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Abstract

This paper presents some strategies for fostering intrapreneuship culture in organizations with a view to maximizing its 
potentials. The paper, therefore, explores relevant literature on intrapreneurship in order to achieve this. It deals with the 
concept of intrapreneurship, distinguishes between it and entrepreneurship, and then explains intrapreneurship culture. 
Using the innovation and organizational behavioural theories as theoretical framework, this paper delves into the 
challenges of implementing intrapreneurship, strategies for fostering its culture in organizations, cites some 
organizations that have utilized the initiative in Nigeria, and then, draws a conclusion that it is a worthwhile strategy for 
organizations to foster innovation and drive growth from within. It is finally recommended that, for organizations to 
maximize the potentials of intrapreneurship culture, management of organizations should, among others, invest in staff 
training and development, create an atmosphere that encourages freedom to experiment and consciously encourage 
collaborative work environment.
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Introduction 
In today’s modern world, there are a lot of 

challenges facing businesses, particularly higher 
customer expectations, the need to be current with 
the rapidly changing technology, intense market 
competition, employee engagement and retention, 
economic uncertainty and global disruptions as well 
as sustainability and corporate responsibility among 
several others. These challenges require creativity, 
adaptability and innovation. Though, the 
entrepreneur owns the capital, autonomy, hire and 
fire power, among others, there is the need for him to 
look inwards for some initiatives capable of 
assisting him in raising the standard of his business 
and, thus, meeting the expectations of his customers. 
This is the very essence of the concept of 
intrapreneur and intrapreneurship culture.   

Intrapreneurship has been variously 
described.  refers to it as the 
process by which employees within an organization 
are empowered to innovate and act autonomously in 
pursuit of new business opportunities

intrapreneurship involves 
employees applying their entrepreneurial skills and 
thinking within the context of an existing 
organization, fostering innovation and adaptability. 
Amuda-Kannike (2024) describes it as the practice 
of behaving like an entrepreneur within a larger 
organization, where individuals proactively 
identify, develop, and implement innovative ideas to 
create value and drive organizational success. From 
the above selected definitions, we may conclude, 
therefore, that intrapreneurship is a reference to 
some entrepreneurial practices within established 
organizations whereby employees are encouraged 
to take initiatives, drive innovations and manage 
projects as though they were their own ventures.  

Kraus, et al (2019)

. According to 
Morais, et al (2021) 

Intrapreneurship should not be misunderstood for 
entrepreneurship. Entrepreneurship has to do with 
an independent business owner who starts and owns 
his business as well as takes full responsibility for its 
success or failure. His earnings are based on the 
performances of his business and he needs no 
approval from anybody before he makes decisions 
concerning his business or employees. On the other 
hand, intrapreneurship has to do with an employee 
working within an organization and who’s earning, 
from the entrepreneur, is usually salary-based. 

What then, is culture? This is described by 
O’Reilly & Chatman (2016) as “a system of shared 
values, norms, and behaviours that defines what is 
important and guides appropriate attitudes and 
behaviours among members of an organization or 
society”. Furthermore, Oxford Academic (2023) 
opines that culture means the set of learned 
behaviours, values, beliefs, and norms shared by a 
group, which shape interactions, communication, 
and collective identity. From these two descriptions 
of culture, one can simply summarise its meaning as 
shared values, beliefs, norms, practices, and artifacts 
which characterize a group of people or society, and 
which shapes the way its members perceive, interact 
with, and relate to the environment around them. 
Simply put, culture is a way of life.

Intrapreneurship culture, therefore, would 
imply an atmosphere created in an organization that 
encourages and supports employees in developing 
and implementing innovative ideas, projects, and 
ventures within the organization.  Intrepreneurship 
culture helps organizations to stay competitive, 
drive growth and create a fulfilling work 
environment for employees.

