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ABSTRACT 

The purpose of this study was to determine how the rules of law and how legal certainly regarding the 

terms of good looking at job vacancy information, which is by methodempirical juridical research 

concluded : 1. that by including good looking requirements in employee vacancy information is a form of 

discrimination and violates the rules of law regarding the requirements that may be included in job 

vacancy information according to Article 15 Paragraph (3) of the Minister of manpower Regulation 

Number 39 of 2016 concerning the placement of Labor and Law Number 39 of 1999 concerning human 

rights. 2. employees who are hired should be seen from the abilities and competencies that match the 

demands of the job not from their physical appearance. 3. if a company requires good looking 

requirements, then these requirements do not need to be included in job vacancy information, because 

good looking has a subjective nature. 
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INTRODUCTION 

Indonesia is a country that has a very large population with the majority working in 

various sectors, such as banking, services, and agriculture (Bradley dkk., 2019; Radianti 

dkk., 2020). However, there are still problems in the field of employment, among which is 

the inequality in the terms of job vacancy information. One of the controversial work 

requirements is good looking or attractive appearance. In fact, the assessment of employee 

selection should be more determined by one's qualifications, experience, and work ability. 

Good looking itself is defined as a pleasant state, inviting attention, and has beauty in 

one's physical appearance or body (Liu dkk., 2021; Ren dkk., 2020). This then becomes a 

benchmark in terms of good looking. However, as a country that recognizes and protects 

human rights, Indonesia must apply human rights values in every applicable legislation 

and implement them in various fields of life, including in the field of employment. 
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The problem related to the requirement of good looking in employee selection in 

Indonesia is indeed a long debate. This is due to the influence of public perceptions that 

tend to view that someone who is good looking will be more confident, have good 

interpersonal skills, and can be a good representation for the agency (Fareri dkk., 2020; 

Siyushev dkk., 2019; Xia dkk., 2021). However, please note that good looking is not 

always related to one's physical beauty or good looks. A candidate who is considered to 

have a good looking could have a mediocre appearance, but is able to display the qualities 

and abilities desired by the agency. Therefore, agencies should not pay too much attention 

to a person's physical appearance, but rather consider qualifications, experience and work 

ability. 

However, in reality, many agencies still consider good looking as one of the 

selection criteria when looking for candidates for a particular position. This can cause 

inequality in the terms of job vacancy information and is considered a form of 

discrimination for prospective workers (Wang dkk., 2019; Y. Zhou dkk., 2019). For 

example, a prospective worker who has better qualifications and experience but is less 

good looking compared to other prospective workers who are better looking but have less 

qualifications and experience, it will be difficult to compete in employee selection. This of 

course can be detrimental for prospective workers who have good skills and qualifications 

but are not selected just because they are not good looking. 

This problem not only occurs in the selection of employees in the private sector, but 

also in the selection of employees in the public sector such as government (Bergmann 

dkk., 2019; Hus dkk., 2021; G. Zhou dkk., 2019). In some cases, elected public officials 

are often chosen based on physical appearance or attractive appearance, rather than ability 

and quality. This is of course detrimental to people who need quality and effective public 

services. Therefore, there is a need for efforts from the government and Related Agencies 

to change the mindset of the community in viewing good looking as the main requirement 

in employee selection. In addition, there is also a need for stricter law enforcement for 

agencies that still practice discriminatory employee selection. 

In facing the problem of good looking requirements in employee selection, there 

needs to be a collaborative effort from all parties. Workers and prospective workers 

should pay more attention to their qualifications, experience, and work skills in increasing 

the chances of being selected in employee selection. Agencies and governments also need 

to strengthen employee selection systems that are based on qualifications and work ability, 

not just based on physical appearance (Hong dkk., 2018). In addition, there needs to be a 

more active and effective campaign to change people's perception of looking good as a 

condition for getting a job. 

The problem of good looking is also the subject of heated debate among 

psychologists and human resources experts. Some experts reveal that good looking can be 

a factor that affects people's perception of a person's characteristics, so it can influence 

decisions in employee selection (Bosi dkk., 2019). However, some experts also argue that 

good looking does not have to be the determining factor in employee selection, as a 
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person's qualifications, experience and work ability are more important in determining the 

success of a company. 

