etikanya dapat membentuk keterlibatan pekerja dan hasil organisasi dalam
persekitaran kerja multibudaya.
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INTRODUCTION

Workplaces are becoming more culturally and religiously diverse as organisations recruit employees
across national, ethnic, linguistic, and social boundaries. This diversity can broaden organisational
knowledge, improve problem-solving, and introduce alternative perspectives into decision-making.
It can also complicate workplace relationships when employees differ in their expectations of
authority, communication, recognition, consultation, and fairness. Cultural diversity does not produce
positive organisational outcomes by itself. Its value depends on whether leaders can establish
working relationships that allow employees to contribute without being marginalised by cultural
distance, religious difference, or unequal access to organisational influence. Stahl et al. (2010) showed
that culturally diverse teams may benefit from greater creativity while also experiencing conflict and
weaker social integration. Rockstuhl et al. (2011) similarly identified cultural intelligence as an
important capability for leadership across cultural boundaries.

Leadership is especially consequential in these environments because employees evaluate
organisations partly through the conduct of those who exercise authority. Decisions concerning
workload, recognition, promotion, discipline, information, and participation communicate whether
employees are treated as legitimate members of the organisation. Where leadership is inconsistent,
opaque, or culturally insensitive, diversity can deepen mistrust and fragmentation. Where leadership
is fair, accountable, consultative, and responsive, employees are more likely to view difference as
compatible with collective work. The challenge is therefore not simply to manage diversity, but to
provide an ethical basis for organisational relationships across groups that do not necessarily share
the same religious or cultural assumptions.

Islamic leadership offers such an ethical basis through values including ‘adl, amanah, shiira,
sidq, and rahmah. These values emphasise justice, responsible authority, consultation, truthfulness,
and compassion. Their significance for contemporary organisations, however, cannot remain at the
level of moral description. Employees do not encounter leadership values as abstract principles; they
encounter them through decisions, communication, access to voice, treatment by supervisors, and
responses to their needs. Islamic leadership therefore becomes organisationally meaningful when
‘adl is reflected in fair treatment, amanah in responsible and accountable use of authority, shiira in
genuine employee participation, sidg in transparent communication, and rahmah in concern for
employee dignity and well-being.

This translation is particularly important in workplaces that include Muslim and non-Muslim
employees. Islamic leadership cannot function inclusively if it is presented as a set of religious
expectations imposed upon a diverse workforce. Its broader organisational relevance rests on
whether its ethical values are expressed through practices that protect rights, recognise employee
contributions, and avoid discrimination. Faris and Parry (2011) demonstrated that Islamic
organisational leadership is shaped by the social environment, organisational complexity, and
heterogeneity of followers. Their work challenges the assumption that Islamic leadership can be
applied uniformly across settings. The ethical substance of Islamic leadership may remain stable, but
its organisational expression must be responsive to cultural context.

Existing research provides evidence that Islamic leadership and Islamic work ethics are
associated with important employee outcomes, but the pattern of relationships is not
straightforward. Hayati and Caniago (2012) linked Islamic work ethic with intrinsic motivation, job
satisfaction, organisational commitment, and job performance. Gheitani et al. (2019) further showed
that intrinsic motivation explained part of the relationship between Islamic work ethic and employee
attitudes. Suryani et al. (2023) connected Islamic work ethics with thriving at work and
organisational citizenship behaviour. More directly, Sodiq et al. (2024) found that Islamic leadership
influenced sharia engagement, while engagement was associated with employee performance; the
direct relationship between Islamic leadership and performance was not significant. These findings
indicate that Islamic values are more likely to influence performance through employees’
psychological and behavioural responses than through a simple direct effect.

The broader leadership literature reinforces this argument. Ethical and supportive leadership
have been linked with employee engagement and organisational commitment (Alam et al,, 2021),
while trust in supervisors has been shown to influence engagement through psychological safety and
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felt obligation (Basit, 2017). Transformational leadership has also been associated with job
performance through employee engagement (Wang et al., 2022). Together, these studies point to a
consistent problem in existing Islamic leadership research: values are often discussed normatively,
while the mechanisms through which employees experience and respond to those values remain
underdeveloped. The literature also remains concentrated in Islamic banking, religious institutions,
and relatively homogeneous Muslim settings. Less attention has been given to how Islamic leadership
values operate in workplaces where employees differ in religion, nationality, ethnicity, and cultural
expectations.

