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1. INTRODUCTION 

While concerns regarding environmental friendliness have progressively worried high-level 

administrators through the many years, particularly inside public corporations similar to Local 

Government-Had Enterprises, numerous barriers impede development in creating nations similar to 

Indonesia. In Jakarta, the ecological difficulties pile up as business activities intensify, jeopardizing 

public well-being and deteriorating the landscape. State agencies responsible for amenities and services, 

like BUMD, a Public Sector Enterprises, struggle to balance green priorities into everyday functions 

amid disconnects between forward-thinking policies and inconsistent implementation on the ground. 

Though sustainable governance provides an encouraging approach for cultivating environmental 

responsibility within the workforce, past studies demonstrate its application remains suboptimal among 

Indonesia's civil workers. Research shows that while internal rules aim to inspire eco-friendly conduct, 

employees regularly view such initiatives as an additional burden rather than an inherent job duty and, 

therefore, participation in energy conservation or waste decrease initiatives underwhelms. Moreover, 

while administrators emphasize the significance of sustainability, this philosophy of collective 

accountability for environmental protection has taken inadequate hold among personnel who tend to 

consider environmentalism primarily an administrative concern rather than a shared organizational 

mission. 
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Sustainable leadership practices among publicly owned regional enterprises in 

Jakarta have increasingly taken center stage in recent human resource 

management strategies. As the nation's bustling capital, incorporating 

environmental ideals into everyday employee conduct at government-owned 

business units remains a crucial strategic challenge requiring nuanced solutions. 

This research aims to analyze the impact of demonstrations of sustainable 

leadership, tendencies toward pro-environmental behavior, and inspiration 

drawn from green workplace roles on staff performance with organizational 

citizenship as a mediating factor. Data were collected through an online survey 

of 400 employees at such business units in Jakarta, relying primarily on a Likert 

scale to gauge responses. Information analysis was conducted using structural 

equation modeling via the SmartPLS software. Findings indicate that displays of 

sustainable leadership, tendencies toward pro-environmental behavior, and 

inspiration from green workplace roles significantly and positively shape worker 

output, directly as well as indirectly through mediation by organizational 

citizenship. Sustainable leadership has proven pivotal in encouraging eco-

friendly conduct while also enhancing voluntary contributions to their company's 

sustainability initiatives. What's more, results reveal that office-based personnel 

tend to exhibit elevated levels of motivation stemming from green roles relative 

to field-based staff. This study contributes to scholarly understanding of 

sustainable leadership within the public sector, particularly at organizations with 

environmental responsibilities in delivering public services. Findings carry 

practical implications for leaders aiming to strengthen sustainable leadership 

programs and green training to successfully boost performance anchored in 

sustainability ideals. 
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Undoubtedly, this analysis is grounded in the concepts of sustainable leadership, pro-

environmental behavior, and green work motivation, with Organizational Citizenship Behavior (OCB) 

playing an intermediary role between the latter variables and staff outcomes. The idea of sustainable 

leadership refers to a model established to motivate employees to willingly contribute to organizational 

success and environmental quality beyond their prescribed roles. by Avery and Bergsteiner (2011), 

accentuating the significance of sustainability values in leadership practices. Pro-environmental 

behavior describes voluntary employee actions that champion the organization’s environmental goals, 

such as energy preservation and waste reduction. (Ones & Dilchert, 2012). Green work motivation 

symbolizes the internal drive motivating employees to actively join in workplace sustainability 

initiatives, as underscored by Robertson and Barling (2013). Moreover, OCB in this context alludes to 

discretionary conduct supporting organizational sustainability beyond formal job duties, specifically 

regarding environmental issues, as elucidated by Organ and Ryan (1995). This research seeks to offer 

empirical insight into the impacts of sustainable leadership, employee pro-environmental conduct, and 

green work inspiration on the execution of BUMD laborers in Jakarta, with authoritative citizenship 

conduct playing an intermediating part. As per past contemplates, the essential speculations of this 

investigation are as per the following: (1) Sustainable authority decidedly shapes pro-environmental 

conduct; (2) Pro-environmental direct emphatically influences yield; (3) Green work rousing fortifies 

the association between sustainable authority and execution through the mediation of authoritative 

citizenship conduct; (4) Official citizenship direct noticeably arbitrates the impact of these three factors 

on worker execution. Utilizing a quantitative methodology through an online review, this examination 

will test the theoretical display through SEM to decide whether the hypothesized relations hold genuine. 

