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ABSTRACT 

Purpose – This study aims to map evidence on HRM and HRD in 
Islamic educational institutions and to formulate a multilevel 
conceptual framework based on Tree HR to read the conceptual 
interconnections among values, competencies, character, 
institutional context, and educational outcomes. 

Design/methods/approach – The research used a systematic 

scoping review based on PRISMA-ScR. The search was conducted 
in Scopus, Web of Science, ERIC, and secondary searching for the 
period from 2010 to 2025. From 151 records, 4 duplicates were 
removed, 147 records were screened, 56 were excluded, and 91 
studies were analyzed through charting, thematic synthesis, 
methodological characterization, and mapping to the Tree HR 
components. 

Findings – The findings show an increase in publications from 
2023 to 2025, with a peak in 2025 of 38 studies or 41.8%. The 
highest thematic concentration was in Trunk, namely competencies 
and HRD, which appeared in 62 studies, as well as Fruits/Leaves, 
namely performance, service quality, and educational outcomes, in 
61 studies. Roots appeared in 44 studies, whereas 
Personality/Character appeared in 34 studies. The main gaps 
include weak multilevel testing, heterogeneity of indicators, the 
dominance of non-causal designs, and limited instrument validity 
across contexts. 

Research implications – This framework can be used as an 
initial tool for reflection and diagnosis of human resources in 
madrasahs, pesantren, integrated Islamic schools, and Islamic 
Religious Higher Education Institutions (PTKI), particularly for 
training planning, performance assessment, career development, 
and the formulation of human resource policy indicators for Islamic 
education. 
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1. Introduction 

Islamic educational institutions include madrasahs, pesantren or kuttab, integrated Islamic 

schools, and Islamic Religious Higher Education Institutions (PTKI), with a dual mandate: improving 

academic quality while upholding moral and spiritual values. This mandate strongly depends on the 

quality of human resource governance, particularly educators, education personnel, and institutional 

leaders. In this article, HRM is understood as the strategic governance of human resources, whereas 

HRD refers to the development of the capacity, competencies, character, and professional readiness 

of educational actors. In the context of increasing quality accountability, digitalization, and institutional 

reputation competition, the main challenges include pedagogical professionalism, integrity, 

trustworthiness, leadership, work culture, and technological adaptation. Previous studies show that 

Islamic value-based HRM and HRD practices are reported to be associated with commitment, job 
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satisfaction, and performance, although the strength of the evidence and the context of the findings 

vary (Abdul Ghani Azmi, 2015; Fesharaki & Sehhat, 2018; Umami & Yasin, 2025). 

Recent literature shows three main streams. First, studies on values, workplace spirituality, and 

spiritual leadership emphasize the importance of ethical foundations in shaping motivation, work 

behavior, and organizational climate. Second, studies on competencies and HRD highlight the need to 

strengthen the competencies of teachers and lecturers, including digital competencies, evidence-based 

assessment, and professional readiness (Masuwai et al., 2024; Sulistyowati & Adira, 2025; Zaqiah et 

al., 2024). Third, studies on institutional transformation highlight the readiness of Islamic educational 

institutions to face Society 5.0, digitalization, and changes in governance (Julhadi & Ritonga, 2023; 

Mutamimah & Maunah, 2024; Pamungkas et al., 2025). These three streams show a consensus that 

values, competencies, and institutional context are important for the development of human resources 

in Islamic education, but they have not fully explained the interconnections among constructs 

systematically. 

This fragmentation becomes a main problem in the literature. Some studies discuss values, 

spirituality, or Islamic work ethics as a normative basis; others emphasize competencies and HRD 

programs; while other studies highlight character, the fit between individual and institutional values, 

well-being, or career commitment (Dwiyanti et al., 2025; Habib Rana & Shaukat Malik, 2016). However, 

these dimensions are often treated as stand-alone themes. In addition, many studies remain descriptive 

and have not explicitly used organizational or HRM theory to explain the relationships among values, 

competencies, character, institutional context, and educational outcomes (Branine & Pollard, 2010; 

Yazid, 2023; Yusuf et al., 2024). As a result, the statement that Islamic values are related to educational 

quality often remains narrative, especially when outcome indicators, research designs, and institutional 

contexts differ. 

Based on this condition, this article identifies four main gaps. First, there is a conceptual gap 

because the literature has not provided much mapping that connects Islamic values, competency 

development, character, and educational outcomes in one coherent framework. Second, there is a 

theoretical gap because the use of HRM and organizational theories remains scattered, implicit, and 

has not fully captured the distinctiveness of Islamic educational institutions that combine academic, 

moral, and spiritual mandates. Third, there is a methodological gap because the available studies are 

still largely descriptive or conceptual, with limitations in tracking levels of analysis, indicators, and design 

characteristics. Fourth, there is a multilevel gap because the relationships among micro factors, such 

as individual values, competencies, and character; meso factors, such as organizational culture and 

leadership; and macro factors, such as policy and governance, have not been adequately mapped. As 

a result, the core unanswered problem is how evidence on HRM and HRD in Islamic education can be 

systematically mapped to explain the relationships among values, competencies, character, institutional 

context, and educational outcomes at various levels of analysis. 