A second gap concerns the relationship between employee engagement and organisational
performance. Previous studies have commonly examined engagement as an individual-level outcome
or as a mediator between leadership and employee performance (Sodiq et al., 2024; Sugianingrat et
al, 2019; Wang et al,, 2022). Although these studies establish the importance of engagement, they
provide less explanation of how individual psychological investment develops into broader
organisational outcomes. Organisational performance depends not only on employees’ personal
effort, but also on whether that effort is sustained, coordinated, and directed towards collective
objectives. The conceptual problem is therefore not merely whether Islamic leadership improves
performance, but how its values create the conditions in which employees are willing to invest their
attention, energy, and discretionary effort in ways that support organisational effectiveness.

This article addresses these gaps by developing an integrative conceptual framework linking
Islamic leadership values, employee engagement, and organisational performance in multicultural
work environments. It argues that ‘adl, amanah, shiira, sidq, and rahmah become relevant to
organisational outcomes when they are expressed through inclusive ethical practices that employees
experience as fair, accountable, participative, transparent, and supportive. Employee engagement is
positioned as the principal mechanism connecting these leadership practices with organisational
performance. Cultural intelligence is treated as a contextual capability that enables leaders to apply
I[slamic values without ignoring differences in communication, authority, participation, and employee
needs.

The article makes three contributions. First, it moves Islamic leadership beyond normative
description by specifying how its central values may be expressed in observable workplace practices.
Second, it explains organisational performance through employee engagement rather than assuming
a direct effect of Islamic leadership. Third, it places Islamic leadership within the realities of culturally
and religiously diverse organisations, where ethical consistency must be accompanied by contextual
understanding. In doing so, the article presents Islamic leadership not as a culturally closed model,
but as a value-based approach whose organisational credibility depends on how it is practised across
difference.

METHOD OF INTEGRATIVE CONCEPTUAL REVIEW

This article used an integrative conceptual review to develop a framework linking Islamic leadership
values, employee engagement, and organisational performance in multicultural work environments.
This approach was appropriate because the argument draws on several bodies of literature that have
largely developed separately, including Islamic leadership, Islamic work ethic, ethical and inclusive
leadership, employee engagement, psychological safety, and cross-cultural management. The purpose
was not to provide an exhaustive systematic review, but to identify and integrate studies that could
explain how Islamic leadership values are expressed in organisational practice and how employees
may respond to those practices.

Relevant publications were identified through searches of Scopus, Web of Science, and Google
Scholar. The search combined terms such as “Islamic leadership,” “Islamic ethical leadership,”
“Islamic leadership values,” “Islamic work ethic,” “employee engagement,” “ethical leadership,”
“inclusive leadership,” “psychological safety,” “multicultural workplace,” “cultural diversity,” “cultural
intelligence,” and “organisational performance.” The review concentrated on publications from 2010
to 2026. Earlier studies were included when they provided established conceptual foundations,
particularly for psychological safety, inclusive leadership, and cultural diversity. Reference lists of
relevant articles were also examined to identify studies not captured in the initial searches.

» o«

JURNAL AL-HIKMAH: The Journal of Islamic Da’wah 73



Jurnal al-Hikmah, 18(1): 71-84

The literature search was conducted between January and March 2026. The selected
publications were read comparatively and coded according to their principal constructs, proposed
relationships, organisational contexts, and explanatory mechanisms. Recurring concepts were
subsequently grouped into four thematic categories: (1) Islamic leadership, Islamic work ethics, and
employee outcomes; (2) ethical, inclusive, and transformational leadership in relation to employee
engagement and performance; (3) trust, psychological safety, and organisational support as
explanatory mechanisms; and (4) multicultural leadership, cultural diversity, and cultural
intelligence as contextual conditions. Each publication was assigned to the category that best
represented its principal contribution to the proposed framework, although conceptual overlaps
between categories were recognised. These thematic categories provided the analytical foundation
for translating Islamic leadership values into organisational practices and for positioning employee
engagement and cultural intelligence within the proposed conceptual framework.

The selection was guided by direct relevance to the proposed framework. Peer-reviewed
empirical and conceptual articles were included when they examined Islamic leadership or Islamic
work ethic in relation to employee attitudes, engagement, trust, workplace behaviour, or
performance. Studies of ethical leadership, inclusive leadership, psychological safety, and cultural
intelligence were included when they helped explain mechanisms or contextual conditions that had
received limited attention in Islamic leadership research. Articles were excluded when they discussed
leadership only in broad terms, provided insufficient methodological information, or had no clear
connection with the relationships examined in this article. Following screening and the removal of
duplicate records, 20 publications were retained for conceptual analysis.

