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The Industrial Revolution caused significant moral problems able to be qualified
as economic conditions and above all the labor exploitation that emerged as a result (Heaton, 1985, pp. 336–337; Tolstoy, 1995, p. 33). This process continued to
evolve in the periods that followed under the influence of capitalist thinking. To
resolve such issues, a number of organizations have been realized, in particular the
International Labour Organization, for the purpose of resolving such issues. These
structures have played an important role in shaping labor legislation and incorporating moral elements into laws.
In the 1950s, the concept of social responsibility came to the agenda and paved
the way for significant developments. These days, the topic of social responsibility
is recognized together with business ethics and has been stated to have moral and
voluntary responsibilities toward all stakeholders alongside business enterprises’
economic and legal responsibilities (Carroll, 1979, pp. 35–36); its main purpose
shouldn’t be making profit but being a means for achieving goals (Handy, 2005,
pp. 72–78; McHugh, 1992, pp. 16–17). Yet the prepared moral declarations and
social responsibility projects that have been realized unfortunately have not been
seen in harmony with general goals but to have been used for purposes related to
marketing/advertising (Arnold, 2011, p. 16; Hamel & Breen, 2007, p. 22; Porter &
Kramer, 2005, p. 37).
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Studies evaluating human resources management (HRM) are understood to
be limited in number, especially with respect to Islamic ethics, and more comprehensive studies to be needed in this field. The main purpose of this study is to provide contributions to studies in this field and to prepare the groundwork for new
studies. The issue evaluated in this study is how human resources can be managed
in an integrated manner with moral values. The location of moral values is examined over the effectiveness of HRM by discussing HRM using the process management approach (Eyüboğlu, 2012, pp. 25–32); recommended solutions have been
presented by assessing the moral issues experienced related to HRM, as well as its
sub-processes and causes. This study also takes Islamic ethical principles related
to this issue into consideration with the general acceptance that the main source/
dominant factor of moral values is religion/beliefs and that religion and morals
have a complementary relationship (Alorfi, 2012, p. 86; Armstrong & Taylor, 2014,
p. 103; Durkheim, 1986, p. 12; Emerson & McKinney, 2010, p. 3; Rafii, 1986, pp.
90–91; Topçu, 2017, p. 35; Ülgener, 2016, p. 10; Ünsür, 2018, pp. 85–87) due to the
universal quality they possess (Qur’an, 3:19).

