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ABSTRACT

In non-profit organizations (NPOs), work-life balance (WLB) activities are essential to the success of
the organization and the well-being of its employees. This review of the literature investigates the
state of WLB practices in non-profit organizations today and looks at how they affect worker
happiness and performance. The study examines a wide range of actions, including the creation of
official policies promoting WLB and flexible work schedules. Results show a persistent positive
relationship between improved employee performance and satisfaction and successful WLB
deployment. One important component influencing the connection between WLB and performance
is supervisor support. The report also highlights challenges including financial limitations and
resistance to change, while also identifying effective practices like flexible scheduling, supportive
workplace culture, and leadership involvement. These findings have ramifications for non-profit
organizations that highlight the significance of giving customized WLB programs top priority to
develop a motivated and well-rounded workforce. This analysis offers insights for organizational
leaders, legislators, and researchers, adding to the growing conversation on work-life balance in the
nonprofit sector.

Keywords: Work-life balance, Non-profit organizations, Employee performance, Employee
satisfaction, Organizational well-being

INTRODUCTION

A unique place in the socioeconomic landscape is held by non-profit organizations (NPOs),
which are motivated by a mission-centric strategy to address societal issues. The dedication and
enthusiasm of these organizations' employees are crucial to their success and efficacy. The
conversation around work-life balance, or WLB, has been more widespread in recent years.
However, the investigation of WLB becomes even more crucial in the particular setting of not-for-
profit organizations, where the stakes are high and the demands are frequently emotional [1], [2],
(31, [4], [5]-

A detailed analysis of the fundamental characteristics of the non-profit sector is necessary to
comprehend the dynamics of WLB implementation in these kinds of organizations. In contrast to
their profit-driven rivals, non-profit organizations frequently function with restricted resources,
mostly depending on the commitment of staff members driven by a sense of mission as opposed to
monetary rewards. In this situation, keeping a resilient, driven, and engaged staff depends on

striking a balance between work obligations and personal goals [6], [7], [8].
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This study aims to elucidate the intricate correlation between work-life balance initiatives,
employee satisfaction, and performance in non-profit organizations. Three primary goals are the
focus of this study:

a. To assess how work-life balance is currently being implemented in non-profit
organizations. The purpose of this study is to present a comprehensive picture of the
techniques employed by non-profit organizations to address the requirements of their
employees about work-life balance. This will be achieved by looking at current
practices, policies, and interventions.

b. Examine how work-life balance affects employee happiness and performance in the
nonprofit industry. This study investigates the relationship between work-life balance
and employee outcomes, looking for trends, correlations, and possible causes. The
purpose of this study is to determine the effects of a balanced work-life strategy on
employees' performance and job satisfaction in non-profit settings.

c. Determine the best methods and difficulties in putting work-life balance programs into
action in non-profit organizations. Understanding that there are obstacles in the way of
a successful WLB implementation, this study attempts to shed light on effective tactics
and typical problems non-profit organizations encounter. By doing this, the research
hopes to offer organizations looking to enhance work-life balance within their

particular operational context’s useful advice.

LITERATURE REVIEW
Work-Life Balance in Non-Profit Organizations

In recent organizational literature, work-life balance (WLB) has received a lot of attention.
At non-profit organizations (NPOs), where employees are frequently motivated by passion
and dedication, striking a healthy balance between work and personal obligations takes on
particular importance. Academics have emphasized how crucial it is to understand the
unique opportunities and difficulties that NPOs have when putting WLB initiatives into
practice. The emotional and frequently erratic nature of the profession, together with the

budgetary constraints, necessitate customized strategies to support employees' well-being.

Scholars who have focused on the importance of organizational commitment in promoting
work-life balance include [9], [10], [11]. This dedication is especially important in the non-
profit sector, where employees are probably driven more by a feeling of purpose than by
money. Comprehending the role that organizational commitment plays in WLB in the non-
profit setting lays the groundwork for examining the ensuing effects on worker satisfaction

and performance.
Importance of Work-Life Balance for Employee Performance

In organizational psychology, the relationship between work-life balance and worker
performance is well-established. Performance is severely impacted in the non-profit
industry, where workers frequently face intense emotional demands and difficult
workloads. According to research by [12], [13], [14], workers are more likely to display good
organizational behaviors that lead to improved performance outcomes if they feel that work

and home life are more balanced.
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Additionally, research conducted in 2013 by Allen et al. has emphasized the importance of
supervisor assistance in promoting work-life balance. It is critical to comprehend how
supervisor support affects WLB and, in turn, performance in the non-profit setting, where

employees may encounter particular pressures due to the nature of their work.
Impact on Employee Satisfaction

A crucial aspect in determining the success of an organization is employee satisfaction,
which affects things like retention rates and general morale. Studies conducted in the
nonprofit sector have shed light on the relationship between work-life balance programs
and higher employee satisfaction. According to a [15], [16], [17], there is a positive
association between these factors since employees who felt they had a better work-life
balance also reported having greater levels of job satisfaction.