The selected studies were organised around four themes: Islamic leadership and employee
outcomes; ethical and inclusive leadership and employee engagement; trust and psychological safety;
and leadership in multicultural work environments. The studies were compared in terms of their
conceptual focus, organisational setting, research design, explanatory mechanisms, and principal
findings. The synthesis then examined how ‘adl, amanah, shiird, sidq, and rahmah could be expressed
through fair treatment, accountable use of authority, employee participation, transparent
communication, and concern for employee well-being. Employee engagement was positioned as the
principal mechanism connecting these leadership practices with organisational performance, while
cultural intelligence was treated as a contextual capability supporting their application across
culturally diverse workforces. The resulting framework represents a conceptual interpretation of the
reviewed literature rather than an empirically tested causal model.

ISLAMIC LEADERSHIP VALUES

Islamic leadership rests on a moral understanding of authority. Leadership is not treated merely as a
formal position or the capacity to influence others, but as an amdnah for which the leader remains
accountable. The Qur’anic instruction to return trusts to those entitled to them and to judge with
justice establishes responsibility and fairness as central requirements of authority (Qur'an 4:58).
Islamic leadership therefore does not separate organisational achievement from the ethical manner
in which it is pursued. A leader may be effective in meeting targets, yet still fall short of Islamic
leadership when authority is exercised through deception, favouritism, exclusion, or disregard for
employee dignity. Performance matters, but it does not justify conduct that contradicts the moral
responsibilities attached to leadership.

This article focuses on five values—‘adl, amanah, shiira, sidq, and rahmah—because they
capture distinct but connected dimensions of organisational leadership. They do not represent an
exhaustive account of Islamic leadership. Rather, they provide an analytical basis for examining how
Islamic moral principles may be expressed in the everyday exercise of authority. In organisational
terms, ‘adl concerns fairness, amanah concerns responsible authority, shiird concerns participation,
sidq concerns truthfulness, and rahmah concerns humane treatment. Their relevance lies not in the
use of religious terminology alone, but in whether employees encounter these values through
decisions, communication, consultation, and interpersonal conduct.

‘adl requires leaders to avoid arbitrary and discriminatory treatment. The Qur'an demands
the maintenance of justice even when personal interests or social relationships might encourage
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partiality (Qur'an 4:135). Within organisations, this principle applies to the allocation of work,
evaluation of performance, access to opportunities, recognition, discipline, and the distribution of
rewards. Justice is not limited to equal outcomes. It also requires consistent procedures, relevant
reasons for decisions, and reasonable opportunities for employees to express their concerns. These
practices are especially significant in multicultural workplaces, where unequal treatment may be
interpreted through existing differences in nationality, ethnicity, religion, language, or organisational
status. ‘adl gives Islamic leadership a basis for resisting favouritism and protecting the legitimate
interests of employees across such differences.

Amanah and sidq concern the credibility with which authority is exercised. Amanah requires
leaders to treat organisational power, information, resources, and responsibility as a trust rather than
personal property. It is demonstrated when leaders honour commitments, protect confidential
information, use resources responsibly, and accept accountability for their decisions. Sidq reinforces
this responsibility through truthful communication and consistency between declared principles and
actual conduct. A leader who speaks about justice while practising favouritism, or promotes
consultation while disregarding employee input, weakens the moral credibility of leadership. Amanah
and sidq therefore provide a basis for trust because they require leaders to be reliable, transparent,
and answerable for the consequences of their actions. Organisational studies similarly show that
perceptions of integrity and trustworthiness shape employees’ willingness to cooperate and
contribute beyond formal role requirements (Basit, 2017; Lee et al,, 2024).

Shiira establishes consultation as part of responsible leadership rather than a managerial
courtesy. The Qur’an describes consultation as a characteristic of collective affairs (Qur’an 42:38). In
organisations, shiird may be practised through participative decision-making, structured
consultation, open discussion, and accessible mechanisms for employees to raise concerns or propose
improvements. It does not remove the leader’s obligation to make decisions. It requires those
decisions to be informed by relevant knowledge and by the perspectives of individuals who will be
affected by them. This principle is particularly important in culturally diverse organisations because
leaders cannot assume that their own understanding captures the experiences and expectations of all
employees. Shiira creates a disciplined means of bringing different perspectives into organisational
judgment. It also has practical affinities with leader inclusiveness, which emphasises accessibility,
listening, and the recognition of employee contributions (Nembhard & Edmondson, 2006).