Morality and The Concept of HRM
What are Morals?
Ahlak (Turkish for morals) is the plural of the Arabic word hulk/halk, which means
temperament, nature, disposition, or character (Çağrıcı, 1989, p. 1). The words
ethics and morality, which mean manners, customs, and accepted practices, also
are generally used with similar meanings (Armstrong & Taylor, 2014, p. 96; Gert,
1988, p. 6). Morality is the set of values that defines good and bad and separates
one from the other (Bikun, 2004, p. 12; DeCenzo, Robbins, & Verhulst 2017, p. 19;
Kandemir, 1979, pp. 28–29; Paliwal, 2006, p. 3). Its purpose is to protect people,
families, organizations, and society from evil and to increase their well-being. The
morals of a group/community are accepted and adopted by them and form principles (Feldman, 2013, p. 22).
Moral values are based on beliefs, give direction to attitudes and behaviors, and
designate objects as good or bad. The set of values forms the gains and prohibitions
that guide daily life and help detect and interpret objects through what is happening in the environment (Boyatzis, 2005, p. 24). Islamic moral scientists possess
similar thoughts (Akseki, 2016, p. 26; Gazali, 2000, p. 120; Kınalızade, 2012, p. 93;
Topçu, 2017, p. 35; Ülgener, 2016, pp. 8–10).
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The basis of Islamic morality is formed from the Book (Qur’an) and Sunnah
(the words, actions, and behaviors of the Prophet Mohammed, SAWS; Qur’an, 68:4,
59:7). The relationship between faith and morality is strong in Islam (Sunan Abi
Dawud, Hadith 14). Faith requires worship (obeying Allah’s commands and avoiding His prohibitions), and worship and procedure reveal moral maturity (Qur’an,
29:45). The path of one who possesses a virtuous personality is based on how one
internalizes moral values and principles and the determination with which they
apply them. In this way, one determines one’s behaviors, which also reflects one’s
feelings (Musnad Ahmad ibn Hanbal, Vol. 5, p. 251).
Having people or organizational behaviors be brought to a state of harmony
with moral standards is called moral behavior. Moral behavior refers to making the
necessary effort as much as possible to perform and assist in goodness, prevent the
spread of evil, and spread goodness, in addition to possessing the necessary knowledge and equipment about good and bad, having a personality purified as much
as possible from evil and adorned with goodness, and abstaining from and avoiding evil (Donaldson, 2005, p. 119; Yaran, 2015, pp. 73–80). Moral behavior is the
good-intentioned conscious behaviors of one who possesses reason and will power (Kaymakcan & Meydan, 2014, p. 21; Pazarlı, 1972, pp. 43–45). Moral behavior
requires being measured and remaining moderate (Keşf-ül Hafa, Vol. 1, no. 391).
Moral behaviors are influenced by one’s level of development and the conditions,
demographic qualities, economic status, and moral/cultural values one has. Moral
behaviors are also congruent with success and gain (İçke & İçke, 2011, p. 166).
What is Human Resources Management (HRM)?
HRM is the activities effectively carried out in accordance with the laws and moral
values within the scope of realizing organizations’ strategic objectives and meeting the expectations/needs of individual employees through the instigation and
administration of human resources in compliance with the environment (Mondy,
2017, p. 4; Sadullah, 2013, p. 3; Stone, 2005, p. 4). HRM also includes all the necessary elements for acquiring, developing, providing motivation to, and retaining
a high-performance workforce (Barutçugil, 2004, p. 32). In organizations, humans
carry a distinct value and meaning beyond being a production factor (Qur’an,
17:70). While Western culture is based on organization in management, Islam
brings people to the fore (Wright, 1994, p. 147). Performed research has shown
the majority of moral issues experienced in the workplace to be caused by unethical
management approaches (Andrews, 2005, p. 71; Hamel & Breen, 2007, p. 22). A
management style based on moral values creates loyalty, belief, trust, enthusiasm,
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happiness, and excitement in organizations. Therefore managers should be chosen
from among individuals possessing moral character (Andrews, 2005, p. 73; Eren,
2010, p. 84; Fukuyama, 1998, pp. 45–50; Kandemir, 1979, p. 28–29). One accepted
reality is that moral-behavior models and the set of values that support the management process exist behind the experience, success, and performance of organizations (Ştefanescu & Doval, 2010, pp. 36–38).
The idea of human resource management is based on two principles: first is
observing business objectives and ensuring the effectiveness and efficiency of human resources for this purpose, and second is employees’ material and spiritual expectations and fulfillment (Al-Mustadrak, Vol. 1, no. 212; Sabuncuoğlu, 2011, pp.
2–3). One can mention HRM’s effectiveness when these are balanced. This requires
appropriate plans and approaches (Dransfield, 2000, p. 3).
The most important driving force in achieving organizational goals is the values they possess. Organizational ethics is a concept that expresses the behaviors
appropriate to moral rules at workplaces and in business relations (Bikun, 2004,
pp. 13–20; Erdoğmuş, 2018, p. 141). Organizational ethics necessitates an understanding that can provide responsibility and accountability, trust-based relationships, participatory management approaches and consultation, strong communication, and industrial relations (Sadeq, 2018, pp. 51–53) and are of the utmost
importance for HRM (DeCenzo et al., 2017, p. 20). Organizations that possess
organizational ethics are highly respected by employees and other stakeholders.
Organizational ethics should also be seen as the preparer of organizational
commitment (Hunt & Morgan, 1994, pp. 1568–1572). Organizational commitment is one of the most important factors in employees adopting the organization’s aims and in determining employees’ participation and willingness to remain
in the organization (Durna & Eren, 2005, p. 210).