In Indonesia, several companies and government agencies have taken steps to 

address the issue of discrimination in employee selection. One example is the 

implementation of zero discrimination policies in employee recruitment in several 

companies (Chen dkk., 2019; Ng dkk., 2019; Rozpędek dkk., 2019). This policy stipulates 

that prospective employees must be selected based on their qualifications, experience, and 

work ability, regardless of factors such as gender, race, religion, or physical appearance. 

 

RESEARCH METHODOLOGY 

This study uses normative research methods, which carry out several approaches, 

namely the statutory approach (statute approach), conceptual (conceptual approach), and 

cases (case approach). The data used in this study is divided into 2, namely primary and 

secondary data. Legal collection techniques, in accordance with the type of research used 

is normative legal research with the method of inventory and categorization of legal 

materials both primary legal materials, and secondary legal materials using prescriptive 

legal material analysis techniques.  

 

RESULT AND DISCUSSION 

Understanding Job Openings And Recruitment 

Job vacancy is a job opportunity at a certain position in the agency or place of 

business that is available to individuals or groups that have met the required requirements. 

In each job vacancy, usually will be listed the type of work along with the position / 

position that can be selected by job seekers (Gabriela dkk., 2022; Qureshi dkk., 2022). Job 

seekers themselves can choose certain positions or positions that are in accordance with 

their talents and skills. Job vacancies can be individual if they are only for individuals who 

have certain skills. However, it can also be a group if it includes the requirement that the 

job vacancy is only intended for individuals who are members of a certain 

group/container/institution. 

 Agency or place of business referred to in the job vacancy means the type of 

Independent Business, Business Entity or institution both formal and Non-formal that 

provides employment opportunities to others who have expertise in accordance with the 

required field (Kartel dkk., 2022; Keshav dkk., 2022). The type of independent business 

can be interpreted as shops, small and medium enterprises and other sectors. While 

business entities mean business sectors and industries that have licenses in the 

government. A simple example of a business entity is a factory and a company. The 

institution or institution can mean schools, universities, banks and so on. (Nindhia, T. G. 

2021) 

In practice, job vacancy information can be found on mass media such as 

newspapers, magazines or company websites. Job information Advertising in the mass 

media is one of the initial recruitment activities that aim to disseminate job information. In 

the employment regulation, job vacancy information is regulated in Article 15 Paragraph 
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(3) of the regulation of the Minister of manpower number 39 of 2016 concerning the 

placement of workers. This article states that job vacancy information must contain the 

number of job vacancies, type of Work, type of position and terms of office, place of 

work, working conditions and working time, wages, Social Security and other benefits, 

gender and age, and education and/or work competence. 

Recruitment is one of the important parts in the management of Human Resources in 

a company. The recruitment process is usually done to find and select the best candidates 

who will join the company (Dewi S dkk., 2022; Hikmah dkk., 2022). However, in 

carrying out the recruitment process, companies must pay attention to applicable 

government regulations, especially related to Equal Employment Opportunity and labor 

protection. 

In the recruitment process, companies must ensure that there is no discrimination in 

selecting candidates. Discrimination can be the unfair treatment of candidates based on 

race, religion, gender, or other factors that are not relevant to employability. Employers 

must pay attention to Equal Employment Opportunity to ensure that every candidate has 

an equal opportunity to join the company without being exposed to discrimination. 

companies should also pay attention to labor protection in the recruitment process. 

Companies must ensure that candidates are not exploited or treated inhumanely during the 

recruitment process (Anoum dkk., 2022; Demina dkk., 2022; Firman dkk., 2022). This 

includes ensuring that candidates are not forced to provide irrelevant personal information 

or provide false information. 

In carrying out the recruitment process, companies must also pay attention to the 

rules of government regulations related to foreign workers. Companies must comply with 

the rules issued by the government in the use of foreign labor, such as rules on work 

permits for foreign workers and restrictions on the number of foreign workers who can be 

employed. 