Rahmah introduces compassion and human dignity into the exercise of authority. It does not
require leaders to abandon standards, discipline, or accountability. It requires these responsibilities
to be exercised without humiliation, cruelty, or indifference to legitimate human needs. In
organisational settings, rahmah may be reflected in respectful communication, constructive feedback,
reasonable accommodation, and concern for employees experiencing professional or personal
difficulty. Compassion must nevertheless remain connected to justice. When support is given
selectively or without transparent reasons, it may be perceived as favouritism rather than rahmabh.
The interaction between rahmah and ‘adl is therefore crucial: compassion humanises organisational
authority, while justice prevents compassion from becoming arbitrary.

These five values acquire organisational significance when they operate together. Justice
without compassion may become rigid; compassion without justice may become inconsistent.
Consultation without truthfulness may be symbolic, while accountability without consultation may
preserve control but exclude relevant voices. Islamic leadership is therefore better understood as an
integrated moral practice than as a list of separate virtues. Thoha et al. (2025) illustrate how Islamic
ethical principles can be expressed through integrity, accountability, exemplary conduct, and
engagement across diverse social groups. Faris and Parry (2011) likewise show that the practice of
Islamic leadership is shaped by follower diversity and the wider social environment. These studies
support the need to distinguish between the enduring moral content of Islamic values and the
context-specific practices through which they are expressed.

In the framework proposed here, ‘adl, amanah, shiird, sidq, and rahmah form the ethical
foundation of leadership, while fairness, accountable authority, employee participation, transparent
communication, and concern for well-being represent their organisational expression. This
distinction is important in multicultural workplaces. Employees are not required to share the leader’s
religious identity to recognise fair treatment, honesty, responsible authority, meaningful
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participation, and respect for human dignity. The credibility of Islamic leadership in such
environments therefore depends less on its rhetorical presentation and more on the consistency with
which its values are practised.

ISLAMIC LEADERSHIP IN MULTICULTURAL WORK ENVIRONMENTS

Multicultural work environments bring together employees who differ in nationality, ethnicity,
religion, language, social background, and assumptions about appropriate workplace behaviour. Such
diversity can provide organisations with broader knowledge, alternative perspectives, and greater
potential for creativity. However, it may also create differences in communication styles, expectations
of authority, approaches to conflict, and interpretations of fairness. Stahl et al. (2010) found that
cultural diversity may produce both beneficial and adverse team outcomes. Although it can support
creativity and satisfaction, it may also increase task conflict and weaken social integration when
differences are not managed effectively. Leadership therefore plays an important role in determining
whether diversity becomes a source of organisational learning and cooperation or contributes to
misunderstanding, fragmentation, and exclusion. In this context, the relevance of Islamic leadership
depends on its ability to guide ethical conduct while remaining responsive to the cultural and
religious diversity of employees.

Islamic leadership should not be understood as a form of leadership intended only for Muslim
employees or organisations operating in Muslim-majority societies. Its central values, including
justice, trustworthiness, consultation, truthfulness, and compassion, address ethical concerns that are
relevant to organisational relationships more broadly. Nevertheless, their application in multicultural
workplaces requires careful translation into practices that can be understood and experienced by
employees from different backgrounds. Employees may not necessarily interpret leadership through
[slamic terminology, but they can recognise fair treatment, transparent communication, responsible
authority, meaningful participation, and concern for their well-being. The inclusiveness of Islamic
leadership therefore depends less on the use of religious language and more on whether its values
are expressed through conduct that respects the dignity, rights, and contributions of all employees.
This distinction is important because value-based leadership may lose its inclusive potential when
religious principles are presented in ways that privilege one group or disregard the beliefs and
identities of others.

Faris and Parry (2011) demonstrate that Islamic organisational leadership is shaped by the
external social and cultural environment in which it operates. Their examination of Islamic
organisations within a Western society indicates that leadership practices cannot be separated from
organisational complexity, follower diversity, and the expectations of the surrounding non-Muslim
society. This suggests that Islamic leadership should not be applied as a fixed model that assumes
cultural uniformity among followers. Instead, leaders need to distinguish between the enduring
ethical principles of Islamic leadership and the organisational practices through which those
principles are implemented. The value of shiird, for example, remains constant as a commitment to
consultation, but the forms of participation considered appropriate may vary across organisations
and cultures. Similarly, the application of rahmah may require different forms of support depending
on employees’ personal circumstances, cultural expectations, and preferences concerning privacy,
recognition, and interpersonal relationships.

