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Abstract 
This study aimed to verifiy the relationship between servant leadership and work engagement, and the role of organizational justice as a 
mediator of that relationship. The research design was a cross-sectional design. The sample was 813 teachers of high schools and vocational 
high schools in East Java and Central Java, Indonesia. This study used the structural equation modeling for data analysis. This study 
found that servant leadership was positively related to organizational justice while servant leadership was not significantly related to work 
engagement. Organizational justice was positively related to work engagement. Organizational justice fully mediated the relationship between 
servant leadership and work engagement. 
   
Keywords: servant leadership, organizational justice, work engagement, high school and vocational high school, teacher 

 
 
1. Introduction 

The increasing volatility and complexity of tasks in the organization has stimulated employees 
to engage in an organization. As a result, employees make adaptation for changing working 
conditions in an organization (Luthans, 2002). When organizations are required to make changes, 
work engagement of employees becomes an important element in the change process (Saks, 2006). 
Studies on work engagement of employees have received a significant attention, because it is 
relevant to organizational activities as well as organizational performance (de Sousa & van 
Dierendonck, 2014). For example, previous studies showed that work engagement was positively 
related to organizational commitment (Hakanen et al., 2006), job satisfaction (Lu et al., 2016), and 
job performance (Bakker & Bal, 2010).  

Servant leadership is contemporary leadership, in which it is in line with leadership practice. 
Servant leadership has the following characteristics, such as focusing on leadership from the 
perspective of the behavior leader, emphasizing attention to follower issues, empathy and 
developing followers (Northouse, 2013). Servant leadership is considered to be an important factor 
because of its ability to boost organizational performance in various sectors, including educational 
organizations (i.e., schools). Servant leadership is a determinant of an organization’s ability in 
service (Riquelme et al., 2019).  

Previous studies also showed that specific leadership behaviors influenced work engagement; 
they were transformational leadership (Zhu et al., 2009), servant leadership (de Sousa & van 
Dierendonck, 2014; Kaya & Karatepe, 2020), authentic leadership (Walumbwa et al., 2008; Alok 
& Israel, 2012), charismatic leadership (Babcock-Roberson & Strickland, 2010) and empowering 
leadership (Tuckey et al., 2012). As a leader, the school principal is a person that influences the 
attitudes and behavior of teachers. Therefore, it is necessary for the management of schools to 
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encourage teachers to be more engaged in their schools in order to increase the level of teachers’ 
productivity as well as school effectiveness. Besides the servant leadership, increasing work 
engagement will be accomplished by implementation of organizational justice in the workplace. 
Hence, this study focuses on verifying the relationship between servant leadership and work 
engagement, and the role of organizational justice as a mediator of that relationship. 
 
2. Literature Review 
2.1 Servant Leadership, Work Engagement, and Organizational Justice 

Servant leadership emphasizes the role of a leader as a steward or a servant (Eva et al., 2019). 
Servant leadership is a leadership style that focuses on developing the potential of employees to 
achieve the effectiveness of their respective duties, developing service communities, increasing 
self-motivation, and developing future leadership abilities (Liden et al., 2008). Servant leadership 
includes various dimensions such as relational, ethical, emotional, spiritual (Eva et al., 2019). 
Various empirical studies prove that servant leadership is an effective organizational leadership 
concept that can be applied in various fields including tourism (Ling et al., 2016), education (Cerit, 
2009), non-profit sector (Parris & Peachey, 2013), public sector (Schwarz et al., 2016), and youth 
sector (Eva & Sendjaya, 2013). 

Employees who engage are employees who are willing to fully invest in their role, are 
proactive and committed to meeting high performance standards (Bakker & Leiter, 2010). People 
who engage have characteristics such as involvement, commitment, passion, enthusiasm, work 
persistence, and full of energy (Macey & Schneider, 2008). Work engagement is conceptualized as 
a state of mind that is positive, satisfying and related to work engagement that is characterized by 
vigor, dedication, and absorption (Schaufeli & Bakker, 2004; Schaufeli et al., 2006). 

Organizational justice is the way an individual perceives justice in the decision-making 
process and the distribution of results that individuals receive (Greenberg & Baron, 2003). 
Organizational justice has four types, namely, distributive justice, procedural justice, interpersonal 
justice, and informational justice (Colquitt et al., 2001). Organizational justice is an important 
motivator in a work environment. When individuals feel an injustice, employee morale will 
decrease, and it is likely that employees will leave their jobs (Cropanzano et al., 2007) 

Distributive justice is a cognitive evaluation that individuals do to assess whether they are 
able to provide a fair amount and allocation of rewards or not (Luthans, 2002). Procedural justice 
relates to fair procedures when someone makes decisions related to employees, such as salary 
increases, promotions, job changes, and feedback (Luthans, 2002). Interpersonal justice relates to 
the way people perceive the reality based on the quality of interpersonal treatment that employees 
receive (Bies, 2005). Interpersonal justice is the level where someone is treated with courtesy, 
respect, and dignity (Colquitt et al., 2001). Informational justice focuses on the explanations that 
individuals provide to explain why certain procedures are used, how procedures are carried out in 
certain ways or why the results are distributed in certain ways (Colquitt et al., 2001).  
 
2.2 Conceptual Framework and Hypotheses 

Servant leadership is associated with high employee trust, perceptions of fairness, and 
employee loyalty (van Dierendonck, 2011). Servant leaders tend to be role models to influence 
subordinates (Barbuto & Wheeler, 2006). Therefore, one of the results of servant leadership 
implementation is organizational justice (Zehir et al., 2013; Ateş, 2015; Riza et al., 2019). A meta-
analytic study of Armagan and Erzen (2015) shows that servant leadership has a positive and 
medium-magnitude effect on organizational justice. Organizations with the servant leaders will 
positively increase organizational justice (Chung et al., 2010; Walumbwa et al., 2010). 

 
H1: Servant leadership is positively related to organizational justice. 
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Servant leaders, through their capacity, seek to empathize followers in identifying certain 
qualities and unique attributes (van Dierendonck, 2011), to support employees and meet the needs 
of employees in the workplace through coaching (Bass, 2000), and to create opportunities in the 
workplace that allow employees to take their responsibility (Walumbwa et al., 2010). Therefore, 
servant leaders can increase positive energy among employees (Schaufeli & Bakker, 2004). When 
job expectations and goals are clear, employees become more engaged in their work (Coetzer et 
al., 2017), and when employees feel that the work at hand can generate opportunities for personal 
growth, in turn, employees will spend more energy levels in their daily work (Xanthopoulou et al., 
2009a, 2009b). 