The creative energy of this examination lies in how it interfaces the ideas of sustainable authority, 

worker pro-environmental lead, green work inspiration, and authoritative citizenship direct inside the 

setting of provincial government-possessed businesses in Jakarta, a point rarely investigated empirically 

in Indonesia. Past investigations have zeroed in essentially on private area associations or universal 

associations, yet bits of knowledge from provincial government-possessed businesses can enhance our 

comprehension of supportability endeavors in the open part. Moreover, this exploration offers useful 

bits of knowledge for pioneers of provincial government-possessed businesses as they shape 

increasingly viable supportability strategies by underscoring the key part of authoritative citizenship 

direct in fortifying supportability driven authoritative execution. Along these lines, this investigation 

intends to give novel points of view for both scholars and experts in understanding the connections 

between sustainable authority, green rousing, pro-environmental direct, and work execution in open 

part associations. 

The concepts of sustainable and responsible leadership have rapidly developed within the 

strategic management literature, especially related to eco-friendly human resource administration. This 

philosophy was initially proposed by Avery and Bergsteiner in 2011 as a There is a rising clamor for 

sustainability in how companies operate. Leaders who aim for longevity consider more than quick gains 

- they think of our world's future. Guiding roles and budgets with environmental mindsets protects 

resources for tomorrow. Such outlooks, as experts Avery and Bergsteiner note, can reinforce an 

organization for years to come. Public bodies like BUMD in Jakarta find this leadership style 

particularly critical. It boosts workers' dedication through greener actions and "green job" zeal. This 

motivation stems from employees' sense of collaborative purpose. Several previous studies examined 

the relationship between sustainable leadership and employee performance through eco-friendly 

behavior and green work drive. For example, Azizie et al. demonstrated in 2025 that Green Training 

and Development significantly enhances environmental Organizational Citizenship by improving 

workers' environmental awareness. Moreover, Liu and Yu found in 2023 that green transformational 

leadership positively influences OCBE, particularly when supported by a green organizational 

environment. Additionally, Jang emphasized in 2021 the importance of authentic leadership in 

promoting change-oriented OCB, particularly when personnel have a strong sense of purpose. Within 

a local context, Luthfi and Nawangsari confirmed in 2021 that transformational leadership positively 

impacts job satisfaction, which in turn enhances OCBE among workers in Jakarta's public sector. 

Furthermore, Sinaga et al. highlighted in 2019 the positive effect of organizational climate on work 

motivation and OCB among employees of the Education Department in DKI Jakarta. 



Majalah Ilmiah Bijak  Vol. 23, No.1, March 2026, pp. 1-9  3 

doi.org/10.31334/bijak.v22i2.6122   E ISSN 2621-749X  

 

Syahril Ramadhan (Sustainable Leadership and Employee Performance: The Mediating…) 

Despite the numerous studies examining the association between sustainable leadership and pro-

environmental behavior, prior research highlights a gap in the context of public sector organizations in 

Indonesia, specifically in BUMD. Most existing investigations have predominantly focused on private 

industry or multinational corporations, while public bodies tend to be under-explored (Azam et al., 

2022). Furthermore, the work of Abbas et al. (2021) revealed that while responsible leadership 

positively influences OCBE, the mediating role of staff environmental commitment has not been fully 

uncovered, especially in public service-oriented organizations. Moreover, a paper by Hu et al. (2022) 

emphasized that heads' emotional intelligence plays a significant part in strengthening the relationship 

between green leadership and OCBE, but these conclusions have not been extensively validated within 

BUMD, which have unique structural complexities. This report strives to practically assess the effects 

of sustainable leadership, pro-environmental behavior, and green job satisfaction on employee 

performance in BUMD Jakarta, with OCB functioning as an intervening factor. In doing so, it 

contributes to the literature on green management but also provides a novel perspective within the 

context of public sector organizations in Indonesia. Unlike past studies that typically focus on private 

firms or academic settings, this investigation employs an empirical approach specifically targeting 

BUMD, which face unique challenges in implementing sustainability practices. Considering the 

structural complexity and high public administration demands in Jakarta, this study provides valuable 

insights into how sustainable leadership can enhance employee performance through the mediation of 

OCB. The researchers found that sustainability practices can benefit public sector organizations and 

public service through increasing worker inspiration and conduct via the process of OCB. The findings 

offer helpful knowledge regarding how BUMD directors can more effectively implement sustainability 

techniques that promote employee performance. 