This article positions Tree HR as a heuristic framework developed by the authors for the purpose 

of conceptual mapping. Tree HR is not a final theoretical model, not a direct adaptation of one particular 

theory, and not an instrument for forcing the literature into predetermined categories. In this framework, 

Roots represents values and workplace spirituality; Trunk represents competencies and HRD practices; 

Personality/Character represents character and individual mechanisms related to variation in responses 

to HR practices; whereas Fruits/Leaves represents outcomes such as ethical work behavior, 

performance, service and learning quality, and student outcomes. Institutional context is treated as a 

condition that can strengthen, limit, or change the relationships among components because resources, 

governance, leadership, policy, and organizational culture are not neutral (Ghafar et al., 2025; Rana & 

Malik, 2017). 
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Tree HR is used because general HRM frameworks such as AMO, RBV, human capital theory, 

and person-organization fit tend to highlight certain aspects partially. AMO helps read ability, motivation, 

and opportunity; RBV emphasizes strategic organizational resources; human capital theory focuses on 

the value of individual competencies; whereas person-organization fit highlights the congruence 

between individual and organizational values. These frameworks remain relevant, but they have not 

fully integrated Islamic values, character formation, competency development, educational outcomes, 

and institutional context simultaneously. Therefore, Tree HR is used as an organizing heuristic to map 

evidence, connect findings across themes, and identify blind spots, including areas that cannot be 

adequately explained by Tree HR. 

The purpose of this study is to conduct a systematic scoping review based on PRISMA-ScR to 

map empirical and conceptual evidence regarding HRM and HRD in Islamic educational institutions and 

to develop a more coherent multilevel conceptual framework. The synthesis was conducted through 

thematic synthesis, then mapped to the components of Tree HR to identify evidence-dense areas, areas 

that remain limited, contradictions in findings, methodological characteristics of the studies, and aspects 

that are beyond the explanation of Tree HR. Thus, this article not only compiles good practices, but also 

emphasizes the traceability of relationships among constructs, clarity of levels of analysis, caution in 

reading associations, and sharpening of the research agenda. 

This study is guided by four research questions. First, what themes, theories, outcomes, 

methods, and contexts shape the research landscape of HRM and HRD in Islamic education? Second, 

what conceptual, theoretical, methodological, and multilevel gaps consistently emerge in the literature? 

Third, how can the findings of the systematic scoping review be mapped through Tree HR, including 

areas that cannot yet be adequately explained by this framework? Fourth, what research agenda can 

be developed for empirical testing and further conceptual development? 

The contributions of this study include three categories. First, the evidence-mapping contribution, 

namely providing a systematic map of the themes, theories, outcomes, methods, and contexts of 

research on HRM and HRD in Islamic education. Second, the conceptual contribution, namely 

positioning Tree HR as a multilevel heuristic framework that connects values, competencies, character, 

institutional context, and educational outcomes without neglecting its limitations. Third, the research 

agenda contribution, namely formulating directions for further research related to empirical design, 

construct measurement, comparison of institutional contexts, and testing of multilevel propositions. The 

structure of the article is arranged as follows: the Methods section explains the PRISMA-ScR protocol, 

search strategy, study selection, data extraction, examination of methodological characteristics, and 

synthesis approach; the Results and Discussion section presents the study profile, theoretical 

landscape, thematic findings, Tree HR mapping, main gaps, boundary conditions, and blind spots; and 

the Conclusion section summarizes the contributions, limitations, and agenda for further research. 

2. Methods 

This review used a systematic scoping review approach because the study aimed to map themes, 

theories, methods, outcomes, and research gaps in HRM and HRD within Islamic educational 

institutions, rather than to calculate homogeneous quantitative effect estimates. Reporting followed 

PRISMA-ScR, while transparency in the search strategy followed PRISMA-S principles. Tree HR was 

used as a lens for charting and synthesis, not as an inclusion criterion, so the review remained open to 

findings that did not fully fit the framework. 

 Review design, reporting standards, and protocol 

The review protocol was developed before the screening process and covered the 

research questions, data sources, search strategy, PCC-based eligibility criteria, selection 
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procedures, charting variables, thematic synthesis, multilevel mapping, and methodological 

appraisal. The protocol was finalized on March 3, 2026. The protocol was not registered on a public 

platform, but it is provided as an article appendix together with the search log, charting form, and 

codebook. Any changes during the review process were recorded in an audit trail, particularly 

adjustments to search strings, revisions to the codebook, and coding decisions for ambiguous 

articles. 

 Information sources and search strategy 

The search was conducted in Scopus, Web of Science, and ERIC for the period from 2010 

to 2025. Scopus and Web of Science were used to capture cross-disciplinary literature in 

management, education, and Islamic studies, while ERIC was used to strengthen the coverage of 

educational literature. Secondary searching was conducted through Google Scholar, Dimensions, 

DOAJ, and backward and forward citation chasing. All secondary search results that met the initial 

criteria were included in the total number of records before deduplication. 

Table 1. Search strategy 

Database Date Field Search string Filter Results 

Scopus March 

10, 

2025 

TITLE-

ABS-KEY 

(“Islamic education” OR “Islamic 

educational institution” OR madrasah 

OR madrasa OR pesantren OR kuttab 

OR”Islamic school” OR “Islamic 

boarding school” OR ”Islamic higher 

education” OR ”Islamic universit” OR 

PTKI) AND (“human resource 

management” OR HRM OR “human 

resource development” OR HRD OR 

“teacher professional development” 

OR “professional development” OR 

training OR recruitment OR selection 

OR “performance appraisal” OR 

“career development” OR “talent 

management” OR “human capital” OR 

competenc OR “digital competenc” 

OR TPACK) AND (Islamic OR religio 

OR spiritual* OR”Islamic work ethic” 

OR “work ethic” OR character OR 

personality OR “person organization 

fit” OR value* OR amanah OR 

integrity OR leadership) 

2010 to 2025; 

English and 

Indonesian; 

article, review, 

conference 

paper 

78 

Web of 

Science 

March 

11, 

2025 

TS (“Islamic education” OR “Islamic 

educational institution” OR madrasah 

OR madrasa OR pesantren OR kuttab 

OR”Islamic school” OR “Islamic 

boarding school” OR ”Islamic higher 

education” OR ”Islamic universit” OR 

PTKI) AND (“human resource 

management” OR HRM OR “human 

resource development” OR HRD OR 

“teacher professional development” 