Referring to previous studies (e.g., de Clercq et al., 2014; Saremi, 2015; Sousa & van 
Dierendonck, 2017; Kaya & Karatepe, 2020; Hidayat et al., 2020), servant leadership has a 
significant positive effect on work engagement. Servant leadership is a style to stimulate positive 
relationships between leaders and followers (Liden et al., 2014). Servant leaders should be focus 
on their followers rather than on themselves (Eva et al., 2019). When servant leaders have 
prioritized their followers’ welfare and growth, in turn they become more involved and effective 
in their respective work (Eva et al., 2019). Servant leaders should be humble, in which “humble 
leaders showed the highest impact on follower engagement regardless of their hierarchical 
position” (Sousa & van Dierendonck, 2017, p. 13). 

 
H2: Servant leadership is positively related to work engagement. 
 
Organizational justice is the overall perception of fairness in the workplace (Robbin & Judge, 

2013). When employees feel fairness within the organization, employees feel obliged to improve 
engagement behavior (e.g., Srimulyani, 2016; Özer et al., 2017; Hadiyani et al., 2018; Septiani & 
Arwiyah, 2018). Employees can judge how fairly they are treated by the organization through 
procedural fairness, for example when the organization involves employees in the decision-making 
process regarding organizational procedures; even when the results are unfavorable to employees 
(Bies & Shapiro, 1988). A procedurally fair of work environment increases organizational 
identification, in turn it increases work engagement (Adamovic et al., 2020). 

 
H3: Organizational justice is positively related to work engagement. 
 
Bao et al. (2018) found that servant leadership is positively related to the work engagement 

of followers and this relationship was mediated by the Leader Member Exchange (LMX). 
Meanwhile, Park et al. (2016) have revealed that self leadership and organizational justice directly 
significantly affects work engagement, and indirectly self leadership affects work engagement 
through organizational justice as a mediator. Servant leadership is important for facilitating 
organizational justice among employees, in turn organizational justice will increase work 
engagement. 

 
H4: Organizational justice mediates the relationship between servant leadership and work 

engagement. 
 
Based on literature review and hypothesis formulation, the following research model can be 

seen in Figure 1. 
 

----------------------------------------------------------------------------- 
Insert Figure 1 about here 

----------------------------------------------------------------------------- 
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3. Research Method 
3.1 Sample and procedure 

We used a cross-sectional design (Creswell, 2014). The sample was 813 teachers of high 
schools and vocational high schools in East Java (i.e., Surabaya, Blitar, Kediri, Nganjuk, Kertosono, 
Madiun, Ponorogo, Magetan, and Ngawi) and Central Java (i.e., Cepu, Blora, and Rembang), 
Indonesia. The teachers were selected randomly and spread over 56 high schools and vocational 
high schools consisting of 25 public schools and 31 private schools. Of the 825 teachers invited 
to participate, 813 teachers completed the questionnaires, then the response rate was 98.55%. 
 
3.2 Measures 

Referring to Matsunaga (2008), we used item parceling for measuring servant leadership, 
organizational justice, and work engagement. Measurement of servant leadership used five 
dimensions of Barbuto and Wheeler (2006), namely wisdom, altruistic calling, emotional healing, 
organizational stewardship, and persuasive mapping, and three dimensions from Wong and Page 
(2003), namely service, humility, and vision. Organizational justice is operationally defined as the 
overall perception of what is fair in the workplace as measured by four dimensions, namely 
distributive justice, procedural justice, interpersonal justice and informational justice (Robbins & 
Judge, 2013; Colquitt et al., 2001). Work engagement operationally defined as the condition of 
employees who are full of passion at work, as measured by three dimensions, namely vigor, 
dedication, and absorption (Schaufeli & Bakker, 2004; Robbins & Judge, 2013). 
 
4. Results 
4.1 Descriptive statistics 

Table 1 shows that the mean value of organizational stewardship dimension is highest 
(4.2814), while emotional healing dimension is lowest (3,8352). The mean value of interpersonal 
justice dimension is highest (3.9068), while the lowest is informational justice dimension (3,5784). 
Dedication dimension is highest mean value (3.9587), while the lowest is absorption dimension 
(3.3538). 

 
4.2 Testing the Structural Equation Model 

Structural equation modeling was adopted for the data analysis. The structural equation 
model achieved the good fit (chi-square = 2773, df = 397; normed fit index [NFI] = 0.96; 
comparative fit index [CFI] = 0.96; incremental fit index [IFI] = 0.96; root mean square error of 
approximation [RMSEA] = 0.075). 

Table 1 also shows factor loading, average variance extracted, and composite reliability. 
Factor loadings are higher than 0.5, thus they are valid (Hair et. al., 2010) and also indicate 
convergent validity (Murwani et al., 2017). Average variance extracted ranges from 0.879 to 0.929 
and shows greater than the accepted value of 0.50, thus also indicates convergent validity (Hair et. 
al., 2010; Murwani et al., 2017). Composite reliability ranges from 0.90 to 0.96 and shows greater 
than the accepted value of 0.70, thus provides internal consistency of construct (Hair et. al., 2010; 
Murwani et al., 2017). 

 
----------------------------------------------------------------------------- 

Insert Table 1 about here 
----------------------------------------------------------------------------- 

 
Table 2 shows the results of testing the structural model. Servant leadership was positively 

related to organizational justice which supported H1. Next, servant leadership was not significantly 
related to work engagement. Thus, H2 was not supported. Further, organizational justice was 
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positively related to work engagement which supported H3. Lastly, organizational justice was 
verified in mediating the relationship between servant leadership and work engagement.  We found 
that organizational justice fully mediated the relationship between servant leadership and work 
engagement. Thus, H4 was supported. Referring to Baron and Kenny (1986), the full mediation 
occurred because independent variable (servant leadership) was not significantly related to 
dependent variable (work engagement), while independent variable was significantly related to 
mediator variable (organizational justice), and mediator variable was significantly related to 
dependent variable. 

 
----------------------------------------------------------------------------- 

Insert Table 2 about here 
----------------------------------------------------------------------------- 

 
5. Discussion 
5.1 Relationship between Servant Leadership and Organizational Justice 

The result supports previous studies (e.g., Zehir et al., 2013; Ateş, 2015; Riza et al., 2019) 
that servant leadership has a positive and significant effect on organizational justice. The result 
means that there is a positive impact of servant leadership on perceptions of employees about 
distributive justice (i.e., justice related to distribution of resources) (e.g., Robbins & Judge, 2013). 
Distributive justice focuses on ways to provide rewards or compensation to employees, including 
wages or salaries received by employees or other bonuses whose amount of course adjusts the 
performance of the employee (Robbins & Judge, 2013). 