Furthermore, a closer look at how work-life balance affects general well-being as well as job
satisfaction is necessary due to the emotional labor that comes with working for nonprofit
organizations. According to the literature, workers for nonprofit organizations that enjoy a
better work-life balance may be better able to handle the emotional demands of their jobs,
which could result in higher levels of job satisfaction overall.

Challenges in Implementing Work-Life Balance in Non-Profits

Even though work-life balance has many advantages for nonprofit organizations, putting
such efforts into practice is not without its difficulties. Particular difficulties arise from a lack
of resources, money, and the frequently erratic nature of the labor itself. Research by [18],
[19], [20] emphasizes the necessity of successfully navigating these obstacles and highlights
the possibility that a one-size-fits-all strategy may not be appropriate for the wide variety of

jobs found in non-profit organizations.

The effective execution of work-life balance programs can also be hampered by a culture
that promotes overwork and resistance to change. Identifying the obstacles non-profits
encounter in fostering a well-rounded workplace is crucial to develop tactics that cater to

the particular requirements of the industry.
Best Practices in Work-Life Balance Implementation

Several nonprofit organizations have effectively implemented work-life balance initiatives
despite the obstacles. Analyzing case studies of businesses that have succeeded in
encouraging a harmonious work-life balance might yield insightful information. According
to research by [16], [21], encouraging work-life balance at non-profits requires flexible work

schedules, open communication about expectations, and a positive organizational culture.

The research also emphasizes how important leadership is in promoting work-life balance.
Businesses that place a high priority on and serve as role models for a healthy work-life
balance are more likely to foster an environment where workers feel encouraged to do the

same.

METHODS

Research Design

This study adopts a comprehensive literature analysis approach to investigate the
implementation of work-life balance (WLB) in non-profit organizations and its subsequent impact
on employee performance and satisfaction. A systematic review of academic journals, books, and

Vol. 1, No. 01, January, 2024: pp. 25~32


https://north-press.com/index.php/snhss

Sciences du Nord Humanities and Social Sciences 28

reputable sources will be conducted to gather relevant information on WLB initiatives within the
non-profit sector. This research design allows for a thorough examination of existing literature,
enabling a nuanced understanding of the current state of WLB implementation and its implications.

Data Collection

The data collection process involves a meticulous review of published literature from
diverse sources. The study will utilize databases such as PubMed, JSTOR, Google Scholar, and other
academic repositories to identify relevant articles and studies. Keywords including "work-life
balance," " employee performance,” and "employee satisfaction" will
guide the search process. This broad search strategy ensures a comprehensive collection of literature
pertinent to the study's objectives.

Inclusion and Exclusion Criteria

"on

non-profit organizations,

To maintain the focus and relevance of the literature analysis, specific inclusion and
exclusion criteria are applied. The study will consider publications from the last decade (2014-2024)
to capture recent developments and trends. Only peer-reviewed articles, academic publications, and
books will be included, ensuring the reliability and credibility of the information gathered. Non-
English language articles will be excluded due to limitations in translation capabilities.

Search Strategy

The search strategy involves a combination of keywords and Boolean operators to refine the
literature selection process. Initial searches will include broad terms such as "work-life balance in
non-profits," followed by more specific queries like "WLB strategies for non-profit employees" or
"impact of work-life balance on non-profit performance." This iterative process aims to cast a wide
net initially and then narrow down to more targeted and relevant literature.