In addition, companies must also pay attention to the provisions in labor regulations, 

such as provisions on minimum wages, working hours, and leave. The company must 

ensure that the hired employees have the same rights as other employees within the 

company in terms of wages, working hours and leave entitlements. 

 In conclusion, the company must pay attention to applicable government 

regulations in carrying out the recruitment process. The company must ensure that there is 

no discrimination in selecting candidates, pay attention to labor protection, and observe 

the provisions of labor regulations (Ilham dkk., 2022; Safitri dkk., 2022). By paying 

attention to this government regulation, the company can run a fair, transparent, and in 

accordance with applicable rules. 

Objectivity Of The Recruitment Process And Human Rights 

 Objectivity in the acceptance of job applications and human rights are two 

interrelated things and have a very important urgency in the world of work. When a 

company conducts a selection of prospective employees, they must ensure that the 

selection process is carried out objectively without any discrimination. Acceptance of a 

job application should be based on a person's qualifications, experience, and work ability, 
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not on appearance or other characteristics that are irrelevant to the job offered. (Santoso, 

2018) 

The urgency of objectivity in the acceptance of job applications can be seen from the 

perspective of employees and companies. From an employee's perspective, objectivity is 

very important because they want to be selected based on their work qualities and abilities, 

not because of factors that are irrelevant to the job (Hartini dkk., 2022). In a competitive 

world of work, every employee must have an equal chance of getting a job, and objectivity 

in the selection process is the main key to achieving this goal. 

From the perspective of the company, objectivity in the acceptance of job 

applications is very important because it can help the company to find the right employee 

for the job offered. If the company selects employees based on factors that are not relevant 

to the job, then they may lose potential employees who are better qualified and can help 

the company achieve their business goals (Dianovi dkk., 2022; Najeed dkk., 2022; 

Nopiana dkk., 2022). In addition, objectivity in the selection process can also help 

companies to avoid lawsuits due to discrimination in the acceptance of job applications. 

In addition, the urgency of objectivity in the acceptance of job applications is also 

closely related to human rights. In the world of work, human rights must be protected and 

respected, and objectivity in accepting job applications is one way to ensure that human 

rights are protected. Discrimination in the acceptance of a job application may violate a 

person's basic human rights, such as the right to work, the right to non-discrimination, and 

the right to equality before the law. 

In the context of human rights, objectivity in the acceptance of job applications also 

relates to diversity and inclusivity. Companies must ensure that they not only hire people 

who have certain characteristics or backgrounds, but also take into account the diversity in 

their team. By accepting employees who have different backgrounds, companies can 

generate more innovative ideas and more creative solutions in solving business problems. 

(Nurhayati, 2020). 

Objectivity in the recruitment of workers is very important for companies because it 

is directly related to the good name of the company. In this age of information and 

increasingly sophisticated technology, information about a company's performance and 

practices can be easily accessed by audiences (Rohmalimna dkk., 2022). Therefore, 

companies need to pay attention to objectivity in worker recruitment to maintain the 

company's image and reputation. 

The impact of recruitment is not objective to the good name of the company if the 

company does not pay attention to objectivity in recruiting workers, it will potentially 

cause several problems that can damage the good name of the company. (Nurmalia, 2018) 

for example, recruiting employees who are not in accordance with the required 

qualifications or competencies can have a negative impact on company performance and 

affect the quality of products or services produced (Rahmah dkk., 2022). In addition, 

having employees who are unprofessional or behave unethically can damage the 

company's image and reputation in the eyes of the public. 
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Corporate culture and worker recruitment it is important for companies to ensure 

that the hired employees have values and culture that are in line with the company. It is 

important to maintain harmony between employees and management, and to strengthen 

the identity and branding of the company. In recruiting, companies should consider the 

company's values and look for employees who have the appropriate personality and 

characteristics. 

Objective recruitment benefits to the good name of the company by paying attention 

to objectivity in recruitment, the company can guarantee that the recruited employees have 

the ability and competence in accordance with job demands. In addition, hiring employees 

who have values and cultures that are in line with the company can strengthen the 

company's image and reputation in the eyes of the public (Nadya dkk., 2022). This can 

help the company in gaining support from customers, investors, and the wider community, 

as well as increasing the company's competitiveness in the market. 