The result also means that servant leadership influences positively and significantly on 
procedural justice. When employees believe that the procedures of resources distribution are fair, 
then they will feel satisfied (Ambrose, 2002). The organization is perceived as fair by employees if 
employees are given the opportunity to voice their opinions and the views until the implementation 
of resources distribution is considered the same for each employee (e.g., Ambrose, 2002; Robbins 
& Judge, 2013). Procedural justice focuses on how to make decisions from a problem that can 
have an impact on a sense of injustice in the minds of employees, especially if at the time of making 
decisions, employees do not have room for disagreement (Robbins & Judge, 2013) 

Next, the result means that servant leadership leads to employee perceptions that employees 
are treated fairly. Servant leadership encourages the improvement of the quality of interpersonal 
behavior when carrying out procedures in the organization, which represents polite, dignified, and 
respectful behavior (e.g., Bies & Moag, 1986; Cohen-Charash & Spector, 2001; Nabatchi et al., 
2007; Sabeen, 2012). 

Finally, the result means that servant leadership affects informational justice. A leader is 
important for being authentic and interacting deeply with others (Avolio & Gardner, 2005). 
Servant leadership encourages infomational justice in which adequate explanation and evidence 
about the decisions taken are available (Nabatchi et al., 2007). 
 
5.2 Relationship between Servant Leadership and Work Engagement 

Previous studies (e.g., de Clercq et al., 2014; Saremi, 2015; Sousa & van Dierendonck, 2017; 
Kaya & Karatepe, 2020; Hidayat et al., 2020) found that work engagement was influenced by 
servant leadership. However, we found that servant leadership is not significantly related to work 
engagement. This result is in line with the findings of Haar et al. (2017). This result may indicate 
inconsistency in implementation of servant leadership principles, in terms of humility, and focus 
on followers’ welfare and growth. When servant leaders have not prioritized their followers’ 
welfare and growth, in turn followers become less involved in their work (Eva et al., 2019). Next, 
when servant leaders are not humble, in turn followers pay more attention to hierarchical position 
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of leaders than their work engagement (Sousa & van Dierendonck, 2017). 
 
5.3 Relationship between Organizational Justice and Work Engagement 

Organizational justice has a positive and significant effect on work engagement. The result 
supports the previous studies (Alvi & Abbasi, 2012; Storm et al., 2014; Lyu, 2016; Srimulyani, 2016; 
Özer et al., 2017; Hadiyani et al., 2018; Septiani & Arwiyah, 2018; Ivani et al., 2019; Ohiorenoya 
& Eguavoen, 2019; Deepa, 2020). The finding indicates that teachers are valuable to the 
organization, they are respected, and they are treated fairly, in turn work engagement of teachers 
increases. When the teachers are valued, in turn the teacher are proud of their profession as 
teachers. Teachers who are treated fairly will exchange the behavior expected by the school as an 
organization (Bies & Shapiro, 1988).  

The finding also indicates that the certain procedures are followed and the resources are 
distributed as such (Colquitt et al., 2001). The teachers have an adequate explanation of the 
resource distribution procedures with an emphasis on timeliness, specificity, and truth (Colquitt & 
Rodell, 2011). In other words, the finding indicates that the school principal explains the overall 
decision-making procedure with a reasonable explanation to the teachers, in turn they become 
more engaged in their work. This finding implies that it is important for school to use quality 
communication when explaining decisions to the teachers (Kernan & Hanges, 2002). 
 
5.4 Organizational Justice as a Mediator the Relationship between Servant Leadership and 
Work Engagement 

The result shows that the relationship between servant leadership and work engagement 
was fully mediated by organizational justice. In line with Park et al. (2016) that organizational 
justice mediates the influence of self-leadership on work engagement. Servant leadership should 
let employees grow and feel comfortable in the organization (van Dierendonck, 2011). Therefore, 
high organizational justice leads a full mediating role in the relationship between servant leadership 
and work engagement. Likewise, indirect testing shows that servant leadership influences positively 
on organizational justice, in turn organizational justice also influences positively on work 
engagement. 

 
6. Conclusion 

Work engagement of teachers is an important factor in schools. The results of this study 
indicate that for improving work engagement, school principal should serve servant leadership 
properly (i.e., becoming a humble leader as well as focusing on teachers’ welfare and growth) and 
build a climate of justice in school, which includes distributive justice, procedural justice, 
interpersonal justice, and informational justice. 

The limitation of this study is that it only examines influence of servant leadership and 
organizational justice on work engagement in 56 schools, in turn further research can verify that 
influence in wider schools. It can also be expanded by examining the other variables (i.e., 
independent and/or mediator variables) as well as the consequences of work engagement. 
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Figure 1.  
Conceptual Model 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Servant Leadership: 

• Wisdom 

• Humility 

• Altruistic calling 

• Emotional healing 

• Organizational 

stewardship 

• Persuasive mapping 

• Vision 

• Service 

(Wong & Page 2003; 

Barbuto & Wheeler, 2006) 

Work Engagement: 

• Vigor 

• Dedication 

• Absorption 

(Schaufeli & Bakker, 

2004; Robbins & 

Judge, 2013) 

 

Organizational Justice: 

• Distributive Justice 
• Procedural Justice 

• Interpersonal Justice 

• Informasional Justice 

(Robbins & Judge, 2013; 
Colquitt et al., 2001) 
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Table 1  
Descriptive Statistics, Factor Loading, Average Variance Extracted (AVE), and 
Composite Reliability (CR) of Constructs 

Construct Dimension Mean Std. 
Deviation 

Factor 
Loading 

CR AVE 

Servant 
Leadership (SL) 

Wisdom (WS) 4.2558 0.61014 0.57 0.96 0.929 

Humility (HUM) 4.0027 0.57964 0.56   

Altruistic calling 
(AC) 

3.8440 0.66457 0.65   

Emotional healing 
(EMO) 

3.8352 0.69915 0.67   

Organizational 
stewardship (OS) 

4.2814 0.54971 0.52   

Persuasive mapping 
(PM) 

4.0472 0.56728 0.55   

Vision (VS) 4.0903 0.55386 0.54   

Service (SRV) 4.0507 0.63408 0.62   

Organizational 
Justice (OJ) 

Distributive Justice 
(DJ) 

3.7214 0.76244 0.68 0.90 0.879 

Procedural Justice 
(PJ) 