Data Analysis

Upon gathering relevant literature, a systematic analysis will be conducted to identify
patterns, themes, and correlations. A thematic analysis approach will be employed, allowing for the
identification of recurring concepts related to WLB implementation in non-profits and its impact on
employee performance and satisfaction. This method facilitates the extraction of meaningful insights

from diverse sources, contributing to a comprehensive understanding of the research questions.
RESULTS AND DISCUSSION

Current Status of Work-Life Balance Implementation

A thorough summary of the various work-life balance (WLB) strategies used by non-profit
organizations (NPOs) is given by the literature analysis. Recognizing the special difficulties faced by
workers in the nonprofit sector and stressing the need for adaptable solutions is a recurring issue.
One of the most prominent strategies is the use of flexible work schedules. Flexible working hours
enable non-profit employees—who frequently manage demanding roles—to successfully manage
their personal and professional obligations. Furthermore, non-profit organizations often adopt
telecommuting policies in recognition of the advantages associated with remote work arrangements.
This flexibility is in line with the changing nature of work as well as meeting the varied needs of the
workforce. NPOs also use reduced workweeks and part-time job arrangements as ways to
accommodate people with different lives and preferences.

A trend that can be clearly seen in the literature research is the formal organizational rules
that non-profits are establishing to facilitate work-life balance. These policies cover a variety of
actions meant to advance the welfare of the workforce. Initiatives like paid time off, family leave,
and wellness programs are aimed at addressing the unique problems that employees of non-profit
organizations experience. The implementation of such rules is indicative of non-profit organizations'
deliberate efforts to foster an atmosphere that values and acknowledges the requirements of their
staff in terms of work-life balance. NPOs demonstrate their dedication to building a positive
workplace culture that puts an emphasis on worker satisfaction and general well-being by
institutionalizing these measurements.
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The literature emphasizes how non-profits need to carefully balance the demands of their
mission-driven work with the realities of putting work-life balance initiatives into action. Although
employees' innate enthusiasm is what propels the industry, it can also encourage workers to put in
excessively long hours. As a result, the difficulty is in coordinating the practical application of
policies that support a positive work-life balance with the dedication to the objective. According to
the research, effective non-profits strike this careful balance by implementing procedures that
acknowledge staff members' commitment while allowing for the flexibility needed to avoid burnout
and guarantee continued performance.

Nonprofit organizations show a readiness to try out different work-life balance strategies.
Although flexible work arrangements are generally accepted, different organizations have different
approaches to implementing them. Some place a high priority on working remotely and use
technology to make communication and teamwork easier. Others concentrate on developing a
welcoming workplace that respects workers' personal lives. The variety of strategies demonstrates
that nonprofits understand the unique demands of their workforce and are prepared to customize
solutions to address those needs.

Effect on Worker Efficiency

An examination of the literature shows that work-life balance (WLB) initiatives and
employee performance in non-profit organizations (NPOs) are positively correlated. Workers at
nonprofit organizations that feel they have a good work-life balance are more dedicated, engaged,
and productive. The adaptability provided by different WLB techniques greatly lowers burnout and
improves general job performance. These results are supported by research by [22], which highlights
the beneficial effects of a balanced work-life approach on organizational behaviors. When provided
with excellent work-life balance (WLB) techniques, nonprofit employees exhibit greater dedication
as they are driven by a sense of mission rather than financial incentives.

Support from supervisors plays a crucial role in determining how work-life balance and
employee performance relate to each other in non-profit organizations. Workers are more likely to
perform at their best when they feel that their managers are rooting for them when they try to strike
a work-life balance. This is consistent with the relational model of work-life balance (WLB) put forth
by [9], [10], [11], which highlights the role that social support plays in attaining a healthy work-life
balance. Furthermore, in the distinct setting of nonprofit organizations, where devotion to the cause
and emotional labor are common, supervisor support turns into a critical driver of long-term success.
Supervisors' encouragement and effective communication are essential for retaining a motivated and
productive staff.

Research shows that work-life balance has a particularly beneficial effect on employee
performance when it comes to reducing burnout, which is a major issue in the nonprofit sector.
Employees at nonprofit organizations frequently work in emotionally taxing environments,
therefore putting WLB methods into practice helps prevent burnout. Decreased burnout
subsequently leads to sustained performance, enabling staff members to stay committed to the goals
of their organizations. One such factor that improves worker performance is the independence and
adaptability provided by work-life programs. Being able to regulate one's work surroundings and
schedule gives one a sense of control and improves job performance. There is a positive correlation
between employee autonomy and creativity, innovation, and general performance of non-profit
organizations in achieving their purposes.