Legal Rules In Indonesia Related To Recruitment Process  

 Laws related to recruitment in Indonesia are Law No. 13 of 2003 on Employment, 

Government Regulation No. 78 of 2015 on wages and regulation of the Minister of 

manpower No. 39 of 2016 on placement of Labor. The three laws contain important 

provisions related to recruitment in Indonesia. (Yudhishthira, 2018) 

In Article 38 paragraph (2) of Law No. 39 of 1999 on Human Rights states 

”Everyone has the right to freely choose the job he likes and is also entitled to fair labor 

conditions”. From this paragraph, the state should have guaranteed every citizen fair labor 

conditions. Discrimination can result in the reduction of human rights so it is important to 

avoid or eliminate discrimination in all areas of life, especially in terms of employment. 

Labor law regulates the requirements that must be met by companies in recruiting 

labor. Article 6 of Law No. 13 of 2003 on manpower states that companies must comply 

with the principles of justice, equality, and non-discrimination in recruiting labor. This 

means that companies must not discriminate based on gender, religion, ethnicity, or 

socioeconomic status in the recruitment process. 

In addition, Article 5 of Law No. 13 of 2003 on employment states that companies 

must provide equal opportunities to everyone who meets the requirements to get a job. In 

this case, the company must make a selection based on the qualifications, skills and 

abilities of the potential employee, not on family or friendly relations. (Firdaus, 2019). 

Second, Government Regulation No. 78 of 2015 on wages also has a relationship 

with the recruitment process. Article 2 of the government regulation states that wages 

must be based on the principle of equality and non-discrimination. This means companies 

must provide equal pay for workers who have the same qualifications and jobs, regardless 

of gender, religion, ethnicity, or socioeconomic status. 

In the employment regulation, information about job vacancies is regulated in 

Article 15 Paragraph (3) of the regulation of the Minister of manpower No. 39 of 2016 

concerning the placement of workers (Permenaker No. 39/2016) stating that : “job 

vacancy information must contain (a) the number of job vacancies; (b) type of work; (c) 

type of position and terms of Office; (d) workplace, working conditions and working time; 
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(e) wages, Social Security and/or job competency, and; (h) the period of fulfillment of 

labor demand”. Everyone has the right to get a job, as long as he is able to do it. Many 

people have a good physique, but not necessarily they have more abilities and skills. 

Fairness Analysis Of Job Openings 

 First, there is a lack of clarity in the definition and criteria of good looking as a 

requirement on job vacancy information. Some agencies use different beauty standards, so 

there is a possibility of discrimination against prospective employees who do not fit these 

criteria because the definition of good looking is subjective. Therefore, the term good 

looking should not need to be displayed in job vacancy information. 

Second, there are different views on the effect of good looking on one's work 

performance. Some studies state that good looking can increase a person's self-confidence 

and interpersonal skills, so it can affect work performance. However, there is also a point 

of view according to which physical appearance should not be a decisive factor in the 

selection of employees, and it is more important to assess the qualifications, experience 

and work ability of a person. 

Third, there is a need for strict supervision and action from related parties against 

discriminatory practices carried out by agencies in hiring employees. It aims to prevent 

discrimination and ensure that every prospective employee has the same opportunity to get 

the desired job position, in accordance with existing legal rules. 

The need for a policy if the company still wants good looking to be one of the 

requirements , the policy can be done by not including good looking requirements in job 

vacancy information because good looking has an objective definition.  

In addition to the Labor Law and Government Regulation No. 78 of 2015 

concerning wages, there are still several other legal provisions that need to be considered 

by companies in the recruitment process in Indonesia.  

Companies also need to pay attention to the provisions on discrimination in 

recruitment stipulated in law No. 39 of 1999 on Human Rights. This provision prohibits 

discrimination based on race, religion, sex, ethnicity, and social status in all aspects of life, 

including in the recruitment process. 