The Moral Dimension of HRM
The HRM-Morality Relationship
The set of principles performed at workplaces that determine the boundaries of relationships and activities is defined as business ethics (Hitt & Collins, 2007, p. 354).
An important section of business ethics is HRM morality. Morality is the most important factor differentiating managers/employees from others (Araz et al., 1994, p.
132). Its purpose is human competence and happiness (Gafarov, 2011, p. 55). HRM
is also known to have similar objectives. Adhering to moral principles in managing re135
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lated processes and in creating policies and a climate/environment in harmony with
this is important to healthily reach HR targets and expectations (Başaran, 1992, p.
160). These types of approaches make the workplace attractive from the perspective
of all stakeholders, particularly employees. Important duties fall to employers and
HR professionals/managers regarding this issue (Armstrong, 2009, pp. 101–102).
Values are the most important input of executive decisions. Performed research
has revealed a strong relationship to exist between work results and moral values (Baltaş, 2009, p. 100; Zaim, 2013, pp. 193–194). In businesses that behave in harmony
with moral values and that incentivize and encourage employees in this direction, the
sense of responsibility is seen to increase, communications are seen to gain strength,
the protective force against risks is seen to increase, productivity is seen to increase,
and a competitive advantage is seen acquired (Barutçugil, 2004, pp. 223–224). According to some authors, adherence to moral values is necessary for competitive advantage,
but this condition is not enough (Hitt & Collins, 2007, pp. 355–356).
Adhering to moral principles in administering HRM processes plays a significant
role in the effectiveness of decision-making processes, strengthening relations, increasing motivation, and reducing transaction costs (Demir, 2002, pp. 3–7). A strong
relationship is seen to exist between moral rules and economic results (Hazlitt, 2002,
p. 15; Mannan, 1989, p. 52), and most of the experienced problems are seen to source
from workplace practices, executive approaches, and under-defined relationships
(Andrews, 2005, p. 71; Turkısh Entrepreneurship and Business Ethics Association
[İGİAD], 2018, pp. 75–87; Vitell & Festervand, 1987, p. 14). Therefore, the need exists for a management system established over moral values that will not allow arbitrary practices. One general conviction exists on the issue of moral problems being
in fact a management issue. Therefore, managers should be ethical and behave with
empathy (Goleman, 2006, pp. 148–149; McHugh, 1992, pp. 11–12); an environment
and policies in harmony with this should be created, implemented, and undertaken
with confidence (Andrews, 2005, p. 71). The arbitration of morality is always needed
in order to create a balanced atmosphere in workplaces (Bertrand, 2001, pp. 7–8).
The most basic task of HR professionals is to create a moral environment in the organization where they work (Mondy, 2017, pp. 30–31).
Research performed in relation to business ethics shows a significant portion
of the moral problems experienced in work life to be related to HRM (İGİAD, 2018,
pp. 22–23). These are generally agreed to be related to basic HRM processes/functions such as recruitment, wages, training, performance evaluation and how the
results are used, career, participation, health and safety, and industrial relations.
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Unfair, discriminatory, inconsistent, nepotistic, and devaluing approaches that
emerge during the management of these processes/functions cause many moral
problems; as a result, losing enthusiasm for work and the workplace, absences, decreased work performance, and job separations occur.
The Fundamental Values of HRM Morality
Effectiveness and efficiency of HRM is made possible by transforming awareness of
authority and responsibilities to a management style and by combining these with
moral values. Moral management requires fair treatment without discrimination
and showing respect to all stakeholders, especially employees (Carroll, 1991, p. 43).
The basic moral values that need to be observed in HRM can be listed as:
•

Good intentions (Sahih Muslim, Vol. 7, Hadith 155),

•

Honesty (Mondy, 2017, p. 31),

•

Justice (Qur’an, 16:90; Topçu, 2017, pp. 101–102),

•

Merit and license (Qur’an, 4:58),

•

Balance/Restraint (Keşf-ül Hafa, Vol. 1, no. 391),

•

Abiding by one’s word (Qur’an, 16:91; Sahih al-Bukhari, al-Adab, no. 69; İGİAD,
2008, pp. 126–127),

•

Tolerance and straightforwardness (Qur’an, 2:185),

•

Solidarity (Sahih Muslim, Kitab al-Birr, no. 65),

•

Trust (Sahih al-Bukhari, al-Adab, no. 69; Covey, 2009, pp. 27–37; Turkish Language Association; Tierney, 1997, pp. 57–68),

•

Responsibility (Qur’an, 2:286),

•

Protection of Privacy (DeCenzo et al., 2017, p. 6; Palmer & Winters, 1993, pp.
137–147).