OR “professional development” OR 

training OR recruitment OR selection 

OR “performance appraisal” OR 

2010 to 2025; 

English and 

Indonesian; 

article, review, 

proceedings 

paper 

32 
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“career development” OR “talent 

management” OR “human capital” OR 

competenc OR “digital competenc” 

OR TPACK) AND (Islamic OR religio 

OR spiritual* OR”Islamic work ethic” 

OR “work ethic” OR character OR 

personality OR “person organization 

fit” OR value* OR amanah OR 

integrity OR leadership) 

ERIC March 

12, 

2025 

Title, 

abstract, 

subject 

terms 

(“Islamic education” OR madrasah 

OR madrasa OR pesantren OR kuttab 

OR “Islamic school” OR “Islamic 

boarding school” OR “Islamic higher 

education”) AND (“human resource 

management” OR “human resource 

development” OR “teacher 

professional development” OR 

training OR “human capital” OR 

competence OR competency OR 

“digital competence” OR TPACK) 

AND (Islamic OR spiritual OR 

religiosity OR character OR 

personality OR “work ethic” OR 

leadership) 

2010 to 2025; 

peer reviewed 

where 

available; 

English and 

Indonesian 

18 

Secondary 

search 

March 

14 to 

17, 

2025 

Citation 

chasing 

and 

academic 

search 

Initial articles for backward and 

forward citation chasing: Branine and 

Pollard (2010), Abdul Ghani Azmi 

(2015), Habib Rana and Shaukat 

Malik (2016), Rana and Malik (2017), 

Mahmood et al. (2018), Ramly et al. 

(2024), and Ramly (2024) 

Topic 

relevance, full -

text availability, 

2010 to 2025 

23 

Total before 

deduplication 

    
151 

 PCC-based eligibility criteria 

Eligibility criteria were formulated using the PCC framework to avoid confirmation bias 

toward Tree HR. 

Table 2. Inclusion and exclusion criteria 

Component Inclusion Exclusion 

Population Educators, education personnel, leaders, managers, 

or human resource actors in Islamic educational 

institutions 

Employees of non-educational 

organizations without direct 

relevance to Islamic education 

Concept HRM, HRD, professional development, 

competencies, human capital, Islamic work values, 

workplace spirituality, character, leadership, work 

culture, performance, service quality, or HR-related 

educational outcomes 

Studies on curriculum, learning, or 

Islamic educational jurisprudence 

without a link to HR, HRM, or HRD 

Context Madrasahs, pesantren, kuttab, Islamic boarding 

schools, Islamic schools, integrated Islamic schools, 

Non-educational Islamic 

organizations, Islamic banking, 
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PTKI, Islamic higher education, or other Islamic 

educational institutions 

Islamic business, or da’wah 

institutions without an educational 

context 

Document 

type 

Empirical articles, conceptual articles, reviews, 

academic proceedings, or instrument development 

studies with analytical argumentation 

Editorials, popular opinions, news 

items, duplicates, unavailable full 

texts, or manuscripts with 

insufficient substantive information 

Period and 

language 

Publications from 2010 to 2025 in English or 

Indonesian 

Publications outside the year range 

or in languages that could not be 

analyzed by the team 

 Study selection and deduplication 

All records were exported in RIS or BibTeX format and then merged in Zotero and Rayyan. 

Deduplication was conducted based on DOI, title, author, year, and journal or proceedings name. 

When DOI was unavailable, manual checking was conducted based on similarities in title, first 

author, year, and outlet. 

Of the 151 identified records, 4 duplicates were removed, leaving 147 records for title and 

abstract screening. A total of 56 records were excluded because they did not meet the PCC criteria, 

were not situated in the context of Islamic education, did not discuss HRM or HRD, or did not 

contain substantively relevant information. The remaining 91 reports were then examined at the 

full-text stage, and all met the eligibility criteria for charting and synthesis.  

Screening was conducted independently by two reviewers (ATR and RSD). Differences in 

decisions were resolved through consensus discussion. If consensus could not be reached, the 

final decision involved a third reviewer (SL). Statistical inter-reviewer agreement was not 

calculated, and all disagreements were resolved through documented consensus. 

 Data charting and codebook 

Charting was conducted based on full texts, while titles, abstracts, and keywords were 

used only for initial screening and metadata verification. The charting form included publication 

year, outlet, country or region, type of institution, research design, method, unit of analysis, theory 

or conceptual framework, HRM or HRD construct, outcome, level of analysis, main findings, 

limitations, and relevance to Tree HR. 

The charting form was piloted on 10 articles representing variations in design and context. 

The pilot results were used to refine category definitions, add codes, and improve the codebook. 