Therefore, companies must ensure that the recruitment process is fair and non-

discriminatory, and pay attention to the cultural and background diversity of the 

candidates applying for jobs. 

Finally, the requirement of good looking at job vacancy information will certainly 

affect workers who feel they are not included in the criteria of interest. This will certainly 

be a form of unfair treatment of labor that does not fit the criteria of good looking. 

In conclusion, in addition to Law No. 13 of 2003 on employment and Government 

Regulation No. 78 of 2015 concerning wages, there are still several other legal provisions 

that need to be considered by companies in the recruitment process in Indonesia. 

Companies should pay attention to the provisions on discrimination in recruitment. 

Understanding and complying with these provisions will help the company run the 

recruitment process professionally and avoid legal sanctions that can harm the company. 
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CONCLUSION  

Based on the juridical review of the good looking requirements on job vacancy 

information, it can be concluded that the good looking requirements cannot be used as a 

basis in the recruitment process. This is contrary to the principle of non-discrimination in 

labor law which prohibits discrimination of any kind in employment. 

Companies must comply with applicable legal provisions related to the recruitment 

process, including labor laws, government regulations, and other relevant legal rules. The 

company must also ensure that job vacancy information submitted is not discriminatory 

and is able to create equality in job competition. 

In addition, companies must pay attention to labor rights, including the right to be 

treated fairly and equally in the recruitment process. Companies must ensure that the 

recruitment process is transparent and impartial, and avoid discrimination based on factors 

such as gender, religion, ethnicity, race, and other discrimination. 

In the case of good looking terms on job vacancy information, companies should 

avoid using words that can create a discriminatory impression and prioritize abilities and 

qualifications that are relevant to the job offered. The company must also ensure that the 

good looking standards used as a reference are not discriminatory and objective. 

Thus, the company must pay attention to the juridical aspects in the recruitment 

process to ensure that the process is carried out in a fair, equal manner and in compliance 

with applicable legal provisions. This will create a healthy and productive working climate 

and safeguard labor rights and the principles of equality and justice in labor relations. 

If a company wants to provide good looking terms, it would be better if the good 

looking terms are not explicitly included in the job vacancy information, because by 

including good looking terms is a form of disharmony between agencies with regulations 

that regulate and the definition of good looking is subjective. 

 

REFERENCES 

Anoum, P., Arifa, F., & May, C. (2022). Strategies to Increase the Motivation of Tahfidz Al-

Quran. Journal International Inspire Education Technology, 1(2), 74–85. 

https://doi.org/10.55849/jiiet.v1i2.88 

Bergmann, K., Nägerl, H.-C., Panda, C., Gabrielse, G., Miloglyadov, E., Quack, M., Seyfang, G., 

Wichmann, G., Ospelkaus, S., Kuhn, A., Longhi, S., Szameit, A., Pirro, P., Hillebrands, 

B., Zhu, X.-F., Zhu, J., Drewsen, M., Hensinger, W. K., Weidt, S., … Keitel, C. H. (2019). 

Roadmap on STIRAP applications. Journal of Physics B: Atomic, Molecular and Optical 

Physics, 52(20), 202001. https://doi.org/10.1088/1361-6455/ab3995 

Bosi, F., Biagioni, C., & Pasero, M. (2019). Nomenclature and classification of the spinel 

supergroup. European Journal of Mineralogy, 31(1), 183–192. 

https://doi.org/10.1127/ejm/2019/0031-2788 

Bradley, C. E., Randall, J., Abobeih, M. H., Berrevoets, R. C., Degen, M. J., Bakker, M. A., 

Markham, M., Twitchen, D. J., & Taminiau, T. H. (2019). A Ten-Qubit Solid-State Spin 

Register with Quantum Memory up to One Minute. Physical Review X, 9(3), 031045. 

https://doi.org/10.1103/PhysRevX.9.031045 

https://doi.org/10.55849/jiiet.v1i2.88
https://doi.org/10.1088/1361-6455/ab3995
https://doi.org/10.1127/ejm/2019/0031-2788
https://doi.org/10.1103/PhysRevX.9.031045