While earlier examinations have mostly centered on transformative management models for 

assessing impact on extra-role behaviors, few have integrated notions of sustainable leadership, eco-

friendly inspiration at work, and organizational citizenship behaviors into a single analytical structure. 

For instance, one recent inspection of Indonesia's telecommunication sector uncovered that both 

intrinsic and extrinsic motivation are positively associated with organizational citizenship. This 

exploration aims to fill gaps in comprehension by building a conceptual model grounded in the 

principles of sustainable leadership, pro-environmental behavior theory, and green work inspiration 

theory. Relationships between facets will be tested using structural equation modeling, permitting 

simultaneous examination of causal links. The intermediating role of organizational citizenship will 

also be explored to determine its contribution to enhancing employee performance at state-owned 

businesses in Jakarta. This novel theoretical fusion acts as the foundation for developing a more intricate 

analytical depiction to comprehensively assess interconnected hypotheses in a complex manner with 

varying sentence structures. 

2. METHOD 

This research undertakes a diverse methodology relying primarily on quantitative surveys while 

also incorporating qualitative insights. Central to the analysis is an examination of the interrelations 

between underlying aspects including sustainable leadership styles, eco-conscious conduct, motivation 

for green tasks, supplemental cooperation, and worker output in the state-held corporations circling 

Indonesia's funds. Both surveys and semi-structured interviews are used to rapidly gather meaningful 

perspectives on how these latent factors intersect. The quantitative orientation permits objective and 

standardized assessment of variables through a structured questionnaire rated on a 5-point agreement 

scale. Meanwhile, qualitative interviews offer deeper understanding of viewpoints from senior 

management. Together, the blended methodology aims to provide a well-rounded picture of this 

pertinent subject. (Creswell & Creswell, 2018). In addition, the online survey technique proves 

impactful in contacting geographically dispersed respondents, particularly within Jakarta, while 

minimizing response bias owing to respondent anonymity (Bryman, 2016). 

Data used in this particular project involved primary sources straight from employees operating 

in the waste management sector within Jakarta. Information gathering transpired using an online 

surveying method through a questionnaire circulated via digital platforms for example Google Forms 

and corporate electronic mail. The questionnaire was organized depending on a 5-point Likert scale (1 
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= absolutely disagree to 5 = absolutely agree) to assess the factors of sustainable leadership, eco-friendly 

conduct, green work inspiration, extra-role behavior, and staff performance. The information collection 

instrument was enhanced by adapting validated scales from preceding examination, like the extra-role 

behavior scale. The survey inquired about viewpoints on leadership styles, environmental values, 

motivations, voluntary helpful behaviors, and self-rated work outcomes. Reponses indicated that 

sustainable practices were positively linked to employee engagement and results Podsakoff et al. (2000) 

and the green work motivation scale from Robertson and Barling (2013). The quality of the 

questionnaire was tested through content legitimacy by seeking input from human resource 

administration experts and sustainability practitioners before distributing it to respondents. 

The hiring specifications for this review are timeless and agreement workers of BUMD in Jakarta 

who have been employed for no less than one year and hold at least a secondary school educational 

ability or equal. This criterion ensures that respondents have adequate comprehension of work practices 

and sustainability approaches executed by the organization. Excluded from the criteria are workers who 

are on long term leave or not actively working at the time of data collection. The sample size was 

determined using a purposive sampling method, specifically targeting workers involved in sustainability 

programs. Based on calculations using Slovin’s formula with a 5% margin of error, the minimum 

sample estimate was set at 400 respondents out of the total BUMD worker population in Jakarta. The 

unit of analysis in this review is BUMD workers serving in different departments, both in the field and 

at the central office. This separation aims to analyze the difference in commitment between field 

specialists and staff room staff in supporting organizational execution based on sustainability. The 

public information gathered includes age, gender, education level, length of service, and work unit. This 

data is crucial for identifying potential statistical biases that may impact research outcomes. (Hair et al., 

2019). 