Cultural intelligence is particularly relevant to this process of contextual adaptation. It refers
to the capability to understand, interpret, and respond effectively to culturally different situations.
Rockstuhl et al. (2011) found that cultural intelligence provided additional explanatory value for
cross-border leadership effectiveness beyond general and emotional intelligence. Within the present
framework, cultural intelligence enables leaders to apply Islamic values without assuming that all
employees interpret authority, consultation, feedback, or compassion in the same way. A culturally
intelligent leader is more likely to recognise differences in communication patterns, power-distance
expectations, religious observances, collective and individual orientations, and attitudes towards
disagreement. Such awareness does not require leaders to compromise the ethical foundations of
Islamic leadership. Instead, it helps them express those values in ways that are appropriate,
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intelligible, and respectful within a diverse workforce. Cultural intelligence may therefore strengthen
the translation of Islamic leadership values into inclusive ethical leadership practices.

The principle of shiird is especially significant in multicultural workplaces because
participation allows diverse employees to contribute perspectives that may otherwise remain
unheard. Nembhard and Edmondson (2006) show that leader inclusiveness, reflected in words and
actions that invite and appreciate employee contributions, can support psychological safety and
improvement efforts. Although leader inclusiveness originates from the broader organisational
literature, it shares practical similarities with shiira. Both emphasise accessibility, listening,
participation, and recognition of follower contributions. In a multicultural setting, consultation can
also help leaders avoid decisions based solely on their own cultural assumptions. However, shiira
should involve more than symbolic consultation. Employees must perceive that their views are taken
seriously, that opportunities for participation are distributed fairly, and that expressing a different
opinion will not lead to exclusion or retaliation. When these conditions are met, shiira may facilitate
communication across cultural boundaries and strengthen employees’ sense of organisational
inclusion.

The values of ‘adl and amdnah are equally important because multicultural workplaces may
be particularly sensitive to perceptions of favouritism, discrimination, and unequal access to
opportunities. Employees may evaluate leadership not only through formal policies but also through
patterns of promotion, task allocation, recognition, disciplinary action, and access to decision makers.
The consistent practice of ‘adl requires leaders to avoid preferential treatment based on cultural
familiarity, religious identity, nationality, or personal relationships. Amanah further requires leaders
to use organisational authority responsibly and protect employees from abuse, manipulation, or
arbitrary treatment. Sidq supports these values by requiring clear explanations and truthful
communication concerning organisational decisions. Together, these principles may establish a
common ethical basis for workplace relationships, even when employees differ in their cultural and
religious orientations.

Rahmah adds a relational dimension to leadership in multicultural environments by
encouraging sensitivity to employee needs and circumstances. Compassionate leadership may be
reflected in respectful communication, reasonable accommodation, support during difficulty, and
concern for physical and psychological well-being. However, expressions of care must remain
culturally appropriate. Behaviour intended by a leader as supportive may be experienced as intrusive
or paternalistic if it does not respect employees’ boundaries and preferences. Cultural sensitivity
therefore requires leaders to seek understanding rather than assume that a single form of support is
suitable for everyone. The combination of rahmah and ‘adl is particularly important because
compassion should not result in inconsistent standards or preferential treatment. Supportive
responses must remain fair, transparent, and connected to legitimate employee needs.

Thoha et al. (2025) provide an example of how Islamic ethical leadership may support
inclusive engagement and social cohesion in a culturally diverse community. Their findings indicate
that values related to morality, trustworthiness, and public benefit can be translated into integrity,
accountability, exemplary conduct, and engagement across social groups. Although their study
concerns a religious institution and community context rather than a conventional workplace, it
illustrates the potential of Islamic values to function as inclusive ethical principles. It also suggests
that the legitimacy of Islamic leadership in a multicultural setting depends on whether its application
produces fairness, cooperation, accountability, and collective benefit rather than religious exclusivity.

Accordingly, multiculturalism is treated in this article as more than a descriptive
characteristic of the workforce. It is a contextual condition that shapes how Islamic leadership values
are interpreted, communicated, and applied. The ethical foundations of ‘adl, amanah, shiira, sidq, and
rahmah remain central, but their organisational expression must account for cultural differences and
the needs of employees from diverse religious backgrounds. Effective Islamic leadership in
multicultural organisations therefore requires both ethical consistency and contextual sensitivity.
Leaders must remain faithful to the moral substance of Islamic values while adapting their
communication, participation mechanisms, and supportive practices to the workforce they lead.
Through this combination, Islamic leadership may provide an inclusive ethical basis for strengthening
employee trust, participation, engagement, and cooperation across cultural boundaries.
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ISLAMIC LEADERSHIP VALUES AND EMPLOYEE ENGAGEMENT

Employee engagement refers to the extent to which employees invest attention, energy, and personal
commitment in their work. It is shaped not only by individual motivation, but also by how employees
experience leadership, organisational treatment, and opportunities to contribute. Leadership
becomes relevant because leaders influence the distribution of responsibilities, access to information,
recognition, consultation, and support. Where these practices are perceived as fair and credible,
employees are more likely to involve themselves meaningfully in organisational work.