 Juridicial Review of Good Looking Requirements on Job Vacancy Information 

145 

Chen, Y.-C., Griffiths, B., Weng, L., Nicley, S. S., Ishmael, S. N., Lekhai, Y., Johnson, S., 

Stephen, C. J., Green, B. L., Morley, G. W., Newton, M. E., Booth, M. J., Salter, P. S., & 

Smith, J. M. (2019). Laser writing of individual nitrogen-vacancy defects in diamond with 

near-unity yield. Optica, 6(5), 662. https://doi.org/10.1364/OPTICA.6.000662 

Demina, D., Rexy, T., & Danyl, A. (2022). The Use of Quranic Learning Strategies Through the 

Wafa Method in Elementary Schools. Journal International Inspire Education 

Technology, 1(2), 62–73. https://doi.org/10.55849/jiiet.v1i2.91 

Dewi S, Y., Rasyid Umar, A., Ali Khan, A., & Aziz, A. (2022). Fun Arabic Teaching With Media 

Song For Early Child Education School. Journal International of Lingua and Technology, 

1(2), 140–156. https://doi.org/10.55849/jiltech.v1i2.80 

Dianovi, A., Siregar, D., Mawaddah, I., & Suryaningsih, S. (2022). Guidance and Counselling in 

Education. World Psychology, 1(2), 27–35. https://doi.org/10.55849/wp.v1i2.95 

Fareri, S., Fantoni, G., Chiarello, F., Coli, E., & Binda, A. (2020). Estimating Industry 4.0 impact 

on job profiles and skills using text mining. Computers in Industry, 118, 103222. 

https://doi.org/10.1016/j.compind.2020.103222 

Firman, F., Alef, R., & Eric, M. (2022). Use Of Zoom Meeting Applications to Memorize the 

Qur’an Online. Journal International Inspire Education Technology, 1(2), 99–110. 

https://doi.org/10.55849/jiiet.v1i2.92 

Gabriela, M., Cicerchi, G., Colin, H., & Ana, C. (2022). The Role of Parents in Helping Arabic 

Teachers to Improve Students’ Vocabulary. Journal International of Lingua and 

Technology, 1(2), 131–139. https://doi.org/10.55849/jiltech.v1i2.83 

Hartini, S., Alie, E., & March, J. (2022). The Relationship Between Authoritarian Parenting and 

Aggressive Behavior of Adolescents in Nagari Bungo Tanjung. World Psychology, 1(2), 

18–26. https://doi.org/10.55849/wp.v1i2.98 

Hikmah, D., Petoukhoff, G., & Papaioannou, J. (2022). The Utilization Of The Animiz 

Application As A Media For Arabic Language Learning On Students. Journal 

International of Lingua and Technology, 1(2), 157–171. 

https://doi.org/10.55849/jiltech.v1i2.84 

Hong, W., Chen, F., Shen, Q., Han, Y., Fahrenholtz, W. G., & Zhang, L. (2018). Microstructural 

evolution and mechanical properties of (Mg,Co,Ni,Cu,Zn)O high‐entropy ceramics. 

Journal of the American Ceramic Society, jace.16075. https://doi.org/10.1111/jace.16075 

Hus, S. M., Ge, R., Chen, P.-A., Liang, L., Donnelly, G. E., Ko, W., Huang, F., Chiang, M.-H., Li, 

A.-P., & Akinwande, D. (2021). Observation of single-defect memristor in an MoS2 

atomic sheet. Nature Nanotechnology, 16(1), 58–62. https://doi.org/10.1038/s41565-020-

00789-w 

Ilham, S., Adelir, D., & Delr, Q. (2022). The Benefits of Whatsapp as a Medium in Depositing 

Memorization of the Qur’an. Journal International Inspire Education Technology, 1(2), 

86–98. https://doi.org/10.55849/jiiet.v1i2.90 

Kartel, A., Charles, M., Xiao, H., & Sundi, D. (2022). Strategies for Parent Involvement During 

Distance Learning in Arabic Lessons in Elementary Schools. Journal International of 