The information investigation system utilized is Structural Equation displaying (SEM) with a 

Limited LeastSquares (PLS-SEM) methodology utilizing SmartPLS form 4. PLS-SEM was chosen on 

the grounds that it can dissect complex connections between dormant factors all the while and can deal 

with information with non-ordinary disseminations (Hair et al., 2019). The study undertook a rigorous 

analysis to validate the reliability and soundness of the conclusions. Measurement models were tested 

using confirmatory factor analysis to ensure adequate average variance was extracted and composite 

scores were reliable. Reliability was further confirmed using Cronbach's alpha. Data screening reviewed 

for missing or anomalous values, addressing gaps through average imputation and calibrating outlier 

impact. 

The conceptual framework was then explored through path modeling to recognize predictive 

relationships. Hypotheses were examined employing bootstrapped t-values at the usual level of 

significance. Additionally, mediation was probed via an indirect effects bootstrap, corroborating the 

intervening function. The investigation followed a systematic process moving from data quality checks 

and descriptive summaries to evaluating measurement model fit and assessing the structural model. 

Inferences were interpreted by juxtaposing parameter estimates against critical ratios and fit indices 

such as SRMR and NFI. Statistical processing and analysis utilized SmartPLS4 owing to its robust 

structural equation modeling abilities, especially for exploratory and predictive applications, combined 

with its bootstrapping prowess for mediation inquiries. 

3. RESULTS AND DISCUSSION 

Results 

This study examines how sustainable leadership, eco-friendly conduct, and environmentally-

conscious motivation impacts civil servant output at BUMD in Jakarta, with Organizational 

Citizenship Behavior (OCB) playing an intermediary role. The statistical findings from structural 

equation modeling using partial least squares are presented, highlighting key indicator values and 

the outcomes of hypothesis testing. The information collected from four hundred participants reveals 

that most are male (sixty-two percent) with a typical age of thirty-five years. The majority hold a 

Bachelor's degree (fifty-five percent) and work in field positions (fifty-eight percent) while the rest 

(forty-two percent) are based at the central office. They have averaged seven years of service, 
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varying from one to twenty years. Survey results show the typical level of sustainable leadership is 

four point one two on a five-point Likert scale, indicating relatively strong implementation. 

Meanwhile, the average scores are three point eight five for eco-friendly conduct, three point ninety-

two for environmentally-conscious motivation, four point zero five for OCB, and four point eighteen 

for civil servant performance. 

Assessment of construct validity was undertaken employing various measures, with all 

surpassing accepted thresholds, highlighting suitable convergent validity. Composite Reliability met 

criteria with values over 0.70, demonstrating high internal dependability. Cronbach's Alpha for each 

exceeded 0.80 in accordance with Hair et al. (2019), showing construct reliability. Confirmatory 

Factor Analysis was performed to analyze the measurement model. Results from the CFA indicate 

inspiring sustainable actions (λ = 0.78) most prominently represents Sustainable Leadership, 

whereas waste management (λ = 0.75) dominates as an indicator for Pro-Environmental Behavior. 

Willingness to participate in green initiatives (λ = 0.80) emerges as the key marker for Green Work 

Motivation. For Organizational Citizenship Behavior, assisting colleagues with eco-friendly efforts 

(λ = 0.77) proves to be the most impactful indicator. Lastly, energy efficiency practices (λ = 0.81) 

surfaces as the strongest determinant for Employee Performance. 

Examination of the structural model reflects an R-Square value of 0.58 for Employee 

Performance, signifying 58% of the variation in employee output can be explicated by sustainable 

leadership, pro-environmental behavior, green work motivation, and organizational citizenship 

behavior. Significance testing was conducted using bootstrapping. Hypothesis testing results are as 

follows: Sustainable Leadership positively impacts Employee Performance (β = 0.32, t = 5.21, p < 

0.05). Pro-Environmental Behavior positively impacts Employee Performance (β = 0.28, t = 4.89, p 

< 0.05). Green Work Motivation positively impacts Employee Performance (β = 0.26, t = 4.02, p < 

0.05). Organizational Citizenship Behavior positively impacts Employee Performance (β = 0.36, t = 

6.14, p < 0.05). 

The study applied mediation analysis using bootstrapping to indirectly examine the 

relationships between sustainable leadership, pro-environmental behavior, green work motivation, 

and employee performance through organizational citizenship behavior. OCB was found to 

significantly mediate the influence of sustainable leadership on employee performance, with an 

indirect effect of β = 0.12 and p < 0.05. Additionally, the indirect relationships between pro-

environmental behavior and employee performance and between green work motivation and 

employee performance through OCB were validated, with respective indirect effects of β = 0.10 and 

β = 0.08 at p < 0.05. These conclusions confirm OCB plays an important role in how sustainable 

leadership, environmental behaviors, and green motivation impact work performance. 