A single article could receive more than one code if it discussed multiple constructs. Ambiguous 

articles were assigned provisional codes and then discussed through consensus. Tree HR was 

used after data extraction to organize findings, not to determine study eligibility. 
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 Operational definitions of levels of analysis 

Table 3. Operational definitions of levels of analysis 

Level Operational definition Example focus 

Micro Individual educators, education personnel, 

leaders, or training participants 

Work values, competencies, workplace 

spirituality, personality, well-being, 

commitment, individual performance 

Program Interventions, training, CPD, PPG, coaching, 

assessment, or professional development 

programs 

Teacher training, competency assessment, 

TPACK, continuous professional development 

Institutional Governance, organizational culture, 

leadership, career systems, HRM practices, 

and institutional service quality 

Recruitment, performance evaluation, 

pesantren culture, school leadership, 

institutional quality 

National Regulations, policies, education standards, 

accreditation, or governance systems at the 

national level 

Teacher policy, competency standards, PTKI 

regulations, education digitalization policy 

Global Cross-national trends affecting Islamic 

educational institutions 

Society 5.0, digital transformation, 

international reputation, global educational 

competition 

 Thematic synthesis and Tree HR mapping 

The synthesis was conducted in three stages. First, light descriptive quantitative analysis 

was used to summarize publication year, type of institution, country or region, research design, 

method, theory, outcome, and level of analysis. Second, thematic synthesis was conducted using 

a combined approach. Inductive coding was used to capture themes emerging from the studies, 

while deductive coding was used to examine the relationship between themes and Tree HR. The 

unit of analysis included constructs, findings, and main arguments in the articles, not merely the 

article as a single unit. 

Third, themes were mapped onto the Tree HR components, namely Roots, Trunk, 

Personality/Character, Fruits/Leaves, and institutional context. Themes that did not fit the Tree HR 

components were still recorded as blind spots. Contradictory findings were not removed; instead, 

they were compared based on institutional context, research design, level of analysis, and 

methodological quality. The analysis was conducted using Microsoft Excel through a structured 

manual spreadsheet. All code revisions, theme merging, and interpretive decisions were recorded 

in an audit trail. 

 Methodological appraisal and bias mitigation 

Methodological appraisal was conducted to characterize the strength of evidence, not to 

exclude studies that had met the inclusion criteria. Qualitative, quantitative, and mixed methods 

empirical studies were assessed using the Mixed Methods Appraisal Tool (MMAT). Review and 

conceptual articles were examined based on clarity of purpose, transparency of methods or data 

sources, coherence of argumentation, and relevance to the research questions. 

The appraisal results were categorized as high, moderate, and low. A high category was 

assigned when a study met 80 to 100 percent of the criteria, moderate when it met 50 to 79 percent, 

and low when it met less than 50 percent. The appraisal results were used as interpretive weights 

in the synthesis and discussion. High-quality studies were treated as stronger support, moderate-
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quality studies as indicative evidence, and low-quality studies primarily as material for thematic 

mapping and gap identification. 

Bias mitigation was conducted through four steps. First, inclusion criteria were formulated 

based on PCC. Second, screening, charting, and coding used a documented codebook. Third, 

ambiguous articles were discussed through consensus and recorded in the audit trail. Fourth, Tree 

HR was used as an open organizing heuristic, so the synthesis did not merely seek alignment with 

the framework but also identified areas that were unexplained, contradictory, or in need of further 

theoretical development. 

 
Figure 1. PRISMA-ScR flow diagram 

3. Results and Discussion 

A total of 91 studies were included from 147 screened records (151 records identified; 4 

duplicates removed), covering publications from 2010 to 2025. Overall, the literature describes a chain 

of human resource management in Islamic educational institutions that moves from value foundations 

and workplace spirituality (Roots), competency strengthening and development programs (Trunk), the 

role of character/personality and individual-institutional value fit (Personality), to outcomes in the form 

of work behavior, performance, and educational service quality (Fruits/Leaves). 
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 Descriptive profile of included studies 

Publications discussing HRM and HRD in Islamic educational institutions increased 

sharply from 2023 to 2025 and reached their peak in 2025, after the relatively sporadic period from 

2010 to 2020 (Aziz & Marlina, 2025; Haidar et al., 2023; Pamungkas et al., 2025; Ritonga, 2025; 

Umami & Yasin, 2025). 

Table 4. Distribution of included studies by publication year 

Characteristic Category n % 

Publication year 2010 to 2014 2 2.2 

 
2015 to 2018 3 3.3 

 
2019 to 2020 4 4.4 

 
2021 to 2022 12 13.2 

 
2023 15 16.5 

 
2024 17 18.7 

 
2025 38 41.8 

Many studies referred to the context broadly as Islamic educational institutions without 

consistently specifying the institutional level or type. Among studies that explicitly stated their 

context, pesantren and Islamic schools appeared more frequently than madrasahs and PTKI (Fitria 

et al., 2025; Handayani et al., 2025; Munandar et al., 2025; Nurmadiah et al., 2025; Sazlila et al., 

2025). 

Table 5. Distribution of included studies by type of Islamic educational institution 

Type of institution (based on title/abstract/keyword marking) n % 

Cross-context/general Islamic educational institutions 35 38.5 

Pesantren/Kuttab/Boarding institutions 20 22.0 

Islamic schools/MI-MTs-MA 17 18.7 

PTKI/Islamic higher education 12 13.2 

Madrasahs 7 7.7 

The methodological pattern shows a dominance of qualitative case studies and interviews, 

followed by quantitative surveys, including SEM in some studies. Reviews/SLRs and instrument 

development and validation studies have emerged as developing research pathways, but their 

proportion is still limited (Dwiyanti et al., 2025; Masuwai et al., 2024; Sulistyowati & Adira, 2025; 

Suryani et al., 2023; Zaqiah et al., 2024). Several articles did not explicitly report their design in 

the metadata. 

Table 6. Distribution of included studies by methodological approach 

Method (based on title/abstract/keyword marking) n % 

Unclear (not explicitly reported) 40 44.0 

Qualitative (case study/interview) 19 20.9 

Quantitative (survey/SEM) 11 12.1 
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Instrument development/validation 7 7.7 

Review/SLR 7 7.7 

Mixed methods 5 5.5 

Delphi/Expert consensus 2 2.2 

Geographic information was not always stated in the metadata. When it was mentioned, 

the Indonesian context appeared most prominently, followed by several South Asian and Middle 

Eastern contexts. However, the proportion of studies that did not mention a country or region was 

still large, so this distribution should be read as an indication rather than a definitive picture of the 

population. 