Lingua and Technology, 1(2), 99–113. https://doi.org/10.55849/jiltech.v1i2.82 

Keshav, M., Julien, L., & Miezel, J. (2022). The Role Of Technology In Era 5.0 In The 

Development Of Arabic Language In The World Of Education. Journal International of 

Lingua and Technology, 1(2), 79–98. https://doi.org/10.55849/jiltech.v1i2.85 

https://doi.org/10.1364/OPTICA.6.000662
https://doi.org/10.55849/jiiet.v1i2.91
https://doi.org/10.55849/jiltech.v1i2.80
https://doi.org/10.1016/j.compind.2020.103222
https://doi.org/10.55849/jiiet.v1i2.92
https://doi.org/10.55849/jiltech.v1i2.83
https://doi.org/10.55849/wp.v1i2.98
https://doi.org/10.55849/jiltech.v1i2.84
https://doi.org/10.1111/jace.16075
https://doi.org/10.1038/s41565-020-00789-w
https://doi.org/10.1038/s41565-020-00789-w
https://doi.org/10.55849/jiiet.v1i2.90
https://doi.org/10.55849/jiltech.v1i2.82
https://doi.org/10.55849/jiltech.v1i2.85


 Juridicial Review of Good Looking Requirements on Job Vacancy Information 

146 

Liu, Y., Zhu, Q., Tayyab, M., Zhou, L., Lei, J., & Zhang, J. (2021). Single‐Atom Pt Loaded Zinc 

Vacancies ZnO–ZnS Induced Type‐V Electron Transport for Efficiency Photocatalytic H 2 

Evolution. Solar RRL, 5(11), 2100536. https://doi.org/10.1002/solr.202100536 

Nadya, N., Ameer, A., & Zaamil, Z. (2022). Emotional Intelligence and Conflict Management 

Capabilities in Prisoners in Prisons. World Psychology, 1(2), 54–70. 

https://doi.org/10.55849/wp.v1i2.94 

Najeed, M. A., Hakonarson, C., & Mentch, G. (2022). Learning Tahfiz with Talaqqi Method 

Using Whatsapp Application. Journal International Inspire Education Technology, 1(2), 

125–137. https://doi.org/10.55849/jiiet.v1i2.86 

Ng, C. H., Nishimura, K., Ito, N., Hamada, K., Hirotani, D., Wang, Z., Yang, F., likubo, S., Shen, 

Q., Yoshino, K., Minemoto, T., & Hayase, S. (2019). Role of GeI2 and SnF2 additives for 

SnGe perovskite solar cells. Nano Energy, 58, 130–137. 

https://doi.org/10.1016/j.nanoen.2019.01.026 

Nopiana, N., Egie, J., & Mers, O. (2022). The Impact of Internet Addiction on Introvert 

Personality. World Psychology, 1(2), 1–17. https://doi.org/10.55849/wp.v1i2.97 

Qureshi, M., Mahdiyyah, D., Mohamed, Y., & Ardchir, M. (2022). Scale For Measuring Arabic 

Speaking Skills In Early Children’s Education. Journal International of Lingua and 

Technology, 1(2), 114–130. https://doi.org/10.55849/jiltech.v1i2.81 

Radianti, J., Majchrzak, T. A., Fromm, J., & Wohlgenannt, I. (2020). A systematic review of 

immersive virtual reality applications for higher education: Design elements, lessons 

learned, and research agenda. Computers & Education, 147, 103778. 

https://doi.org/10.1016/j.compedu.2019.103778 

Rahmah, A., Rouns, E., & Luck, A. (2022). The Effect of Self-Development Program for 

Improving Independence in Defective Students in SLB N 1 Lima Kaum Batusangkar. 