Some authors are seen to gather HRM moral values that cover almost all general moral principles (Ünsür, 2018, pp.115–134) under main headings such as oneness (unity and togetherness), poise (balanced behavior), freewill (freedom in decisions and behaviors), responsibility and benevolence (behaving well and beautifully
in all ways, going above and beyond; Bikun, 2004, pp. 35–44); other authors are
seen to emphasize values such as siblinghood (sense of siblinghood), respecting the
rights of subordinates (Sahih Muslim, Kitab al-Birr, no. 59), cooperation, assistance
(Sadeq, 2018, pp. 46–47), sincerity, trust, and council (referring to common sense;
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Alorfi, 2012, pp. 90–91). Principles such as justice, competence, assurance, impartiality, transparency, protection, participation, trust, development, and career, which have
been listed in HRM-related literature, should also be evaluated within this context
(Çetin et al., 2015, pp. 16–17; Sabuncuoğlu, 2011, pp. 18–24).
Major Moral Problems Encountered in The Processes of Human Resources Management
The processes of HRM are where moral issues are experienced the most. The main
ones can be listed as:
•

Violations of fundamental human rights,

•

Being unable to take advantage of opportunities,

•

Discriminatory/nepotistic approaches, prejudices,

•

Conflicts of interest,

•

Practices that can be considered unfair (i.e., not paying wages on time, incomplete payments),

•

Ignoring/disregarding personal, organizational, and social value judgments,

•

Right-to-privacy violations,

•

Disregarding differences,

•

Losing sense of trust,

•

Health and safety issues.