Evidence from Islamic leadership research supports the role of engagement as an intervening
mechanism. Sodiq et al. (2024) found that Islamic leadership was significantly associated with sharia
engagement, while engagement was subsequently related to employee performance. The direct
relationship between Islamic leadership and performance was not significant. This suggests that the
organisational effect of Islamic leadership may depend less on a direct performance impact and more
on whether employees become psychologically and behaviourally involved in their work. Research
on Islamic work ethic points in a similar direction. Hayati and Caniago (2012), Gheitani et al. (2019),
and Suryani et al. (2023) showed that Islamic values were associated with motivation, commitment,
thriving, and organisational citizenship behaviour. Abu Bakar et al. (2018) further demonstrated that
religiosity can function as a personal resource that shapes work engagement, highlighting the
relevance of religiously grounded orientations to employees’ involvement in work. Although Islamic
work ethic is not equivalent to Islamic leadership, these findings indicate that value-based
orientations may shape employee attitudes before influencing work outcomes.

The broader leadership literature reinforces this explanation. Alam et al. (2021) linked ethical
leadership with employee engagement through organisational commitment, while Wang et al. (2022)
showed that engagement mediated the relationship between transformational leadership and job
performance. Sugianingrat et al. (2019) similarly found that ethical leadership did not significantly
affect performance directly, but employee engagement and organisational citizenship behaviour
played mediating roles. Together, these studies suggest that employees respond to leadership
through the quality of the work environment created by leaders.

Within Islamic leadership, ‘adl, amanah, and sidq may strengthen engagement through
fairness and trust. Employees are more likely to invest effort when workloads, opportunities,
rewards, and disciplinary decisions are handled consistently. They are also more willing to contribute
when leaders honour commitments, use authority responsibly, and communicate honestly. Basit
(2017) showed that trust in supervisors influenced engagement through psychological safety and felt
obligation, while Lee et al. (2024) demonstrated the importance of leader integrity and
trustworthiness for positive employee behaviour. Similarly, Tabak and Hendy (2016) found that trust
in leadership was strongly associated with work engagement and partially mediated the effects of
organisational embeddedness and perceived organisational support on engagement. These findings
provide a credible organisational pathway through which Islamic values may support engagement.
Shiira and rahmah contribute through employee voice and support. Genuine consultation recognises
employees as contributors rather than passive recipients of instructions. It can strengthen their sense
of ownership and encourage them to express relevant knowledge or concerns. Nembhard and
Edmondson (2006) showed that leader inclusiveness, expressed through accessibility and
appreciation of employee contributions, supports psychological safety. Psychological safety is
particularly relevant because it reflects employees’ sense that interpersonal risk-taking, such as
expressing concerns, asking questions, or offering different views, can occur without undue
interpersonal consequences (Edmondson, 1999). Subsequent research has established psychological
safety as an important explanatory construct linking workplace conditions with a range of employee
and organisational outcomes (Newman et al., 2017). Evidence from Xu et al. (2022) further showed
that both perceived organisational support and psychological safety were positively associated with
work engagement, with psychological safety mediating the relationship between organisational
support and engagement. Rahmah adds a relational dimension by requiring leaders to respond to
employees with dignity, constructive feedback, and proportionate support. However, both
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consultation and compassion must be applied consistently; symbolic participation or selective
support may weaken rather than strengthen engagement.

In multicultural workplaces, employees may not interpret these practices through Islamic
terminology. They can nevertheless recognise whether leadership is fair, trustworthy, consultative,
transparent, and respectful. The relevance of Islamic leadership therefore lies in how its values are
experienced in practice, not in whether employees share the same religious identity. Accordingly,
employee engagement is positioned in this article as the principal mechanism linking Islamic
leadership values with organisational performance.

Proposition 1: Islamic leadership values, when expressed through inclusive ethical leadership
practices, are positively associated with employee engagement in multicultural work environments.

EMPLOYEE ENGAGEMENT AND ORGANISATIONAL PERFORMANCE

Employee engagement is expected to contribute to organisational performance because engaged
employees invest greater attention, persistence, and discretionary effort in their work. They are more
likely to take initiative, maintain performance under pressure, and contribute beyond minimum job
requirements. However, engagement should not be treated as an automatic guarantee of
organisational success. Its effect depends on whether employees’ effortis directed towards clear goals
and supported by appropriate resources, coordination, and organisational systems.