 Theoretical landscape 

Many studies discussed HRM/HRD practices in Islamic education in a normative-

descriptive manner, such as strategies, programs, quality management, and professional 

development, without explicitly stating a specific organizational or HR theory. As a result, the 

argument often stopped at a list of practices and managerial recommendations (A.M & Sesmiarni, 

2025; Yazid, 2023; Yusuf et al., 2024). By contrast, some studies connected their findings to more 

theoretical constructs, particularly in the following three landscapes. 

First, the literature positions Islamic work ethics, spiritual leadership, and workplace 

religiosity as value foundations that guide HR processes, either as ethical frameworks or as 

predictors of work attitudes and behaviors (Abdul Ghani Azmi, 2015; Fesharaki & Sehhat, 2018; 

Ikhwan et al., 2025; Umami & Yasin, 2025). Second, the literature revolves around human capital 

and HRD logics that emphasize the development of pedagogical-professional competencies, 

continuous training, and improvements in competency assessment, including the increasingly 

prominent measurement of digital competencies (Masuwai et al., 2024; Otaya et al., 2025; 

Sulistyowati & Adira, 2025; Zaqiah et al., 2024). Third, some studies highlight character, role 

modeling, and individual-institutional value fit as mechanisms that bridge values and performance, 

although their operationalization remains inconsistent and is rarely tested using rigorous models 

(Ghafar et al., 2025; Ozkan-Canbolat et al., 2025; Rana & Malik, 2017). 

Classical organizational frameworks commonly used in general HRM, such as the 

Resource-Based View (RBV) or AMO (Ability-Motivation-Opportunity), appear relatively rarely in 

the metadata or discussion. This makes the literature weak in explaining causal mechanisms and 

boundary conditions (Branine & Pollard, 2010; Habib Rana & Shaukat Malik, 2016). This gap is 

most visible when studies claim that values improve quality without specifying the pathways of 

influence through HR practices, competencies, or contextual conditions of the institution (Umami 

& Yasin, 2025; Yazid, 2023). 

In this context, Tree HR can be positioned as an organizing framework that is closer to 

educational needs because it maps human resource development through value and spirituality 

foundations, competency strengthening, character or personality, and behavioral and performance 

outcomes. The early formulation of Tree HR in the higher education context shows that roots 

represent spirituality and values, the trunk represents competencies and personality, while fruits 

or leaves represent behavior and performance contribution (Ramly et al., 2024). Further 

development in the context of academic talent development also emphasizes the importance of 

success commitment, educational values, spirituality, lecturer professionalism, knowledge sharing, 

and social responsibility as key elements in academic human resource development (Ramly, 

2024). 
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 Thematic findings 

The findings show four major clusters that consistently appeared and can be positioned 

within the Tree HR components. Several studies discussed more than one component, especially 

when values-spirituality, competencies, and performance outcomes were discussed within a single 

argumentative chain. 

This mapping is consistent with the previous conceptualization of Tree HR, but this article 

expands its scope from the general higher education context to more diverse Islamic educational 

institutions, including madrasahs, pesantren or kuttab, Islamic schools, and PTKI (Ramly, 2024; 

Ramly et al., 2024). 

Table 7. Distribution of dominant themes across Tree HR components 

Tree HR component Dominant thematic focus Number of 

studies 

mentioning 

the theme 

Interpretive note 

Roots Islamic work values, spiritual 

leadership, workplace 

religiosity, integrity/amanah, 

prophetic/maqasid values, 

ESQ/spiritual intelligence 

44 Roots were often used as 

normative foundations and 

predictor variables, but indicator 

operationalization was not 

consistent across papers. 

Trunk Pedagogical-professional 

competencies, HRD/training, 

career development, digital 

literacy/TPACK, curriculum and 

assessment design 

62 Trunk tended to be treated as 

both a program 

(training/PPG/CPD) and a 

capability (competence), but 

impact measurement was often 

based on self-report. 

Personality/Character Character education, role 

modeling, traits/personality 

(including Big Five references in 

some studies), person-

organization fit, 

motivation/resilience, well-being 

34 This theme was relatively rarely 

positioned as an HR construct 

that can be diagnosed with 

validated instruments; it more 

often appeared as a narrative of 

character and role modeling. 

Fruits/Leaves Performance (in-role), service 

quality/institutional 

effectiveness, learning quality, 

student outcomes, work climate 

and culture 

61 Outcomes often referred to broad 

quality/effectiveness and learning 

outcomes; narrower performance 

indicators, such as measurable 

KPIs, were less common. 

Substantively, the Roots component most often appeared as a normative foundation and 

predictor linking Islamic work ethics, spiritual leadership, workplace religiosity, and the 

internalization of prophetic values, such as amanah, integrity, and worship-oriented work, with 

educators’ work behavior and institutional climate (Abdul Ghani Azmi, 2015; Fesharaki & Sehhat, 

2018; Ikhwan et al., 2025; Umami & Yasin, 2025). In the Trunk component, the literature was more 

operational because it discussed HRD and competency development through continuous training, 

professional development programs, and strengthening of pedagogical-professional and digital 

competencies, including assessment practices such as TPACK, self-assessment, and program 

evaluation (Masuwai et al., 2024; Otaya et al., 2025; Sulistyowati & Adira, 2025; Zaqiah et al., 

2024). Meanwhile, the Personality/Character component usually appeared as a narrative of 

teacher character and role modeling, character education, and person-organization fit. Some 
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studies began to address traits and personality models, but these have not become mainstream 

and were rarely positioned as genuinely measurable HR constructs for diagnosis (Ghafar et al., 

2025; Harun & Usman, 2022; Ozkan-Canbolat et al., 2025; Rana & Malik, 2017; Zulfikar et al., 

2023). In the Fruits/Leaves component, the most dominant outcomes were institutional quality and 

effectiveness, service quality, learning quality, and work behavior indicators such as OCB and in-

role performance, but many studies still used broad outcome measures, making cross-study 

comparison limited (Aziz & Marlina, 2025; Dwiyanti et al., 2025; Handayani et al., 2025; Suryani et 

al., 2023). 