Evaluating HRM Processes in Terms of Morality
HRM processes play a big role in designing, managing, and developing a system
consistent with moral values (Weaver & Travino, 2001, p. 130). The most convenient way to examine the moral dimension in HRM is to look at performance in
terms of the relationship of processes to moral values (Sadeq, 2018, p. 45).
HRM processes are intertwined and in constant interaction with each other. In
order to be able to manage HRM processes fairly, business analyses need to be performed by competent persons and must be periodically updated. Business environments where job descriptions are not made and duties, powers, and responsibilities
are unspecified are always open to all kinds of confusion and conflict.
In Islam, the basis of HRM understanding is built upon strong relationships
based on love, respect, and trust constructed over siblinghood (solidarity) where mu138
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tual rights and interests are protected (Qur’an, 49:10; Sahih Muslim, Kitab al-Iman,
no. 29). Observing the rights of subordinates is the basic principle. Therefore, HRM
processes should be planned and managed within the framework of moral principles
that are based on this. Performed research has shown trust to be the most effectıve
factor in the management of HRM processes (Abdurrahman et al., 2013, p. 1106).
Selection and Placement at Work
Selection and placement is choosing the most appropriate one from among the
candidates for a specific position in the organization (Mondy, 2017, p. 134). Work
requirements should first be determined in order to recruit suitable people. Alongside this, the competence and personality traits most suited to the job and workplace should also be determined. In these days when trust issues are overly experienced, the research topic of reference has become one of the most significant stages
in the process of hiring the right person.
Knowledge, skills, experience, and personality are the most important factors in
both recruitment as well as in relocation and promotion practices and in matching the employee with the job. This issue, known as merit and license, also has an
important place in the Islamic literature (Qur’an, 4:58). The Prophet Mohammed
(SAWS) rejected the request of his close friend Abu Dharr who wanted to be governor on the grounds that he lacked merit with respect to the task Abu wanted (Hadislerle İslam [Islam through hadiths], 2013, p. 391). Employees also have the moral
obligation to possess the qualifications appropriate to the business requirements
(Al Mu’jam Al Kabir Tabarani, Vol. 8, no. 22).
One should be fair in the recruitment process (Ibni Hajar, Vol. 2, no. 233) and
avoid favoritism (İGİAD, 2018, p. 136). One should use objective measurement/
evaluation tools for this and cooperate with professional organizations. Those who
are hired should be assigned to the job and environment most suited to them (Sahih Al-Bukhari, Vol. 1, no. 15; Şakfa, 1968, p. 42).
Nowadays hiring virtuous and competent people is not enough to be able to
hold onto them (Harvard Business Publishing [HBSP], 2011, p. 14); necessary efforts need to be shown (Baltaş, 2009, pp. 62–64; Thompson, 1998, p. 99).
Training and Development
Training is the process of having employees acquire and develop the necessary
knowledge, skills, attitudes, and behaviors for job performance (Noe, 1999, p. 4).
The objective is to gain the necessary knowledge, skills, and abilities in accordance
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with the conditions of the day to help employees be able to perform their jobs more
successfully. Training is the most effective strengthening tool (Koçel, 2018, p. 418;
Stewart, 1997, pp. 96–102). Training affects individual as well as organizational
performance (Kelly, 1987, p. 22). The success and future of organizations depends
on trained human resources. Therefore, expenditures made on training should be
assessed as organizations’ most important and strategic investments (HBSP, 2011,
p. 14). Organizations cannot be said to behave responsibly enough on this topic
(Başaran, 1992, pp. 177–179; Covey & Merrill, 2013, p. 113). However, one should
also note here that being successful and consistent at the workplace cannot be provided just by developing professional knowledge and skills; moral skills also need
to be developed (Andrews, 2005, p. 73; Eren, 2010, p. 84).
Which employee will be subjected to what type of training and for how long
is determined using training needs analysis. Training needs analysis benefits from
strategic orientation, organizational analysis, and task and individual analyses
(Şencan & Erdoğmuş, 2001, pp. 14–29). Planning is made accordingly, and the suitability of the application results to the objectives is determined with an activity
assessment. The four-stage Kirkpatrick model is the one most widely used in this
field (Noe, 1999, pp. 149–182).
In training management, one should be treated fairly, resources should be used
according to need, and discrimination should not happen.
Wage Management
Wages are the salaries paid to employees in exchange for the contribution of physical or intellectual labor to production (Zaim, 1997, pp. 196–197). Wages must be
legitimate, clear, and known (Bardakoğlu, 2000, p. 385). Profit expectations, sense
of justice, egalitarian understanding, and needs are effective in determining wages.
Market conditions are the most important factor in determining wages in the free
market. An employee’s solvency/liability is also an important determinant. With
respect to Islam, justice, benevolence, and solidarity are the main determinants of
this topic (Sadeq, 2018, p. 43). Determining wages should be based on the employee’s competence, knowledge and skills, labor spent, and quality of work. The level
of wages should protect the employee’s dignity and provide the opportunity for
humane living (Eş-Şerif, 1986, pp. 240–259; Karaman, 1981, p. 54).
Wage management as an HRM function refers to the policies, structures, systems, and applications for wage discretion related to employees’ jobs (Demir &
Acar, 2014, p. 103). Efficiency, fairness, and compliance with laws and moral prin140
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ciples form the basic principles of wage management (Milkovich et al., 2011, p. 15).
The purpose of wage management is to form a structure that will attract, motivate,
and retain capable/competent people to the organization. This structure should
express a fair and transparent remuneration system that results from a job evaluation and is known and accepted by employees and their representatives (Askalani,
1985, p. 172). Many wage theories are found in the literature (Ataay & Acar, 2013,
pp. 419–442; Bingöl, 2010, pp. 484–506; Zaim, 1997, pp. 262–290). Management
has the responsibility to adopt the most appropriate of the existing systems to the
organizational structure. What is essential is that wages are fair and compatible
with market conditions. Supporting wages with social support programs is important in terms of employee motivation, productivity, and commitment.
The issue of wages is one of the most significant areas where moral problems
are experienced. Research that has been performed demonstrates this (İGİAD,
2018, pp. 133–134). The following issues should be noted when determining wages by
observing moral values:
•

Fairness of wages should be provided (Qur’an, 16:90, 7:85, 37:39; Bloom, 2004,
p. 150; Dessler, 2011, p. 460),

•

Wages should be commensurate with the nature of the work and competence of the
employee (Qur’an, 37:39; Ivancevich, 2010, p. 295; Yeniçeri, 1986, pp. 282–
283),

•

Wages should be appropriate to custom/at an optimal level (Qur’an, 2:233),

•

Needs should be kept in consideration when determining wages (Abu Dawud, Vol.
3, no. 359; Milkovich et al., 2011, p. 45; Zaim, 1990, p. 381),

•

Works that exceed the duration specified in the contract (overtime) should be charged
separately (Yeniçeri, 1986, p. 290),

•

(Excess) performance over contract terms should be charged separately (Qur’an,
46:19; As-Sirajul Munir, Vol. 1, no. 413),

•

Wages should be paid without delay (Al-Bukhari, Fathul-Bari, Vol. 4, no. 447; Sunan ibn Majah, Vol. 2, no. 817).