World Psychology, 1(2), 46–53. https://doi.org/10.55849/wp.v1i2.96 

Ren, X., Gao, M., Zhang, Y., Zhang, Z., Cao, X., Wang, B., & Wang, X. (2020). Photocatalytic 

reduction of CO2 on BiOX： Effect of halogen element type and surface oxygen vacancy 

mediated mechanism. Applied Catalysis B: Environmental, 274, 119063. 

https://doi.org/10.1016/j.apcatb.2020.119063 

Rohmalimna, A., Yeau, O., & Sie, P. (2022). The Role of Parental Parenting in the Formation of 

the Child’s Self-Concept. World Psychology, 1(2), 36–45. 

https://doi.org/10.55849/wp.v1i2.99 

Rozpędek, F., Yehia, R., Goodenough, K., Ruf, M., Humphreys, P. C., Hanson, R., Wehner, S., & 

Elkouss, D. (2019). Near-term quantum-repeater experiments with nitrogen-vacancy 

centers: Overcoming the limitations of direct transmission. Physical Review A, 99(5), 

052330. https://doi.org/10.1103/PhysRevA.99.052330 

Safitri, S., Alii, M., & Mahmud, O. (2022). Murottal Audio as a Medium for Memorizing the 

Qur’an in Super-Active Children. Journal International Inspire Education Technology, 

1(2), 111–124. https://doi.org/10.55849/jiiet.v1i2.87 

Siyushev, P., Nesladek, M., Bourgeois, E., Gulka, M., Hruby, J., Yamamoto, T., Trupke, M., 

Teraji, T., Isoya, J., & Jelezko, F. (2019). Photoelectrical imaging and coherent spin-state 

readout of single nitrogen-vacancy centers in diamond. Science, 363(6428), 728–731. 

https://doi.org/10.1126/science.aav2789 

Wang, Z., Hu, X., Liu, Z., Zou, G., Wang, G., & Zhang, K. (2019). Recent Developments in 

Polymeric Carbon Nitride-Derived Photocatalysts and Electrocatalysts for Nitrogen 

Fixation. ACS Catalysis, 9(11), 10260–10278. https://doi.org/10.1021/acscatal.9b03015 

https://doi.org/10.1002/solr.202100536
https://doi.org/10.55849/wp.v1i2.94
https://doi.org/10.55849/jiiet.v1i2.86
https://doi.org/10.1016/j.nanoen.2019.01.026
https://doi.org/10.55849/wp.v1i2.97
https://doi.org/10.55849/jiltech.v1i2.81
https://doi.org/10.1016/j.compedu.2019.103778
https://doi.org/10.55849/wp.v1i2.96
https://doi.org/10.1016/j.apcatb.2020.119063
https://doi.org/10.55849/wp.v1i2.99
https://doi.org/10.1103/PhysRevA.99.052330
https://doi.org/10.55849/jiiet.v1i2.87
https://doi.org/10.1126/science.aav2789


 Juridicial Review of Good Looking Requirements on Job Vacancy Information 

147 

Xia, Y., Sun, Z., Qu, Z., Liu, T., Li, Z., & Gao, Y. (2021). Reaction model of conflictive e-bikes 

and numerical simulation. Physica A: Statistical Mechanics and Its Applications, 566, 

125657. https://doi.org/10.1016/j.physa.2020.125657 

Zhou, G., Soufan, O., Ewald, J., Hancock, R. E. W., Basu, N., & Xia, J. (2019). NetworkAnalyst 

3.0: A visual analytics platform for comprehensive gene expression profiling and meta-

analysis. Nucleic Acids Research, 47(W1), W234–W241. 

https://doi.org/10.1093/nar/gkz240 

Zhou, Y., Zhang, Y. K., Yang, Q., Jiang, J., Fan, P., Liao, M., & Zhou, Y. C. (2019). The effects 

of oxygen vacancies on ferroelectric phase transition of HfO2-based thin film from first-

principle. Computational Materials Science, 167, 143–150. 

https://doi.org/10.1016/j.commatsci.2019.05.041 

 

Copyright Holder : 

© Diplomat King Agape Sembiring et al. (2022). 

 

First Publication Right : 

© At-Tasyrih: Jurnal Pendidikan dan Hukum Islam 

 

This article is under: 

 

https://doi.org/10.1016/j.physa.2020.125657
https://doi.org/10.1093/nar/gkz240
https://doi.org/10.1016/j.commatsci.2019.05.041