3.9338 0.56379 0.53   

Interpersonal 
Justice (INJ) 

3.8895 0.99810 0.94   

Informational 
Justice (IFJ) 

3.5784 0.95572 0.92   

Work 
Engagement 
(WE) 

Vigor (VG) 3.6607 0.81690 0.80 0.94 0.932 

Dedication (DD) 3.9587 0.82561 0.80   

Absorption (ABS) 3.3538 0.82646 0.79   
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Table 2 
The Results of Testing the Structural Model 

Hypothesis Path Path 
Coefficient 

Standard 
Error 

t-value (and 
z-value for 
Sobel test) 

Result 

H1 SL→ OJ 0.18 0.036 5* Supported 

H2 SL→ WE –0.0053 0.010 –0.53 Not 
Supported 

H3 OJ→WE 0.98 0.02 49* Supported 

H4 SL→OJ→WE (0.18) (0.98) = 
0.176** 

0.0354** 4.97*; ** Supported 

*p < 0.01. 
**The computation was based on Sobel test which guided by Kristopher J. Preacher and Geoffrey 
J. Leonardelli (Preacher & Leonardelli, 2001). 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



 

 

10 

 

References 
Adamovic, M., Gahan, P., Olsen, J., Harley, B., Healy, J., & Theilacker, M. (2020). Does procedural 

justice climate increase the identification and engagement of migrant workers? A group 
engagement model perspective. Personnel Review. Advance online publication. 
https://doi.org/10.1108/PR-11-2019-0617 

Alok, K., & Israel, D. (2012). Authentic leadership & work engagement. Indian Journal of Industrial 
Relations, 47(3), 498-511. https://www.jstor.org/stable/23267340 

Alvi, A. K., & Abbasi, A. S. (2012). Impact of organizational justice on employee engagement in 
banking sector of Pakistan. Middle-East Journal of Scientific Research, 12(5), 643-649. 
https://ssrn.com/abstract=2178276 

Ambrose, M. L. (2002). Contemporary justice research: A new look at familiar 
questions. Organizational Behavior and Human Decision Processes, 89(1), 803-812. 
https://doi.org/10.1016/S0749-5978(02)00030-4 

Armağan Y., & Erzen E. (2015) The effect of leadership on organizational justice. In E. 
Karadağ (Ed.), Leadership and organizational outcomes: Meta-analysis of empirical studies (pp. 239-
254). Cham, Switzerland: Springer. https://doi.org/10.1007/978-3-319-14908-0_15 

Ateş, M. F. (2015). The mediating role of organizational trust on the effects of servant leadership 
and organizational justice on organizational identification. Journal of Business Research 
Turk, 7(3), 75-95. 
https://isarder.org/2015/vol.7_issue.3_article05_extensive_summary.pdf 

Avolio, B. J., & Gardner, W. L. (2005). Authentic leadership development: Getting to the root of 
positive forms of leadership. Leadership Quarterly, 16(3), 315-338. 
https://doi.org/10.1016/j.leaqua.2005.03.001 

Babcock-Roberson, M. E., & Strickland, O. J. (2010). The relationship between charismatic 
leadership, work engagement, and organizational citizenship behaviors. Journal of 
Psychology, 144(3), 313-326. https://doi.org/10.1080/00223981003648336 

Bakker, A. B., & Bal, M. P. (2010). Weekly work engagement and performance: A study among 
starting teachers. Journal of Occupational and Organizational Psychology, 83(1), 189-206. 
https://doi.org/10.1348/096317909X402596 

Bakker, A. B. & Leiter, M. P. (2010). Where to go from here: Integration and future research on 
work engagement. In A. B. Bakker & M. P. Leiter (Eds.), Work engagement: A handbook of 
essential theory and research (pp. 181-196). New York: Psychology Press. 
https://psycnet.apa.org/record/2010-06187-013 

Bao, Y., Li, C. & Zhao, H. (2018). Servant leadership and engagement: a dual mediation model. 
Journal of Managerial Psychology, 33(6), 406-417.  https://doi.org/10.1108/JMP-12-2017-0435 

Barbuto, J. E., Jr., & Wheeler, D. W. (2006). Scale Development and Construct Clarification of 
Servant Leadership. Group & Organization Management, 31(3), 300-326. 
https://doi.org/10.1177/1059601106287091 

Baron, R. M., & Kenny, D. A. (1986). The moderator-mediator variable distinction in social 
psychological research: Conceptual, strategic and statistical considerations. Journal of 
Personality and Social Psychology, 51(6), 1173-1182. 
https://doi.org/10.1108/1059601106287091  

Bass, B. M. (2000). The future of leadership in learning organizations. Journal of Leadership 
Studies, 7(3), 18-40. https://doi.org/10.1177/107179190000700302 

Bies, R. J. 2005. Are procedural justice and interactional justice conceptually distinct? In J. 
Greenberg & J. A. Colquitt (Eds.), Handbook of organizational justice (pp. 85-112). Mahwah, NJ: 
Lawrence Erlbaum Associates Publishers. https://psycnet.apa.org/record/2005-03594-003 

https://doi.org/10.1108/PR-11-2019-0617
https://www.jstor.org/stable/23267340
https://ssrn.com/abstract=2178276
https://doi.org/10.1016/S0749-5978(02)00030-4
https://doi.org/10.1007/978-3-319-14908-0_15
https://isarder.org/2015/vol.7_issue.3_article05_extensive_summary.pdf
https://doi.org/10.1016/j.leaqua.2005.03.001
https://doi.org/10.1080/00223981003648336
https://doi.org/10.1348/096317909X402596
https://psycnet.apa.org/record/2010-06187-013
https://doi.org/10.1108/JMP-12-2017-0435
https://doi.org/10.1177%2F1059601106287091
https://doi.org/10.1108/1059601106287091
https://doi.org/10.1177/107179190000700302
https://psycnet.apa.org/record/2005-03594-003


 

 

11 

 

Bies, R. J., & Moag, J. F. (1986). Interactional justice: Communication criteria of fairness. In R. J. 
Lewicki, B. H. Sheppard, & M. H. Bazerman (Eds.), Research on negotiations in organizations 
(Vol. 1, pp. 43-55). Greenwich, CT: JAI Press. 