Empirical studies provide support for the relationship between engagement and performance. Sodiq
et al. (2024) found that sharia engagement was significantly associated with employee performance,
although Islamic leadership did not exert a significant direct effect on performance. Sugianingrat et
al. (2019) similarly showed that employee engagement played a mediating role in the relationship
between ethical leadership and employee performance. Wang et al. (2022) also found that
engagement mediated the relationship between transformational leadership and job performance.
Related evidence also indicates that work engagement is embedded within broader psychosocial
organisational conditions. Yulita et al. (2022), for example, demonstrated the importance of
psychosocial safety climate and job resources in shaping work engagement and employee
psychological outcomes. Across these studies, engagement appears less as an isolated employee
attitude and more as a mechanism through which leadership is converted into work-related
outcomes.

This pattern is important for the present framework. Islamic leadership values are unlikely to
improve organisational performance simply because leaders identify themselves with justice,
trustworthiness, consultation, truthfulness, or compassion. Their contribution depends on whether
these values shape employees’ experience of work in ways that encourage sustained involvement.
Fair treatment may strengthen willingness to contribute, trustworthy leadership may reduce
uncertainty, consultation may increase ownership, and supportive conduct may help employees
remain committed during periods of difficulty. Engagement represents the point at which these
leadership practices become visible in employees’ effort and behaviour.

Organisational performance is understood here in broad terms. It includes the effective
achievement of organisational objectives, the quality and consistency of employee output, service
delivery, adaptability, and responsible use of resources. The framework does not claim that
engagement alone determines these outcomes. Performance is also influenced by job design,
employee competence, technology, organisational structure, and external conditions. Engagement is
therefore treated as a significant but partial explanation of performance.

The multicultural context may also shape this relationship. Engaged employees from different
cultural backgrounds may contribute through different forms of initiative, communication, and
cooperation. Leaders must therefore avoid defining engagement according to a single cultural
pattern, such as frequent verbal participation or visible enthusiasm. Some employees may
demonstrate engagement through reliability, careful preparation, sustained concentration, or quiet
contribution. A culturally sensitive interpretation is necessary if leaders are to recognise and support
diverse forms of employee involvement.

Accordingly, this article positions employee engagement as the principal mechanism through
which Islamic leadership values, when translated into inclusive ethical leadership practices, may
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contribute to organisational performance. The relationship is expected to be indirect: Islamic
leadership values shape inclusive ethical leadership practices, these practices influence employee
engagement, and engagement contributes to organisational performance when supported by
appropriate organisational conditions.

Proposition 2: Employee engagement is positively associated with organisational performance.
Proposition 3: Employee engagement mediates the relationship between Islamic leadership values,
as expressed through inclusive ethical leadership practices, and organisational performance in
multicultural work environments.

PROPOSED CONCEPTUAL FRAMEWORK

The proposed framework explains organisational performance through a sequential relationship
between Islamic leadership values, inclusive ethical leadership practices, employee engagement, and
organisational performance within multicultural work environments. It does not assume that Islamic
leadership values improve performance directly. Their influence depends on whether they are
translated into leadership practices that employees experience as fair, accountable, consultative,
transparent, and supportive.

The framework begins with five Islamic leadership values: ‘adl, amdnah, shiira, sidq, and rahmah.
These values provide the ethical foundation of leadership, while their organisational expression is
reflected in fair treatment, responsible use of authority, employee participation, truthful
communication, and concern for employee well-being. This distinction is important because
employees respond to the conduct of leaders rather than to values stated only at the rhetorical level.

Employee engagement occupies the central position in the framework. When employees
perceive leadership practices as credible and inclusive, they are more likely to invest attention,
energy, initiative, and persistence in their work. Engagement therefore explains how leadership
values may become relevant to performance. This position is supported by studies showing that
leadership effects on performance often operate through employee attitudes and psychological
involvement rather than through direct relationships alone (Sodiq et al., 2024; Sugianingrat et al.,
2019; Wang et al., 2022).

Organisational performance represents the final outcome of the framework. It refers to the
effective achievement of organisational objectives through sustained employee contribution, quality
of work, service delivery, adaptability, and responsible use of resources. The framework does not
suggest that engagement is the sole determinant of performance. Rather, engagement is treated as a
significant mechanism through which leadership practices may influence organisational outcomes.
Multicultural work environments shape the application of the framework. Employees from different
cultural and religious backgrounds may interpret authority, consultation, feedback, recognition, and
support differently. Cultural intelligence is therefore included as a contextual capability that enables
leaders to apply Islamic values with greater sensitivity and precision. It helps leaders adapt the form
of their behaviour without abandoning the ethical substance of Islamic leadership.