Impact on Employee Satisfaction

Research has repeatedly shown that work-life balance (WLB) initiatives and employee
happiness in non-profit organizations (NPOs) are positively correlated. Employee job satisfaction is
higher when they feel that there is a better balance between their personal and professional lives.
This study highlights the general significance of WLB in enhancing overall job satisfaction and is
consistent with larger organizational psychology research. Research shows that a closer look at how
work-life balance affects job satisfaction is necessary due to the emotional labor that is inherent in
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non-profit work. Employees of nonprofit organizations who work in emotionally taxing roles find
fulfillment in the organizational efforts to meet their WLB requirements. For NPOs hoping to keep
a content and committed staff, the favorable relationship between WLB and job satisfaction is crucial.

Work-life balance affects not just employee satisfaction but also more general organizational
outcomes, such morale and retention. Employee morale is higher in nonprofit organizations that
prioritize and fund WLB projects. These measures foster a supportive work environment that
enhances overall job satisfaction by fostering a sense of dedication and belonging. Moreover,
research continuously shows that contented workers are more inclined to stick with a company.
Improved job satisfaction in non-profits is positively correlated with higher employee retention
rates, which is an important consideration for organizations that greatly depend on the commitment
and enthusiasm of their workers. The beneficial effect on retention is especially noteworthy in the
non-profit sector, where adherence to long-term organizational objectives and consistency are
critical.

The literature highlights the importance of work-life balance in promoting employees'
emotional wellbeing, particularly in light of the emotional demands of working for nonprofit
organizations. Higher levels of overall satisfaction are seen in nonprofit organizations that
acknowledge and treat the emotional toll that their workers' work takes through WLB efforts.
Beyond improving job satisfaction, the beneficial effects on emotional well-being also have an impact
on the general quality of life for non-profit personnel. The results indicate that work-life activities
are essential for fostering a positive organizational culture in non-profit organizations. Businesses
that put employee happiness first by implementing efficient WLB procedures foster a culture of
gratitude, encouragement, and dedication. This encouraging atmosphere then serves as a reinforcer,
improving general well-being and job satisfaction even more.

Best Practices and Challenges

The literature review emphasizes the value of unambiguous expectations and
communication as a best practice for implementing work-life balance (WLB) in non-profit
organizations (NPOs). Employers who successfully communicate expectations and clearly explain
WLB policies foster an environment where workers feel empowered and knowledgeable. Well-
defined policies help ensure that work-life balance (WLB) practices are successfully adopted and
integrated, promoting a work-life culture. One important best practice that shines out in non-profit
environments is flexibility in employment arrangements. Offering flexible work schedules, reduced
workweeks, and remote work choices to suit employees' diverse needs and preferences enables them
to successfully manage their personal and professional obligations. Businesses that put flexibility
first are better able to draw in and keep a motivated, diverse workforce.

One essential best practice that has been recognized is the creation of an encouraging
workplace culture. This starts at the top and spreads across the entire company as a dedication to
work-life balance modeled by the leadership. Employers who value and cultivate a positive work
environment understand that employee well-being is essential to the accomplishment of the
organization's goals. Both overall organizational effectiveness and work satisfaction are raised by
this strategy. An excellent practice for WLB initiatives is effective leadership participation. Work-life
balance is actively supported and championed by leadership in organizations, which fosters a sense
of value among employees. A culture where employee happiness and well-being are given priority
is fostered by leaders who emphasize and model WLB actions.

One major issue that arises when implementing work-life balance efforts in non-profit
organizations is financial limits. Organizations may not be able to invest as much in comprehensive
WLB programs due to limited resources, which could result in differences in the initiatives'
accessibility and availability. For NPOs looking to improve employee well-being, striking a balance
between dedication to mission-driven work and financial realities presents a big problem.
Cultivating a work climate that values work-life balance is hampered by resistance to change. Non-
profit organizations may have deeply rooted cultures that elevate excessive work as evidence of
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commitment. It will take a conscious effort to overcome opposition and establish a space where
workers feel empowered to put their well-being first without worrying about criticism or retaliation
to change these cultural norms.

The heterogeneous nature of non-profit roles makes it difficult to customize work-life
balance strategies to meet the unique requirements of various occupations. The specific difficulties
that workers in different professions encounter may not be adequately addressed by one-size-fits-all
solutions, therefore businesses must develop flexible and adaptive methods that take into account
the varied requirements of work-life balance. Maintaining a mission focus while putting work-life
balance efforts into action is a delicate task that has been noted in the literature. Driven by committed
and passionate individuals, non-profit organizations need to find a way to reconcile fulfilling their
charitable aims with taking care of their employees. For non-profits, ensuring that WLB practices
complement and support the organization's objective without sacrificing commitment is a constant
issue.