The following subtheme grouping summarizes the most stable clustering in the included 

literature and presents representative references for each subcluster. 

Table 8. Subtheme clusters, indicators, representative studies, and dominant outcomes 

Cluster (Tree HR) Subcluster 

(focus) 

Example 

indicators/constructs 

Representative 

studies 

Dominant 

outcomes 

Roots Islamic work 

ethics and 

ethical values 

Islamic work ethics, 

amanah, organizational 

justice 

(Abdul Ghani 

Azmi, 2015; 

Fesharaki & 

Sehhat, 2018; 

Umami & Yasin, 

2025) 

commitment, 

satisfaction, 

performance 

Roots Spiritual 

leadership and 

prophetic 

values 

prophetic values, ESQ, 

spiritual leadership 

(Azzuhri et al., 

2024; Ikhwan et 

al., 2025; Yulius, 

2022) 

work culture, 

performance 

Trunk HRD and 

professional 

development 

CPD, PPG, coaching, 

training 

(Musgamy & 

Lubis, 2023; 

Tambak et al., 

2025; Zaqiah et 

al., 2024) 

competence, 

learning quality 

Trunk Pedagogical-

professional 

competence 

and 

assessment 

pedagogical 

competence, 

professional 

competence, HOTS 

assessment 

(Manik et al., 

2023; Otaya et al., 

2025) 

learning quality 

Trunk Digital 

competence 

and 

technology 

integration 

TPACK, online learning 

readiness, digital literacy 

(Anwar et al., 

2025; Masuwai et 

al., 2024; 

Sulistyowati & 

Adira, 2025) 

change 

readiness, 

satisfaction 

Personality/Character Character 

education and 

role modeling 

role modeling, adab, 

character programs 

(Harun & Usman, 

2022; Huda et al., 

2024; Zulfikar et 

al., 2023) 

student 

character 

formation 

Personality/Character Value fit and 

personality 

traits 

person-organization fit, 

Big Five 

(Ghafar et al., 

2025; Ozkan-

Canbolat et al., 

2025; Rana & 

Malik, 2017) 

retention, 

commitment 
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Personality/Character Well-being, 

motivation, 

and resilience 

spiritual well-being, 

career commitment 

(Dwiyanti et al., 

2025; Munandar 

et al., 2025) 

performance, 

loyalty 

Fruits/Leaves Performance 

and work 

behavior 

in-role performance, 

OCB, deviance 

(Pariyanti et al., 

2022; Suryani et 

al., 2023) 

OCB, 

performance 

Fruits/Leaves Institutional 

quality and 

effectiveness 

quality, effectiveness, 

competitiveness 

(Aziz & Marlina, 

2025; Julhadi & 

Ritonga, 2023; 

Pamungkas et al., 

2025) 

effectiveness, 

competitiveness 

 Evidence map to Tree HR 

The relationships among themes, Tree HR components, outcomes, institutional contexts, 

and methodological approaches repeatedly appeared in the literature. Therefore, the general 

pattern of relationships among components can be summarized aggregatively in the following 

table. 

Table 9. Evidence map of Tree HR components, outcomes, contexts, and methodological patterns 

Theme (brief) Tree HR 

component 

Most frequently 

mentioned outcomes 

Dominant 

institutional 

context 

Dominant 

design/method 

Islamic work values, 

spiritual leadership, 

prophetic/maqasid 

values 

Roots Work climate/culture, 

service quality, 

commitment/loyalty, 

well-being 

Cross-

context/general; 

pesantren; 

Islamic schools 

Qualitative case 

studies; 

correlational 

surveys 

Professional 

development, training, 

pedagogical-

professional 

competence, 

TPACK/digital 

competence 

Trunk Learning quality, 

competency 

improvement (self-

report), change 

readiness 

Islamic schools; 

PTKI; cross-

context/general 

Survey/SEM; 

instrument 

development; 

program studies 

Character, role 

modeling, organizational 

fit, specific traits 

Personality Ethical work behavior, 

student character 

formation, 

retention/commitment 

Pesantren; 

Islamic schools; 

PTKI 

Qualitative; 

limited mixed 

methods 

Institutional 

effectiveness, quality, 

student outcomes, 

reputation 

Fruits/Leaves School/institutional 

effectiveness, service 

quality, learning 

outcomes 

Cross-

context/general; 

Islamic schools; 

pesantren 

Qualitative; 

quantitative 

surveys 

The greatest evidence density appeared in Trunk, particularly studies on competencies 

and development programs, and in Fruits/Leaves, which emphasized service quality and learning 

outcomes (Aziz & Marlina, 2025; Sulistyowati & Adira, 2025; Zaqiah et al., 2024). Conversely, 

evidence remained thinner in Personality when treated as a truly measurable diagnostic construct, 

and in multilevel causal testing that simultaneously assessed the Roots-Trunk-Personality-Fruits 

chain (Ghafar et al., 2025; Habib Rana & Shaukat Malik, 2016; Ozkan-Canbolat et al., 2025). 
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 Gaps and contradictions 

Methodologically, the literature was still dominated by case studies and correlational 

surveys, making causal claims difficult to establish, while longitudinal, experimental, or quasi-

experimental designs were relatively rare (Dwiyanti et al., 2025; Haidar et al., 2023; Ritonga, 2025; 

Umami & Yasin, 2025). Another recurring limitation was inconsistent methodological reporting; 

many studies did not explicitly state their design and analytical procedures in the metadata, making 

uniform evidence quality assessment difficult. 