Performance Management
This is a system where the expectations of managers and employees are conveyed
to one another, where they try to arrive at the objectives of the plan with management support, and where managers provide effective feedback and perform a work
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evaluation at the end of the process (Uyargil, 2017, p. 3). It plays an important role
in realizing organizational strategies in terms of measuring and increasing the value added to the workforce (Mondy, 2017, p. 198). The obtained results also determine employees’ future in the organization through their wages, careers, training,
and development.
Performance criteria are not just related to work results; they should also be associated with adherence and compliance to moral values. According to Winstanley
and Stuart-Smith (1996), the process of performance management should be constructed and managed based on respect for individuality and relationships, honest
procedures, and transparency.
Performance management is a process where significant moral issues are experienced due to an inability to properly understand its importance, employees
being uninformed about its processes, prejudices being reflected in the evaluation
process, contrast errors, their effect on the situation, responsibility avoidance, deviations from adhering to criteria, emotional behavior, and other HRM processes being
insufficiently reflected.
Performance/success should not be left unanswered; it should absolutely be
rewarded (Barutçugil, 2004, pp. 390–392; Handy, 2005, p. 81; Özgüven, 2003,
p. 127). Giving workers labor rights, encouraging and supporting them, and rewarding their physical/spiritual achievements are requirements of a moral and fair
management approach (Qur’an, 99:7–8).
Career Management
A career is the series of experiences generally related to the work in a person’s life.
A career is not just a hierarchical ascension in certain offices/positions; it also refers to all types of progress and development (Qur’an, 46:19). One’s competences
and capabilities, the values one possesses, and one’s career-related needs and motives form career values (Erdoğmuş, 2003, pp. 12–17).
Career management covers the process of harmonizing the employee’s goals
and expectations with the organizations aims and objectives and consists of two
components: planning and development. Organizations and individuals make career plans with the aim of reaching the goals on this issue. One should know that
planning a healthy career can be realized with a values-based self-assessment.
Career opportunities occur among the most important factors that impact candidates’/employees’ preferences and decisions (Baltaş, 2009, pp. 62–64).
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Institutions should clarify the relationship between organizational strategies and job descriptions; should clearly show career paths and requirements; and
should provide employees with educational, developmental, and motivational support on these issues. A measure of fairness and justice should absolutely be preserved in the process of career management, and moral values should be observed
(Wright, 1994, p. 146).
These days, significant problems are seen experienced in working life on the issue
of career. These include the gender-based problem of the glass ceiling, which prevents
women working in executive positions from rising above a certain level (DeCenzo et
al., 2017, pp. 73–74; Şimşek, Çelik, & Akatay, 2016, p. 370), problems experienced in
relation to spouses with dual careers (Demirel, 2017, p. 70), and the issue of moonlighting that faces employees who work an additional job due to insufficient wages.
Protection (Occupational Health & Safety [OHS])
OHS is the protection and development of the physical, mental, and social
well-being of employees in all professions, as well as having these be maintained
at the highest level. In other words, it means providing harmony of work to people
and vice versa. Work health, protecting employees’ physical and mental health, and
work safety refer to eliminating the dangers/threats toward employees’ bodily integrity (Mondy, 2017, p. 278). The purpose of OHS is to protect employees and to
ensure production and workplace safety (Özkılıç, 2005, pp. 21–23).
The basic problems related to occupational health and safety include incorrect
and insensitive management approaches, unsafe work conditions and environment, and employee behaviors (Telman et al., 2015, pp. 66–71).
Employers protect employees from all kinds of risks that can occur in the workplace (e.g., accidents, illnesses), keep them informed, and are required to take all
kinds of preventative measures. Employees are required to comply with the measures/rules that are taken (Qur’an, 2:195; Sahih al-Bukhari, As-Saum, no. 55). These
parties’ obligations have both legal and moral bases.
Aside from employees being insufficiently aware and employers not taking
the required measures, elements such as mobbing, stress, and harassment occur
among the main factors that threaten occupational health and safety and that
cause accidents and illnesses.
According to Islamic law, the right to demand a workplace in compliance with
health and safety regulations is recognized for ensuring workers’ mental health
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doesn’t get battered and that they work each day wıth fresh perseverance and zeal.
This includes comfortable arrangements related to work and the workplace (Karaman, 1981, p. 57; Şakfa, 1968, pp. 102–103).
Dismissal Practices
One of the basic principles of HRM is that dismissal is a last resort, with the main
thing being the understanding that a person needs to ensure continuity in work.
Employees need to also be willing and persistent on this issue. Yet these days, violations of moral principles are often encountered in layoffs from work due to the
labor market being greater than the demand/unemployment, and the abundance
of alternatives and economic reasons with respect to employers. Because relations
are warmer and more sincere in small- and medium-sized businesses, the issue of
layoffs is seen to be handled more sensitively compared to in large-scale businesses
(DeCenzo et al., 2017, p. 99).
The most important legal and moral problem faced by employees in being dismissed or laid off from work is the issue of paying compensations and other progress
payments. Employers who only focus on the economic dimension of the event are
seen to force resignations by disregarding the legal, moral, and conscientious aspects
of the issue through practices such as exploiting legal loopholes in order to not pay
overtime wages or severance and by repressing, slandering, and mobbing people.
The care and moral sensitivity that is shown at hiring should also be observed
in layoffs, which have been assessed as a last resort (Qur’an, 7:85). Some of these
are full payment of all progress payments and providing employment-counseling
services when needed. Layoffs should not be ushered in during times of trouble,
such as in crisis periods; moral virtues like assistance (helping one another) should
be brought to the fore, and alternative HRM practices should be consulted such as
shortening work times, partial unpaid leave; importance should also be given to
training and development activities.