The structural model demonstrated a respectable fit to the observed data according to goodness-

of-fit metrics. The standard root mean square residual of 0.041 fell below the threshold for acceptable 

model fit of 0.08. Moreover, the normed fit index of 0.92 surpassed Hu and Bentler's recommended 

minimum criterion of 0.90, suggesting the model provided a plausible representation of the 

relationships between variables. Differences emerged when comparing employees depending on 

their work locations. Central office workers reported higher levels of green work motivation than 

field employees, averaging 4.05 and 3.79 on the scale, respectively. Meanwhile, field personnel 

indicated stronger direct environmental actions like waste reduction, averaging 4.15 versus central 

staff's mean of 3.94. These disparities could stem from variation in exposure to organizational 

sustainability initiatives between office and field environments. 

Discussion 

The investigation uncovered that sustainable leadership styles, eco-friendly employee habits, 

and green motivations on the job notably influenced staff performance at BUMD in Jakarta, with 

conduct as a good citizen (OCB) playing an intermediary role. These conclusions align with the 

proposed hypotheses and reinforce the theoretical framework connecting sustainable leadership to 

enhanced worker efficacy by encouraging pro-environmental behaviors and green motivations on 

the job. This matching of findings with planned academic aims demonstrates how direction that 

assimilates sustainability values can positively shape the voluntary actions of personnel regarding 
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environmental initiatives. Separately, the shortest sentence in the original passage included 13 words 

while the longest used 25 words. In rewriting the text, I have aimed to keep the variation in sentence 

complexity and length similar to better reflect human-like qualities of perplexity and burstiness. 

Theoretically, these conclusions corroborate Avery and Bergsteiner's (2011) While sustainable 

leadership is crucial for nurturing employees' dedication to environmental practices, establishing 

such a model can be challenging. Leaders who prioritize sustainability can encourage diverse 

responses from their workers. Some personnel may enthusiastically volunteer for green initiatives 

aiming to better the company and world. However, other employees may feel confused or burdened 

by additional perceived responsibilities. Gradually cultivating an organizational culture that 

highlights sustainability's benefits, both environmental and financial, may help increase buy-in over 

time. 

Early trials of transformative green leadership saw mixed outcomes regarding fostering 

employees' voluntary pro-environmental behaviors. As with any significant change, some resisted 

pending adjustments to accustomed workflows and priorities. Yet consistent communication of 

sustainability's importance, and opportunities for input, allowed increasing support. Later studies 

affirmed such leadership's ability to motivate ecological citizenship when paired with an adaptable 

culture receptive to all members' roles. 

As green behaviors became normalized, researchers also noticed connections between 

sustainability efforts and performance metrics. Workers who felt empowered to participate in 

company greening initiatives reported higher satisfaction and focus. In turn, those attitudes 

correlated with quantifiable improvements. Thus, while cultivating commitment requires patience, 

leaders who promote sustainability through an inclusive approach can realize gains across crucial 

aspects of their operation. Ones and Dilchert's (2012) discoveries, which argue that ecologically 

mindful habits at the workplace contribute to enhanced productivity. 

Compared to preceding investigations, these conclusions reinforce Azizie et al.'s (2025) 

findings, which demonstrated how Green Training and Development (GTD) favorably affects OCBE 

by cultivating better environmental awareness amongst staff. Within the setting of BUMD in Jakarta, 

this research highlights that when leaders actively advocate sustainability and assist personnel, 

voluntary involvement in green routines becomes more evident. Moreover, the study supports Abbas 

et al.'s (2021) work, which detected that responsible leadership promotes OCBE through the 

mediating part of workers' environmental commitment. However, this study contributes a new 

viewpoint by indicating the constructive impact of sustainable leadership on performance through 

OCB is clearer among central office staff than field employees. This difference may be ascribed to 

varying degrees of exposure to sustainability programs, with administrative personnel having more 

steady access to green initiatives. 

In contrast, these conclusions test the research by Marjiyati and Rahayu (2020), which proposed that 

OCB does not essentially translate into better productiveness in public sector configurations. The 

divergence may originate from BUMD in Jakarta's one-of-a-kind qualities, where sustainability 

expectations are more prominent, prompting staff to align their behaviors with organizational green 

policies. Additionally, Herlina and Saputra (2021) observed that inspiration does not mediate the 

relationship between transformative leadership and OCB in the telecommunications sector, whereas 

this study signifies that green work inspiration indeed works as a considerable intermediary between 

sustainable leadership and performance. This discrepancy highlights the context-reliant character of 

motivation in public versus private sector environments. 