At the level of analysis, research attention was concentrated on the micro level, such as 

teachers or lecturers, and the program level, such as training, mentoring, and professional 

development. Institutional and policy levels, including governance, career systems, regulation, and 

incentives, were discussed less analytically and more often normatively (A.M & Sesmiarni, 2025; 

Pamungkas et al., 2025; Yazid, 2023). Therefore, multilevel studies examining how institutional 

contexts strengthen or weaken the relationship among values, competencies, and performance 

have not yet become mainstream. 

In terms of instruments and construct operationalization, the two most prominent problems 

were the inconsistency of indicators for Roots and Personality/Character constructs and the limited 

evidence of validity across contexts, including the lack of invariance testing across institutional 

types (Abdul Ghani Azmi, 2015; Fesharaki & Sehhat, 2018; Masuwai et al., 2024). In addition, 

Fruits/Leaves measures often used broad outcome indicators such as quality or effectiveness, 

making cross-study comparison dependent on narrative interpretation rather than genuinely 

equivalent indicators. 

Variations and contradictions most often appeared when values/spirituality were treated 

as core variables in some studies but only as institutional background without mechanism testing 

in others (Umami & Yasin, 2025; Yazid, 2023; Yusuf et al., 2024). Contradictions were also visible 

in the theme of digital competence and change adaptation: some studies emphasized resource 

constraints and capacity disparities, while studies in more modern institutions presented more 

optimistic readiness (Anwar et al., 2025; Julhadi & Ritonga, 2023; Mutamimah & Maunah, 2024; 

Pamungkas et al., 2025). These variations are difficult to interpret decisively because of indicator 

heterogeneity, differences in institutional contexts, and the dominance of non-causal designs in 

most studies. 

The synthesis shows a relatively consistent pattern in research on human resources in 

Islamic educational institutions: value foundations and workplace spirituality as ethical orientations 

(Roots), competency strengthening and development programs as capabilities (Trunk), the role of 

character, well-being, and individual-institutional value fit as mechanisms of variation 

(Personality/Character), and outcomes in the form of work behavior, performance, and educational 

service quality (Fruits/Leaves). The most stable evidence appears in the relationship of Islamic 

work values and spiritual leadership with commitment and job satisfaction, although the strength 

of evidence still depends heavily on non-causal designs (Abdul Ghani Azmi, 2015; Fesharaki & 

Sehhat, 2018; Umami & Yasin, 2025). At the same time, the pathway of competency development 

through HRD and competency assessment appears dominant, especially in issues of 

professionalism enhancement and digital competency adaptation (Masuwai et al., 2024; 

Sulistyowati & Adira, 2025; Zaqiah et al., 2024). Outcome themes most often revolve around 

service quality and institutional effectiveness, but they are frequently too broad to allow strict cross-

study comparison (Aziz & Marlina, 2025; Handayani et al., 2025). 

The findings also reveal an imbalance in the theoretical landscape. Many studies still stop 

at descriptions of practices and managerial recommendations without organizational HRM theory 

that explicitly explains ability, motivation, or opportunity mechanisms (Habib Rana & Shaukat 
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Malik, 2016; Yazid, 2023; Yusuf et al., 2024). When theory is absent, claims that values improve 

quality tend to become narrative generalizations because pathways of influence through HR 

practices, competencies, and organizational culture are not clearly distinguished (Branine & 

Pollard, 2010; Umami & Yasin, 2025). Studies that test intervening constructs such as career 

commitment provide better mechanistic explanations, although they remain predominantly 

correlational (Dwiyanti et al., 2025). Consequently, the most urgent need is to formulate a chain of 

constructs that can be tested and standardized. 

Through the lens of Tree HR, the literature is already rich enough to support the 

architecture of roots, trunk, personality or character, and fruits or leaves. This is consistent with the 

earlier Tree HR model, which positions values and spirituality as foundations, competencies as 

core capacities, and behavior and performance as outcomes of human resource development 

(Ramly et al., 2024). In the context of academic talent development, this model also emphasizes 

that human resource development cannot stop at individual competence but must extend to 

knowledge sharing, professionalism, social responsibility, and organizational transformation 

(Ramly, 2024). However, in the Islamic education literature, these relationships are still often 

disconnected at two critical points. 

The most recurring boundary conditions are related to research design and institutional 

context. The dominance of case studies and correlational surveys makes the direction of influence 

difficult to establish, while longitudinal or quasi-experimental designs remain rare, so changes over 

time are hardly observed (Haidar et al., 2023; Ritonga, 2025). Variation in findings also tends to 

increase on issues of digital competence and transformation because resource disparities and 

managerial capacity make institutional readiness sharply different (Mutamimah & Maunah, 2024; 

Pamungkas et al., 2025). In addition, measurement weaknesses appear in Roots and especially 

Personality/Character because indicators are not standardized and are rarely tested across 

contexts, including limited invariance testing (Masuwai et al., 2024). In Fruits/Leaves, indicators 

such as quality or effectiveness are often too general, so evidence for the values-competence-

performance chain becomes fragile when measures are not equivalent across papers. 