Implications for Non-Profit Organizations

The synthesis of findings has significant implications for non-profit organizations.
Recognizing the positive impact of work-life balance on both employee performance and
satisfaction, non-profits are encouraged to prioritize and invest in tailored initiatives. The
establishment of formal policies, fostering a supportive organizational culture, and addressing
challenges specific to the sector can contribute to a more balanced and motivated workforce.
Recommendations for Future Research

While the literature provides valuable insights, areas warranting further exploration include
the long-term effects of work-life balance initiatives, the role of technology in facilitating flexible
work arrangements, and the impact of generational differences on perceptions of WLB within non-
profit organizations. Studies examining the effectiveness of interventions in diverse cultural and
regional contexts would enrich the understanding of work-life balance dynamics in the sector.

CONCLUSION

In conclusion, this literature analysis illuminates the significance of work-life balance in non-
profit organizations and its profound impact on employee performance and satisfaction. The
exploration of current practices reveals a dynamic landscape where NPOs adopt diverse strategies
to address the unique challenges faced by their workforce. Positive correlations between effective
work-life balance and heightened performance and job satisfaction are consistently observed.
Supervisor support emerges as a pivotal factor, underscoring the importance of leadership in
creating a supportive work environment. Best practices, including clear communication and flexible
work arrangements, offer practical insights for organizations seeking to enhance WLB. However,
challenges such as financial constraints and resistance to change necessitate strategic approaches.
The implications for non-profit organizations emphasize the need for tailored initiatives that
prioritize employee well-being. As non-profits navigate the delicate balance between mission-driven
work and workforce satisfaction, this study serves as a guide for fostering a work environment that
aligns with organizational goals while nurturing a dedicated and fulfilled workforce.

REFERENCES

[1] G. M. Agraz-Boeneker and ..., “Heterogeneity and the Origin of the Founding Team: How the Concepts Relate and
Affect Entrepreneurial Behavior,” Entrepreneurship and the ..., 2018, doi: 10.1007/978-3-319-89336-5_3.

[2] B. W. Respati, M. Thwanudin, and M. Kurniawati, “Pengaruh Kualitas Kehidupan Kerja dan Keseimbangan

Kehidupan Kerja Terhadap Performa Karyawan: Peran Mediasi Kepuasan Kerja,” Jurnal Manajerial, vol. 10, no. 02,
p- 179, 2023, doi: 10.30587/jurnalmanajerial.v10i02.5363.

[3] L. Bellmann and O. Hiibler, “Working from home, job satisfaction and work-life balance-robust or heterogeneous
links?,” Int ] Manpow, vol. 42, no. 3, pp. 424-441, 2021.

[4] Y.-Y. Hsu, C.-H. Bai, C.-M. Yang, Y.-C. Huang, T.-T. Lin, and C.-H. Lin, “Long hours’ effects on work-life balance
and satisfaction,” Biomed Res Int, vol. 2019, 2019.

[5] W. Wang, L. Harsono, C.-J. Shieh, V. Samusenkov, and S. Shoar, “Identification of critical paths leading to cost claims

for underground metro projects: a system dynamics approach,” Kybernetes, vol. 52, no. 5, pp. 1861-1878, 2023.

Vol. 1, No. 01, January, 2024: pp. 25~32


https://north-press.com/index.php/snhss

Sciences du Nord Humanities and Social Sciences 32

6]

(71

(8]

(%1
[10]
(11]

(12]

(13]

(14]
[15]
(16]
(17]

(18]

(19]

[20]

[21]

[22]

S. Nurmalitasari and A. Andriyani, “Pengaruh Pelatihan, Pengembangan Karier, Work Life Balance terhadap
Retensi Karyawan dengan Kepuasan Kerja sebagai Variabel Pemediasi (Studi pada Karyawan Tetap PT. BPR Restu
Artha Makmur Kota Semarang),” Diponegoro Journal of Management, vol. 10, no. 4, 2021.

M. A. Prayogi, M. Koto, and M. Arif, “Kepuasan kerja sebagai variabel intervening pada pengaruh work-life balance
dan stres kerja terhadap turnover intention,” Jurnal Ilmiah Manajemen Dan Bisnis, vol. 20, no. 1, pp. 39-51, 2019.