Bies, R. J., & Shapiro, D. L. (1988). Voice and justification: Their influence on procedural fairness 
judgments. Academy of Management Journal, 31(3), 676-685. https://doi.org/10.5465/256465 

Cerit, Y. (2009). The effects of servant leadership behaviours of school principals on teachers’ job 
satisfaction. Educational Management Administration & Leadership, 37(5), 600-623. 
https://doi.org/10.1177/1071791900 

Chung, J. Y., Jung, C. S., Kyle, G. T., & Petrick, J. F. (2010). Servant leadership and procedural 
justice in the U.S. national park service: The antecedents of job satisfaction. Journal of Park 
& Recreation Administration, 28(3), 1-15. 
https://js.sagamorepub.com/jpra/article/view/1371 

Coetzer, M. F., Bussin, M., & Geldenhuys, M. (2017). The functions of a servant 
leader. Administrative Sciences, 7(1), 5. https://doi.org/10.3390/admsci7010005 

Cohen-Charash, Y., & Spector, P. E. (2001). The role of justice in organizations: A meta-
analysis. Organizational Behavior and Human Decision Processes, 86(2), 278-321. 
https://doi.org/10.1006/obhd.2001.2958 

Colquitt, J. A., Conlon, D. E., Wesson, M. J., Porter, C. O. L. H., & Ng, K. Y. (2001). Justice at 
the millennium: A meta-analytic review of 25 years of organizational justice research. Journal 
of Applied Psychology, 86(3), 425-445. https://doi.org/10.1037/0021-9010.86.3.425 

Colquitt, J. A., & Rodell, J. B. (2011). Justice, trust, and trustworthiness: A longitudinal analysis 
integrating three theoretical perspectives. Academy of Management Journal, 54(6), 1183-1206. 
https://doi.org/10.5465/amj.2007.0572 

Creswell, J. W. (2014). Research design: Qualitative, quantitative, and mixed methods approaches (4th ed.). 
Thousand Oaks, CA: Sage. 

Cropanzano, R., Bowen, D. E., & Gilliland, S. W. (2007). The management of organizational 
justice. Academy of Management Perspectives, 21(4), 34-48. 
https://doi.org/10.5465/amp.2007.27895338 

de Clercq, D., Bouckenooghe, D., Raja, U., & Matsyborska, G. (2014). Servant leadership and work 
engagement: The contingency effects of leader–follower social capital. Human Resource 
Development Quarterly, 25(2), 183-212. https://doi.org/10.1002/hrdq.21185 

de Sousa, M. J. C., & van Dierendonck, D. (2014). Servant leadership and engagement in a merge 
process under high uncertainty. Journal of Organizational Change Management, 27(6), 877-899. 
https://doi.org/10.1108/JOCM-07-2013-0133 

Deepa, S.M. (2020). The effects of organizational justice dimensions on facets of job engagement. 
International Journal of Organization Theory & Behavior, 23(4), 315-336. 
https://doi.org/10.1108/IJOTB-05-2019-0066 

Eva, N., Robin, M., Sendjaya, S., van Dierendonck, D., & Liden, R. C. (2019). Servant leadership: 
A systematic review and call for future research. Leadership Quarterly, 30(1), 111-132. 
https://doi.org/10.1016/j.leaqua.2018.07.004 

Eva, N., & Sendjaya, S. (2013). Creating future leaders: An examination of youth leadership 
development in Australia. Education and Training, 55(6), 584-598. 
https://doi.org/10.1108/ET-08-2012-0082 

Greenberg, J., & Baron, R. A. (2003). Behavior in Organization (7th ed.). Upper Saddle River, NJ: 
Prentice-Hall. 

Haar, J., Brougham, D., Roche, M., & Barney, A. (2017). Servant leadership and work engagement: 
The mediating role of work-life balance. New Zealand Journal of Human Resources 
Management, 17(2), 56-72. https://hdl.handle.net/10289/11707 

https://doi.org/10.5465/256465
https://doi.org/10.1177/1071791900
https://js.sagamorepub.com/jpra/article/view/1371
https://doi.org/10.3390/admsci7010005
https://doi.org/10.1006/obhd.2001.2958
https://doi.org/10.1037/0021-9010.86.3.425
https://doi.org/10.5465/amj.2007.0572
https://doi.org/10.5465/amp.2007.27895338
https://doi.org/10.1002/hrdq.21185
https://doi.org/10.1108/JOCM-07-2013-0133
https://doi.org/10.1108/IJOTB-05-2019-0066
https://doi.org/10.1016/j.leaqua.2018.07.004
https://doi.org/10.1108/ET-08-2012-0082
https://hdl.handle.net/10289/11707


 

 

12 

 

Hadiyani, S., Zahreni, S., & Ananda, F. (2018). Peranan keadilan organisasi terhadap employee 
engagement di masa perubahan organisasi. Talenta Conference Series: Local Wisdom, Social, and 
Arts (LWSA) (Vol. 1, No. 2, pp. 52-56). Medan, Indonesia: Universitas Sumatera Utara. 
https://doi.org/10.32734/lwsa.v1i2.208 

Hakanen, J. J., Bakker, A. B., & Schaufeli, W. B. (2006). Burnout and work engagement among 
teachers. Journal of School Psychology, 43(6), 495-513. 
https://doi.org/10.1016/j.jsp.2005.11.001 

Hair, J. F., Black, W. C., Babin, B. J., & Anderson, R. E. (2010). Multivariate data analysis: A global 
perspective (7th ed.). Upper Saddle River, NJ: Pearson Education. 

Hidayat, D., Maitimo, V. V., & Suwu, S. E. (2020). Increasing teachers’ work engagement through 
servant leadership, organizational culture, and job satisfaction. Jurnal Pendidikan dan 
Pengajaran, 53(1), 90-100. http://dx.doi.org/10.23887/jpp.v53i1.24911 

Ivani, I., Muchtar, B., & Rasyid, R. (2019). Effect of organizational justice, perceived organizational 
support and employee engagement to employee organizational citizenship behavior of 
regional secretariat of West Sumatra Province. Proceedings of the Third Padang International 
Conference on Economics Education, Economics, Business and Management, Accounting and 
Entrepreneurship (PICEEBA) (pp. 757-765). Atlantis Press. 
https://dx.doi.org/10.2991/piceeba-19.2019.83 

Kaya, B., & Karatepe, O. M. (2020). Does servant leadership better explain work engagement, 
career satisfaction and adaptive performance than authentic leadership?. International Journal of 
Contemporary Hospitality Management, 32(6), 2075-2095. https://doi.org/10.1108/IJCHM-05-
2019-0438 

Kernan, M. C., & Hanges, P. J. (2002). Survivor reactions to reorganization: Antecedents and 
consequences of procedural, interpersonal, and informational justice. Journal of Applied 
Psychology, 87(5), 916-928. https://doi.org/10.1037/0021-9010.87.5.916 