The operational adaptation of Tree HR appears to differ across institutional types and 

cannot be treated uniformly. In more formal madrasahs, Roots can be more easily anchored 

through standards of work behavior, service SOPs, and assessment systems that combine 

integrity and professionalism. In pesantren or kuttab, Roots are usually already strong because of 

tarbiyah culture and leadership, but challenges often arise in strengthening the Trunk in ways 

compatible with modern pedagogical demands and digital competencies (Munandar et al., 2025; 

Pamungkas et al., 2025). In integrated Islamic schools, the pressure on Fruits/Leaves is often high 

because of quality and reputational competition, so selection and evaluation practices tend to be 

stricter. However, the risk of instrumentalizing values increases if fit and data management ethics 

are not maintained (Aziz & Marlina, 2025; Febriyenti & Jamilus, 2023). In PTKI, outcomes shift 

toward tridharma performance, creating greater opportunities for multilevel testing but requiring 

more disciplined indicators and measurement designs (Pariyanti et al., 2022). 

Compared with general iHRM reviews, Islamic education literature gives stronger 

emphasis to the need to connect values with educator development and educational outcomes, 

not merely the dialectic between Islamic management principles and modern HR practices 

(Branine & Pollard, 2010; Habib Rana & Shaukat Malik, 2016). Thematic reviews of spiritual 

intelligence strengthen the significance of spirituality, but they have not mapped the values-

competence-performance relationship specifically in Islamic educational institutions and have not 

positioned it within a multilevel architecture (Mahmood et al., 2018). SLRs on teacher competence 

in the digital era show maturity in Trunk, but the systematic connection to Roots and 
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Personality/Character remains limited (Sulistyowati & Adira, 2025; Tambak et al., 2025). Therefore, 

the most needed conceptual contribution is an integrative model that positions Roots as a 

regulative foundation, Trunk as capability, Personality/Character as a mechanism of variation, and 

institutional context as a strengthening or weakening condition in the pathway toward 

Fruits/Leaves. 

Theoretical refinement requires locking the definitions and indicators for each component, 

especially distinguishing personal norms, institutional HR practices, and organizational culture 

within Roots, while strengthening validity evidence for Trunk and Personality/Character (Fesharaki 

& Sehhat, 2018; Masuwai et al., 2024). For Personality/Character, the main need is ethical and 

contextual measurement so that it can be tested as mediation or moderation without becoming a 

labeling tool, but rather as a diagnostic tool for development (Ozkan-Canbolat et al., 2025; Rana 

& Malik, 2017). The development of a personality-based digital application using the Tree HR 

Framework shows one potential direction for operationalization because basic values, core 

competencies, and practical skills can be translated into assessment, reflection, and educational 

HRD recommendation features (Ramly et al., 2026). However, because that study falls outside the 

main publication range of this review, its position is more appropriately read as a direction for 

further development rather than as part of the evidence included in the 2010 to 2025 map. On the 

outcome side, Fruits/Leaves indicators need to be narrowed and standardized so that cross-study 

comparison does not rely solely on narrative interpretation. Consistency in indicator formulation is 

a prerequisite for the multilevel framework to become more than an illustration and to be translated 

into propositions that can genuinely be tested. 

 
Figure 2. Multilevel Tree HR Framework for HRM in Islamic Education. 

4. Conclusion 

This review concludes that HRM and HRD research in Islamic educational institutions has 

developed, but remains fragmented in the discussion of values, competencies, character, institutional 

context, and educational outcomes. Through a systematic scoping review of 91 studies from the period 

2010 to 2025, this article maps this landscape through Tree HR as a multilevel heuristic framework. 

The mapping shows that Roots represents values, workplace spirituality, integrity, trustworthiness, and 

spiritual leadership; Trunk represents competencies, HRD, training, and professional readiness; 

Personality/Character represents character, well-being, motivation, and the fit between individual 
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values and the institution; whereas Fruits/Leaves represents work behavior, performance, service 

quality, learning quality, and educational outcomes. 

The four research questions have been answered at the level of evidence mapping and 

conceptual synthesis, not causal proof. The findings show that the literature is most strongly 

concentrated on competency development, HRD programs, service quality, and institutional 

effectiveness, while evidence remains limited on the measurement of Personality/Character, testing of 

multilevel relationships, instrument validity across contexts, and mechanisms that explain the 

relationship between Islamic values and performance and educational quality (Abdul Ghani Azmi, 2015; 

Fesharaki & Sehhat, 2018; Masuwai et al., 2024; Sulistyowati & Adira, 2025; Umami & Yasin, 2025; 

Zaqiah et al., 2024). Thus, Tree HR is useful as an organizing framework for reading the 

interconnections among values, competencies, character, institutional context, and educational 

outcomes more systematically. 

Practically, Tree HR can be used by madrasahs, pesantren or kuttab, integrated Islamic schools, 

and PTKI as a tool for reflection and diagnosis of human resource management. This framework helps 

institutions assess the balance among recruitment, training, performance assessment, career 

development, work culture development, value foundations, competency strengthening, character 

formation, and measurement of educational outcomes. At the policy level, Tree HR can serve as an 

initial basis for formulating indicators of Islamic education human resource development that are more 

integrated and sensitive to variations in institutional contexts. 

This study has limitations because it is a scoping review, so it is not intended to calculate effect 

sizes or test causal relationships. The scope of the studies is limited by the publication period, language, 

databases, and availability of methodological information in the reviewed articles. The heterogeneity of 

indicators, research designs, types of institutions, and outcomes also limits strict cross-study 

comparison. 

Further research needs to move from conceptual mapping toward stronger empirical testing 

through the development of valid and ethical instruments, invariance testing across types of institutions, 

longitudinal designs, mixed methods, quasi-experiments, and multilevel analysis. With such 

strengthening, Tree HR has the potential to be developed from a heuristic framework into a more tested 

conceptual model to explain and improve Islamic education human resource development in the context 

of institutional change, digitalization, and demands for educational quality. 
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