A. S.Kakar, R. A. Saufi, B. D. Devadhasan, N. Meyer, S. C. Vetrivel, and R. Magda, “The Mediating Role of Person-
Job Fit between Work-Life Balance (WLB) Practices and Academic Turnover Intentions in India’s Higher Educational
Institutions,” Sustainability, vol. 13, no. 19, p. 10497, 2021.

J. P. Meyer and N. J. Allen, “Testing the" side-bet theory" of organizational commitment: Some methodological
considerations.,” Journal of applied psychology, vol. 69, no. 3, p. 372, 1984.

R. D. Hackett, P. Bycio, and P. A. Hausdorf, “Further assessments of Meyer and Allen’s (1991) three-component
model of organizational commitment.,” Journal of applied psychology, vol. 79, no. 1, p. 15, 1994.

S.]. Jaros, “An assessment of Meyer and Allen’s (1991) three-component model of organizational commitment and
turnover intentions,” | Vocat Behav, vol. 51, no. 3, pp. 319-337, 1997.

K. Kasmari, E. E. Demi, and T. Pramano, “the Effect of Percepted Organizational Support, Motivation and Job
Satisfaction on Employees’ Organizational Commitment (Case Study At the Kendal Regency Education and Culture
Office),” International Journal Management and Economic, vol. 1, no. 3, pp. 3344, 2022, doi: 10.56127/ijme.v1i3.258.

A. Kadir, A. H. AlHosani, F. Ismail, and N. Sehan, “The effect of compensation and benefits towards employee
performance,” in Proceedings of the 1st Asian Conference on Humanities, Industry, and Technology for Society, ACHITS
2019, 30-31 July 2019, Surabaya, Indonesia, 2019.

D. Riristuningsia, I. H. Wahyunadi, and 1. Harsono, “Public Participation in Rural Development Planning,” Jurnal
Ekonomi dan Studi Pembangunan, vol. 9, no. 1, pp. 57-65, 2017.

C. Hayden and Y. Miura, “What about leader engagement? A preliminary analysis of this forgotten variable,”
Leadership & Organization Development Journal, vol. 43, no. 6, pp. 999-1010, Jan. 2022, doi: 10.1108/LOD]J-02-2021-0099.
A. H. Memon, S. H. Khahro, N. A. Memon, Z. A. Memon, and A. Mustafa, “Relationship between Job Satisfaction
and Employee Performance in the Construction Industry of Pakistan,” Sustainability, vol. 15, no. 11, p. 8699, 2023.

I. Harsono, K. Sukiyono, and L. Y. Mulana, “Assessing Fishery Households Welfare in Indonesia: Panel Spatial
Durbin Model Approach,” 2023.

A. Kurniawan and C. Ratnasih, “Job Satisfaction Through Motivation and Communication on Employee
Performance (Case Construction Service Companies in Indonesia),” in Proceedings of the 2nd Multidisciplinary
International Conference, MIC 2022, 12 November 2022, Semarang, Central Java, Indonesia, 2023.

S. Shujat and F. Bhutto, “Impact of work life balance on employee job satisfaction in private banking sector of
Karachi,” IBT Journal of Business Studies (JBS), vol. 7, no. 2, 2011.

I. Harsono, I. Purnama, M. Firmansyah, M. Irwan, and H. Sutanto, “Pengaruh Belanja Pendidikan, Belanja Kesehatan
Dan Belanja Bantuan Sosial Terhadap Indeks Pembangunan Manusia Di Provinsi NTB Tahun 2013-2022,”
Management Studies and Entrepreneurship Journal (MSE]), vol. 5, no. 1, pp. 802-810, 2024.

I. DARMAWAN, S. SAHRI, I. HARSONO, and M. IRWAN, “Analisis Pengaruh Pertumbuhan Ekonomi Dan Inflasi
Terhadap Penerimaan Pajak Pertambahan Nilai Di Provinsi Nusa Tenggara Barat,” Ganec Swara, vol. 17, no. 3, pp.
10541067, 2023.

T. Greenhalgh, G. Robert, F. Macfarlane, P. Bate, and O. Kyriakidou, “Diffusion of innovations in service
organizations: systematic review and recommendations,” Milbank Q, vol. 82, no. 4, pp. 581-629, 2004.

Vol. 1, No. 01, January, 2024: pp. 25~32


https://north-press.com/index.php/snhss