Liden, R. C., Wayne, S. J., Liao, C., & Meuser, J. D. (2014). Servant leadership and serving culture: 
Influence on individual and unit performance. Academy of Management Journal, 57(5), 1434-
1452. https://doi.org/10.11772001.2958 

Liden, R. C., Wayne, S. J., Zhao, H., & Henderson, D. (2008). Servant leadership: Development 
of a multidimensional measure and multi-level assessment. Leadership Quarterly, 19(2), 161–
177. https://doi.org/10.1016/j.leaqua.2008.01.006 

Ling, Q., Lin, M., & Wu, X. (2016). The trickle-down effect of servant leadership on frontline 
employee service behaviors and performance: A multilevel study of Chinese hotels. Tourism 
Management, 52, 341-368. https://doi.org/10.1016/j.tourman.2015.07.008 

Lu, L., Lu, C., Gursoy, D., & Neale, N. R. (2016). Work engagement, job satisfaction, and turnover 
intentions: A comparison between supervisors and line-level employees. International Journal 
of Contemporary Hospitality Management, 28(4), 737-761. https://doi.org/10.1108/IJCHM-
07-2014-0360 

Luthans, F. (2002). Positive organizational behavior: Developing and managing psychological 
strengths. Academy of Management Perspectives, 16(1), 57-72. 
https://doi.org/10.5465/ame.2002.6640181 

Lyu, X. (2016). Effect of organizational justice on work engagement with psychological safety as 
a mediator: Evidence from China. Social Behavior and Personality: An International 
Journal, 44(8), 1359-1370. https://doi.org/10.2224/sbp.2016.44.8.1359 

Macey, W. H., & Schneider, B. (2008). The meaning of employee engagement. Industrial and 
Organizational Psychology, 1(1), 3-30. https://doi.org/10.1111/j.1754-9434.2007.0002.x 

Matsunaga, M. (2008). Item parceling in structural equation modeling: A primer. Communication 
Methods and Measures, 2(4), 260-293. https://doi.org/10.1080/19312450802458935 

https://doi.org/10.32734/lwsa.v1i2.208
https://doi.org/10.1016/j.jsp.2005.11.001
http://dx.doi.org/10.23887/jpp.v53i1.24911
https://dx.doi.org/10.2991/piceeba-19.2019.83
https://doi.org/10.1108/IJCHM-05-2019-0438
https://doi.org/10.1108/IJCHM-05-2019-0438
https://doi.org/10.1037/0021-9010.87.5.916
https://doi.org/10.11772001.2958
https://doi.org/10.1016/j.leaqua.2008.01.006
https://doi.org/10.1016/j.tourman.2015.07.008
https://doi.org/10.1108/IJCHM-07-2014-0360
https://doi.org/10.1108/IJCHM-07-2014-0360
https://doi.org/10.5465/ame.2002.6640181
https://doi.org/10.2224/sbp.2016.44.8.1359
https://doi.org/10.1111/j.1754-9434.2007.0002.x
https://doi.org/10.1080/19312450802458935


 

 

13 

 

Murwani, F. D., Soetjipto, B. E., Bernandus, D., Antonio, T., Djatmika, E. T., Hermawan, A., & 
Suryaman, S. (2017). Psychometric properties of the Indonesian version of the academic 
self-concept and the entrepreneurial self-efficacy scales. International Journal of Economic 
Research, 14(16), 269-280. https://dspace.uc.ac.id/handle/123456789/1242 

Nabatchi, T., Bingham, L. B., & Good, D. H. (2007). Organizational justice and workplace 
mediation: A six-factor model. International Journal of Conflict Management, 18(2), 148-174. 
https://doi.org/10.1108/10444060710759354 

Northouse, P. G. (2013). Leadership: Theory and practice (6th ed.). Thousand Oaks, CA: Sage 
Publications, Inc. 

Ohiorenoya, J. O., & Eguavoen, E. O. (2019). Influence of organizational justice on employee 
engagement in tertiary institutions in Edo State, Nigeria. European Scientific Journal, 15(28), 
56-75. https://core.ac.uk/download/pdf/328026718.pdf 

Özer, Ö., Uğurluoğlu, Ö., & Saygili, M. (2017). Effect of organizational justice on work 
engagement in healthcare sector of Turkey. Journal of Health Management, 19(1), 73-83. 
https://doi.org/10.1177/0972063416682562 

Park, Y., Song, J. H., & Lim, D. H. (2016). Organizational justice and work engagement: The 
mediating effect of self-leadership. Leadership and Organization Development Journal, 37(6), 
711-729. https://doi.org/10.1108/LODJ-09-2014-0192 

Parris, D. L., & Peachey, J. W. (2013). A systematic literature review of servant leadership theory 
in organizational contexts. Journal of Business Ethics, 113(3), 377-393. 
https://doi.org/10.1007/s10551-012-1322-6 

Preacher, K. J., & Leonardelli, G. J. (2001). Calculation for the Sobel test: An interactive calculation tool for 
mediation tests. Available at http://quantpsy.org/sobel/sobel.htm. 

Riquelme, H. E., Rios, R. E., & Gadallah, A. S. (2019). The influence of servant leadership on an 
organization’s serving-driven capabilities in a Kuwaiti bank environment. International Journal 
of Bank Marketing, 38(3), 692-717. https://doi.org/10.1108/IJBM-08-2019-0280 

Riza, D. A., Satria, I., & Zaitul, Z. (2019). Pengaruh servant leadership terhadap komitmen pada 
perubahan: Keadilan organisasi sebagai mediasi Prosiding Simposium Nasional Magister 
(SINMAG) (Vol. 2, No. 2). 
https://ejurnal.bunghatta.ac.id/index.php/sinmag/article/view/15804 

Robbins, S. P., & Judge, T. A. (2013). Organizational Behavior (15th ed.). Upper Saddle River, NJ: 
Prentice-Hall. 