The proposed framework brings together Islamic leadership values, inclusive ethical
leadership practices, employee engagement, organisational performance, and cultural intelligence. It
presents employee engagement as the principal mechanism through which Islamic leadership values,
when translated into inclusive ethical leadership practices, may contribute to organisational
performance in multicultural work environments. Figure 1 illustrates the relationships proposed in
the framework.
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Multicultural work environments provide the contextual setting for the framework.

Figure 1: The Proposed Integrative Conceptual Framework

Figure 1 presents the proposed integrative conceptual framework. It positions ‘adl, amanah,
shiird, sidq, and rahmah as the ethical foundations of Islamic leadership, expressed through fairness,
accountability, participation, transparency, and concern for employee well-being. Employee
engagement occupies the central explanatory position in the framework. Employees who experience
leadership as fair, trustworthy, consultative, transparent, and supportive are more likely to invest
attention, energy, and initiative in their work. The framework therefore proposes that Islamic
leadership values contribute to organisational performance indirectly through their translation into
inclusive ethical leadership practices and subsequent employee engagement, rather than through an
immediate direct effect.

Cultural intelligence is treated as a contextual capability that supports the application of
Islamic leadership values in multicultural work environments. It enables leaders to adapt their
communication, consultation, recognition, and support to employees with different cultural and
religious expectations without weakening the ethical substance of Islamic leadership.

Based on the proposed framework, the following propositions are advanced:

Proposition 1: Islamic leadership values, when expressed through inclusive ethical leadership
practices, are positively associated with employee engagement in multicultural work environments.
Proposition 2: Employee engagement is positively associated with organisational performance.
Proposition 3: Employee engagement mediates the relationship between Islamic leadership values,
as expressed through inclusive ethical leadership practices, and organisational performance in
multicultural work environments.

Proposition 4: Cultural intelligence strengthens the translation of Islamic leadership values into
inclusive ethical leadership practices in multicultural work environments.

The framework presents Islamic leadership as a value-based and context-sensitive approach. Its
organisational relevance lies not merely in the moral character of leaders, but in whether their
conduct creates conditions that encourage employees from diverse backgrounds to participate,
contribute, and remain engaged in organisational work.

CONCLUSION

This article developed an integrative conceptual framework linking Islamic leadership values,
inclusive ethical leadership practices, employee engagement, and organisational performance in
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multicultural work environments. The framework is grounded in ‘adl, amdanah, shiird, sidq, and
rahmabh, but it does not treat these values as abstract moral claims. Their organisational relevance
depends on how they are expressed through fair treatment, responsible authority, meaningful
consultation, truthful communication, and concern for employee well-being. The framework
positions employee engagement as the principal mechanism through which Islamic leadership values,
when translated into inclusive ethical leadership practices, may contribute to organisational
performance. This reflects evidence that leadership may influence performance indirectly by shaping
employees’ motivation, trust, psychological involvement, and willingness to contribute. Islamic
leadership therefore becomes consequential not merely through the personal morality of leaders, but
through the quality of the work environment their conduct creates.

The multicultural context is central to this argument. Islamic leadership cannot be applied
effectively through a fixed set of behaviours that assumes cultural or religious uniformity. Cultural
intelligence helps leaders preserve the ethical substance of Islamic values while adapting their
communication, consultation, and support to employees with different expectations and experiences.
In this sense, the inclusive potential of Islamic leadership rests on whether its practice protects
dignity, recognises difference, and enables meaningful participation across groups. The framework
contributes by moving Islamic leadership beyond normative description, clarifying employee
engagement as an explanatory mechanism, and placing cultural context within the application of
Islamic values. However, the proposed relationships remain conceptual and require empirical testing
across different sectors, countries, and workforce compositions. Future research should examine how
Muslim and non-Muslim employees interpret these practices, whether employee engagement
mediates the relationship between Islamic leadership values, as expressed through inclusive ethical
leadership practices, and organisational performance, and how cultural intelligence influences their
application in diverse organisations.

Islamic leadership can offer a credible ethical foundation for contemporary organisations, but
that credibility is earned through practice. Its value lies not in the declaration of Islamic principles
alone, but in whether those principles produce leadership that employees experience as just,
trustworthy, consultative, truthful, and humane.
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