Conclusion and Recommendations
Human resources are the main factors that mobilize and affect all other resources,
and HR relies on managing efficiency and effectiveness in integration with moral values. Performed research has shown this (Baltaş, 2009, p. 100; DeCenzo et
al., 2017, p. 20; Zaim, 2013, pp. 193–194). Reaching organizational goals is only
possible in this way. Employees’ sense of responsibility is seen to increase, communication is strengthened, motivation and sense of trust are raised, individual and
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organizational performances gain an increased advantage, and protective strength
against risks develops in businesses that behave in accordance with moral values
and that encourage and incentivize employees in this direction (Barutçugil, 2004,
pp. 223–224).
When implementing an HRM that is integrated with moral values, paying attention to the following issues is important:
•

An ethics code/moral principles should be formed, shared, encouraged to be
followed, and rewarded,

•

Human resource policies should be compatible with general moral principles
and organizational values,

•

Moral principles should be included in the in-house legislation,

•

Candidates’ compatibility with general moral principles and business values
should be observed during the recruitment process,

•

The distribution of jobs should be treated fairly, without discrimination/favoritism occurring,

•

Training and development opportunities should be offered to employees, everyone should be able to benefit from these opportunities according to their
need, and moral values and the importance of complying with them should be
included among the topics in training and development activities,

•

In determining wages, market costs should also be taken into consideration;
discrimination should not be done; wage differentiation should not be occur
apart from objective criteria such as workload, job risks, competence, and performance; and fair-wage policies should be applied,

•

Performance evaluations should be conducted impartially and fairly using objective criteria; results such as absolute wage, promotion, and rewards should
be considered when applying evaluations. Compliance with ethical rules/moral
values should absolutely be included among the performance parameters,

•

Career opportunities should be offered to everyone equally and fairly. Employees should be provided with career counseling services and treated fairly in
changing places and promotions; discrimination should not be done. The career management system should be associated with adherence to moral values,

•

Preventative measures related to employees’ health and safety should be taken
throughout the workplace; required inspections should be carried out flawlessly.
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•

The law must be observed and protected for all employees when applying employee tasks,

•

The golden rule that dismissal is the last resort should never be forgotten. That
every employee has the capacity to contribute value to the business should be
known. The important thing is that leaders/managers be able to discover and
reveal it,

•

All the processes of human resource management should be directed on a moral
basis fairly and honestly,

•

Respect and understanding should be exhibited towards differences; discrimination and exclusionism should be avoided. The ability of differences to have a
competitive advantage that increases organizational flexibility and adaptability
to change should not be forgotten,

•

Privacy of personal life should be protected and fundamental rights and freedoms treated with respect,

•

Creating and spreading a culture of fear should never be allowed,

•

All employees, including managers, should be reminded decisively and frequently of the importance that the organization attaches to moral values as a management philosophy.

As a result of this study, the most important input of management processes
can easily be said to be moral values. Being a prudent employer requires remaining
observant of this fact.
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