Sabeen, Z. (2012) Managerial leadership and interactional justice perceptions: An exploratory 
study. African Journal of Business Management, 6(45), 11213-11220. 
https://doi.org/10.5897/AJBM11.2421 

Saks, A. M. (2006). Antecedents and consequences of employee engagement. Journal of Managerial 
Psychology, 21(7), 600-619. https://doi.org/10.1108/02683940610690169 

Saremi, S. (2015). The impact of servant leadership on job outcomes: The mediating role of work 
engagement. Thesis (M.S.), Eastern Mediterranean University, Institute of Graduate Studies and 
Research, Faculty of Tourism. Gazimağusa: North Cyprus. http://hdl.handle.net/11129/2868 

Schaufeli, W. B., & Bakker, A. B. (2004). Job demands, job resources, and their relationship with 
burnout and engagement: A multi-sample study. Journal Of Organizational Behavior, 25(3), 
293-315. https://doi.org/10.1002/job.248 

Schaufeli, W. B., Bakker, A. B., & Salanova, M. (2006). The measurement of work engagement 
with a short questionnaire: A cross-national study. Educational and Psychological 
Measurement, 66(4), 701-716. https://doi.org/10.1177/0013164405282471 

Schwarz, G., Newman, A., Cooper, B., & Eva, N. (2016). Servant leadership and follower job 
performance: The mediating effect of public service motivation. Public Administration, 94(4), 
1025-1041. https://doi.org/10.1111/padm.12266 

https://dspace.uc.ac.id/handle/123456789/1242
https://doi.org/10.1108/10444060710759354
https://core.ac.uk/download/pdf/328026718.pdf
https://doi.org/10.1177/0972063416682562
https://doi.org/10.1108/LODJ-09-2014-0192
https://doi.org/10.1007/s10551-012-1322-6
http://quantpsy.org/sobel/sobel.htm
https://doi.org/10.1108/IJBM-08-2019-0280
https://ejurnal.bunghatta.ac.id/index.php/sinmag/article/view/15804
https://doi.org/10.5897/AJBM11.2421
https://doi.org/10.1108/02683940610690169
http://hdl.handle.net/11129/2868
https://doi.org/10.1002/job.248
https://doi.org/10.1177/0013164405282471
https://doi.org/10.1111/padm.12266


 

 

14 

 

Septiani, F., & Arwiyah, Y. (2018). Pengaruh organizational justice terhadap employee engagement: 
Studi di SMP Muhammadiyah 6 Bandung. eProceedings of Management, 5(3), 3951-3956. 
https://openlibrarypublications.telkomuniversity.ac.id/index.php/management/article/vie
w/8229 

Sousa, M., & van Dierendonck, D. (2017). Servant leadership and the effect of the interaction 
between humility, action, and hierarchical power on follower engagement. Journal of Business 
Ethics, 141(1), 13-25. https://doi.org/10.1007/s10551-015-2725-y 

Srimulyani, V. A. (2016). Analisis pengaruh integrative leadership terhadap organizational justice, 
employee engagement dan organizational citizenship behavior. Jurnal Manajemen Teori dan 
Terapan, 9(2), 128-144. http://dx.doi.org/10.20473/jmtt.v9i2.3018 

Strom, D. L., Sears, K. L., & Kelly, K. M. (2014). Work engagement: The roles of organizational 
justice and leadership style in predicting engagement among employees. Journal of Leadership 
& Organizational Studies, 21(1), 71-82. https://doi.org/10.1177%2F1548051813485437 

Tuckey, M. R., Bakker, A. B., & Dollard, M. F. (2012). Empowering leaders optimize working 
conditions for engagement: A multilevel study. Journal of Occupational Health Psychology, 17(1), 
15-27. https://doi.org/10.1037/a0025942 

van Dierendonck, D. (2011). Servant leadership: A review and synthesis. Journal of 
Management, 37(4), 1228-1261. https://doi.org/10.1177%2F0149206310380462 

Walumbwa, F. O., Avolio, B. J., Gardner, W. L., Wernsing, T. S., & Peterson, S. J. (2008). Authentic 
leadership: Development and validation of a theory-based measure. Journal of 
Management, 34(1), 89-126. https://doi.org/10.1177%2F0149206307308913 

Walumbwa, F. O., Hartnell, C. A., & Oke, A. (2010). Servant leadership, procedural justice climate, 
service climate, employee attitudes, and organizational citizenship behavior: A cross-level 
investigation. Journal of Applied Psychology, 95(3), 517-529. https://doi.org/10.1037/a0018867 

Wong, P. T., & Page, D. (2003). Servant leadership: An opponent-process model and the revised 
servant leadership profile. Proceedings of the Servant Leadership Research Roundtable (pp. 1-11).   
https://citeseerx.ist.psu.edu/viewdoc/download?doi=10.1.1.467.1812&rep=rep1&type=
pdf 

Xanthopoulou, D., Bakker, A. B., Demerouti, E., & Schaufeli, W. B. (2009a). Reciprocal 
relationships between job resources, personal resources, and work engagement. Journal of 
Vocational behavior, 74(3), 235-244. https://doi.org/10.1016/j.jvb.2008.11.003 

Xanthopoulou, D., Bakker, A. B., Demerouti, E., & Schaufeli, W. B. (2009b). Work engagement 
and financial returns: A diary study on the role of job and personal resources. Journal of 
Occupational and Organizational Psychology, 82(1), 183-200. 
https://doi.org/10.1348/096317908X285633 

Zehir, C., Akyuz, B., Eren, M. S., & Turhan, G. (2013). The indirect effects of servant leadership 
behavior on organizational citizenship behavior and job performance: Organizational justice 
as a mediator. International Journal of Research in Business and Social Science, 2(3), 1-13. 
https://doi.org/10.20525/ijrbs.v2i3.68 

Zhu, W., Avolio, B. J., & Walumbwa, F. O. (2009). Moderating role of follower characteristics 
with transformational leadership and follower work engagement. Group & Organization 
Management, 34(5), 590-619. https://doi.org/10.1177%2F1059601108331242 

 
 

https://openlibrarypublications.telkomuniversity.ac.id/index.php/management/article/view/8229
https://openlibrarypublications.telkomuniversity.ac.id/index.php/management/article/view/8229
https://doi.org/10.1007/s10551-015-2725-y
http://dx.doi.org/10.20473/jmtt.v9i2.3018
https://doi.org/10.1177%2F1548051813485437
https://doi.org/10.1037/a0025942
https://doi.org/10.1177%2F0149206310380462
https://doi.org/10.1177%2F0149206307308913
https://doi.org/10.1037/a0018867
https://citeseerx.ist.psu.edu/viewdoc/download?doi=10.1.1.467.1812&rep=rep1&type=pdf
https://citeseerx.ist.psu.edu/viewdoc/download?doi=10.1.1.467.1812&rep=rep1&type=pdf
https://doi.org/10.1016/j.jvb.2008.11.003
https://doi.org/10.1348/096317908X285633
https://doi.org/10.20525/ijrbs.v2i3.68
https://doi.org/10.1177%2F1059601108331242


3. Bukti submit ulang artikel dan artikel yang disubmit (16 Juli 2021) 

 

 

 

 

 

 

 

 

 



5. Hasil review (Revisi minor) (15 September 2021) 

 

 

 

 

 

 

 



 
 

  

Academic Journal of Interdisciplinary Studies 
 

ISSN 2281-3993 (print) ISSN 2281-4612 (online) 
 

PAPER REVIEW FORM                                                  

This Journal is 
indexed by 

 

Referee             :   - 

First author     :   Yustinus Budi Hermanto 
                                                                                  
Title                  :  The Relationship between Servant Leadership and Work Engagement: an 

Organizational Justice as a Mediator 
 
  
Note: The name of referee will be deleted when this report is sent back to the author(s).  