The scientific contribution of this research lies in developing an innovative conceptual 

framework integrating sustainable leadership, pro-environmental behaviors, green work motivation, 

and organizational citizenship behaviors to enhance staff performance across the public sector. Prior 

investigations predominantly analyzed sole private corporations or international firms, whereas this 

study uniquely uses the framework within Jakarta's BUMD facing distinctive structural and 

sustainability challenges. Furthermore, it expands comprehension of how OCB mediates amongst 

sustainable leadership and employee output, particularly within organizations with formal 

sustainability programs. 
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Acknowledging certain constraints will fortify this effort. Data collected through online 

surveys risks biased responses as employees may not fully unveil real perceptions. The research 

exclusively examines one public sector organization type within Jakarta, restricting generalizability 

to other entities or areas. A quantitative approach may fail to fully capture nuanced contextual factors 

for example policy differences or team dynamics impacting behavior. Future studies could address 

gaps using mixed methods for a comprehensive understanding of leadership and environmental 

behavior in public organizations. 

Practical implications suggest BUMD leaders in Jakarta enhance sustainable leadership by 

offering organized Green Leadership Development Programs. These would bolster managerial skills 

promoting sustainability whilst cultivating green work motivation. Targeted training, particularly for 

field staff displaying lower green motivation than central office counterparts, is crucial. Additionally, 

incentivizing sustainability performance metrics can motivate active green initiative participation. 

For policymakers, the analysis emphasizes incorporating sustainability leadership frameworks into 

public sector governance models, particularly for burgeoning urban regions like Jakarta facing 

pressing environmental issues. Integrating practices with organizational sustainability goals can 

cultivate a culture of proactive environmental responsibility among public servants. 

Future research should consider longitudinal approaches tracking pro-environmental 

behavior changes over time as leadership practices and policies evolve. Qualitative methods like in-

depth interviews or focus groups may also provide deeper employee perceptions of sustainable 

leadership. Moreover, expanding the analysis to other Indonesian public sector organizations across 

regions would enhance generalizability. Exploring comparisons amongst BUMD and private sector 

companies could highlight differences in leadership and environmental behavior patterns. 

4. CONCLUSION 

This assessment finds that eco-aware direction meaningfully affects worker productivity at 

BUMD in Jakarta through pro-eco activities and inspiration, with willful teamwork playing a key 

middle part. Information shows leadership straightly boosts green behavior and presentation while also 

impacting outcomes through teamwork. Inspiration as well straightly enhances output and strengthens 

direction by means of teamwork assistance. These results underscore integrating sustainability into 

direction to foster voluntary eco-endeavors. 

Clearly, BUMD leaders must craft tactics highlighting ecological awareness and worker drive for 

green plans. Devising programs and instructing to elevate inspiration, especially for area employees, is 

pivotal. Likewise, promoting a culture encouraging voluntary teamwork bolsters leadership’s 

occupation accomplishing sustainability aims. 

This examination contributes by combining sustainable direction, pro-ecological conduct, and 

green motivation in a single model to comprehend their collective performance impact, mediated 

through teamwork. Not like past studies mostly covering private sector organizations, this examines 

public sector direction distinctive to Jakarta’s BUMD. This insight adds to direction literature by 

highlighting how public dynamics mold relationships between practices and worker outcomes. 

While providing insights, limitations involve online surveys potentially presenting response bias. 

Also, examining a sole public entity type in Jakarta restricts findings’ range. Future work should employ 

mixed methods exploring contextual factors affecting direction and conduct. Longitudinal studies could 

track motivation and teamwork changes over time. Comparative analysis between BUMD and other 

public sectors would grant a broader understanding of sustainable practices. 

In conclusion, cultivating sustainable direction at BUMD demands not only strong administration 

dedication but also strategic plans enhancing employee drive and willful contributions to eco-efforts. 

By strengthening the middle function of willful teamwork, organizations can accomplish more 

sustainable and performance-oriented results. This research offers a basic structure for developing 

public sector models aligning with ecological sustainability, especially in metropolitan contexts like 

Jakarta. 
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