Comments About Paper: 

  
Aspects of the paper Questions Need 

revision? 

Abstract 
• The aim and scope of the paper are clearly stated 

in the abstract. No 

Introduction 

• The introduction provides relevant background 
information and the main issue is contextualized 
clearly.  

• The scope, context, and significance of the 
research have been conducted by summarizing 
current understanding and background 
information about the topic, stating the purpose 
of the work.  It is explained briefly the 
methodological approach used to examine the 
research problem, highlighting the potential 
outcomes of the study that can reveal. 

No  
 

Review of literature 
and Theoretical 

framework 

•  The review of the existing literature covers all 
relevant aspects of the study and the problem is 
established clearly in the literature review. 

No  

Research design and 
methods 

• The methodology is clear and supported by 
literature. The method used is appropriate to 
the objective of the study and it is reliable for 
the interpretation of results and findings.    

No 

Data collection • The Instrument used for data collection in this 
research is appropriate for the study. No 

Discussion, Findings 
And interpretation 

• Results and findings are interpreted in the light of 
the literature, the terms used are clear for the 
general audience and readers.  

• The language of the paper is simple, cohesive and 
free from jargons.     

No 
 



References 
• The literature is based on various studies and 

integrated within the body of the paper. No 

Paper Guidelines 
• The paper is written according to the paper 

guidelines. No 
 

 
 
The paper is well written, I appreciate the methodology and data analysis. I think the paper 
will be a good value for the scientific community. 
 
The paper needs revision for typeset and grammatical errors. Pay attention to punctuation 
as well.  See for example in the abstract This study aimed to verifiy (verify is the 
correct word) 
Include the tables into the text. 
 
Based on the above comments I recommend this paper for publication after corrections. 
 
RECOMMENDATION  
  
 
   
 
 
 
 

(*) The reasons for the paper rejection must be clearly stated. 

Publish as it is.  
Publish with the minor revision noted above.  √ 
Publish with major revision noted above  
Reject (*)  

What should you do? (If your paper was not rejected)  
 
 Revise the paper according to the reviewer’s comments (if applicable)  
 All authors must agree on the publication; such an agreement should be communicated via e-mail.  
 You have to pay a publication fee of GBP 1180, which includes the shipment of one hard copy of     
       the journal. Payment details will be sent to you via e-mail.   
      We accept payments by:1) credit or debit card through PAYPAL; 2) Bank Transfer; 3) Western Union. 
 Please notify the Editor when payment has been made and provide the complete postal address where  
       you want to receive the hard copy.  

Proposed Schedule for Publication  
  
 Vol. 11, No. 1, January 2022, if you meet the above requirements by 30.10.2021 
 You may also ask to postpone the publication of the paper, if you need more time for revision or payment.  

Additional Information  
 
 You (the corresponding author, or first author) will receive one hard copy (for each paper) 
       of the journal, with no additional costs. 
 If you wish to receive additional hard copies, there is a charge of GBP 100 for each additional copy 
shipment included. 
 You may download all our e-journals in PDF from: www.richtmann.org  free of charge.  
 For any further questions please do contact the Editorial Office at ajis@richtmann.org  

http://www.richtmann./
mailto:ajis@richtmann.org


 

 

____  

Academic Journal of Interdisciplinary Studies 
 
Editorial Office  
 
Richtmann Publishing Ltd, 
Registered In England and Wales 
Reg. No. 09517713, VAT No. 389 0350 75 
Reg. Office: Office 1, Forest House Business Centre, 
8 Gainsborough Road,  
London, England, E11 1HT 
Web: https://www.richtmann.org     
E-mail: ajis@richtmann.org  
  
  

https://www.richtmann.org/
mailto:ajis@richtmann.org


 

 

 ACCOUNT 
DETAILS 

 
AJIS Journal 
Thinking the future! 

   

     
Richtmann Publishing Ltd, 
Registered in England and Wales 
Reg. No. 09517713, VAT No. 389 0350 75 
Reg. Office: Office 1, Forest House Business Centre, 
8 Gainsborough Road,  
London, England, E11 1HT 

   

 

 
 

Please choose one of the accounts below to complete the payment: 
 

• For payments with credit or debit cards through PAYPAL please go in the link 
below: 

 
http://www.richtmann.org/journal/index.php/ajis/information/authors  
 

 

• For payment by Bank transfer please use the following bank details: 
 
 

Account name 
RICHTMANN PUBLISHING 
Business address: 
Office 1, Forest House Business Centre, 
8 Gainsborough Road, London, 
England, E11 1HT 
Account number 
24708755 
Sort code : 5 0 - 3 0 - 0 9 
IBAN : GB53NWBK50300924708755 
BIC : NWBKGB2L 
Bank Name and address: 
National Westminster Bank (NatWest) 
218 Upper Street  
Islington  
London  
Zip code: N1  1RR 

 
 
 

ATTENTION: Please, clearly specify the invoice number and/or the corresponding author name and the 
purpose of payment (e.g. Payment for article publication) when you make the payment. 

IMPORTANT: To be mentioned in payment details: Name and surname of the author/s for whom 
the payment is made for! 

Publication fee: GBP 1180* or equivalent in EUR/USD (one hard copy and shipment included) 

Extra copies are charged GBP 100 per copy. 

* Only one paper per author will be accepted for publication in the same issue. 

http://www.richtmann.org/journal/index.php/ajis/information/authors


���� �����	�
 ���
������
���������������������

����
������
������
��� ���!�
"����"����

juli.us23@outlook.com
Typewritten text
8. Publikasi online 5 Maret 2022





�

����

�����		�
�������
������������
��

���������������������������� 
�������������!�
�"�������������#������

���������������������������� 
�������������!�
�"�������������#������

���$��%%&�����'%	
�()*!	%�+�� �
�� 

)	

, - ,

.



�

�

�����������	
��
�������	�����

�����������������

���� !�"�#$����
!%



�����������

����	
�����

����
���������

�������


	RECOMMENDATION 