The significance of intrapreneurship in 
organizational growth is profound. By encouraging 



intrapreneurial initiatives, organizations can harness 
the creativity and initiative of their workforce, 
leading to enhanced problem-solving, increased 
efficiency, and the ability to adapt swiftly to market 
changes ( . 
Research indicates that companies fostering an 
intrapreneurial culture experience higher levels of 
employee engagement and satisfaction, which 
directly correlates with improved organizational 
pe r fo rmance  and  innova t ion  ou tcomes  
( ). Thus, intrapreneurship 
not only drives internal innovation but also 
contributes to long-term sustainability and success. 
Atolagbe (2023) posits that the enormous benefits of 
intrapreneurship include driving innovation and 
growth, enhancing employee engagement and 
retention, fostering creative problem-solving, 
encouraging experimentation and learning, 
developing leadership and entrepreneurial skills and 
improving adaptability and competitiveness. 

In the Nigerian context, the potential for 
intrapreneurship is particularly compelling. With a 
youthful population increasingly adept at 
technology and innovation, Nigeria presents a fertile 
ground for intrapreneurial activities (

. However, despite this potential, several 
challenges persist. Organizations often face 
structural and cultural barriers that stifle innovation, 
such as bureaucratic red tape, inadequate 
infrastructure, and limited access to funding 
( et al; 2019). Addressing these 
challenges is vital for cultivating an environment 
conducive to intrapreneurship. By implementing 
strategic initiatives that support and promote 
innovative thinking, organizations in Nigeria can 
unlock the full potential of their workforce and drive 
substantial growth.

This paper addresses the concepts of 
intrapreneurship, culture as well as intrapreneurship 
culture, puts up theoretical framework for this topic, 
d i s cus ses  some  cha l l enges  f ac ing  the  
implementation of intrapreneurship, strategies to 
foster it, cites some Nigerian business organizations 
that maximized the advantages of intrapreneurship, 
draws a conclusion on the subject matter and makes 
some recommendations to assist in fostering 
intrapreneurship culture in organizations.  

Theoretical Framework
The exploration of strategies for fostering a 

culture of intrapreneurship in organisations in 
Nigeria can be anchored in two primary theoretical 
perspectives: Innovation Theory and Organisational 
Behavior Theory. Each of these theories offers 
insights into the mechanisms that promote 
intrapreneurship and the conditions necessary for its 

Pauceanu & Porada-Rochoñ, 2024)

Abdelwahed, et al; 2022

Agboola, 
2021)

Wipulanusat, 

successful implementation.

Innovation Theory
Innovation Theory serves as a foundational 

framework for understanding intrapreneurship, 
which inherently involves the generation and 
implementation of new ideas within existing 
organizations. According to Schumpeter 1934, this 
theory posits that innovation is not only a product of 
individual creativity but also a function of the 
organizational environment that supports or hinders 
innovative activities . 
Intrapreneurs leverage organizational resources to 
drive innovation, making it crucial for organizations 
to create a conducive environment that fosters 
creativity and experimentation. In the context of 
Nigeria, applying Innovation Theory highlights the 
need for organizations to establish structures that 
encourage risk-taking and the exploration of new 
ideas. This can involve creating dedicated teams for 
innovative projects, offering incentives for 
successful  innovations,  and minimizing 
bureaucratic barriers that may stifle creative 
initiatives. By aligning organizational goals with 
innovative practices, companies can cultivate a 
culture that supports intrapreneurship and enhances 
their competitive advantage (

Organisational Behavior Theory
Organizational Behavior Theory provides a 

lens through which to examine the internal 
dynamics that influence intrapreneurship within 
organizations. This theory emphasizes the 
importance of understanding how individual and 
group behaviors impact organizational effectiveness 
( . Factors such as leadership 
styles, communication patterns, and team dynamics 
play a significant role in shaping an organization’s 
culture, which directly affects its capacity for 
intrapreneurship. In Nigeria, where hierarchical 
structures and traditional management styles often 
prevail, it is essential to adopt leadership approaches 
that promote inclusivity and empower employees. 
Transformational leadership, for instance, can 
inspire employees to take ownership of their ideas 
and initiatives, fostering a sense of commitment to 
the organization’s goals ( . 
Additionally, creating an open communication 
environment encourages collaboration and 
knowledge sharing, essential for the intrapreneurial 
process. By understanding and addressing the 
behavioral aspects within organizations, leaders can 
implement strategies that facilitate intrapreneurship 
and drive innovation.

 (Ferreira, et al; 2017)

Morais, et al; 2021).

Chouchane, el at; 2023)

Chitiga, 2018)
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Challenges of Implementing Intrapreneurship 
Fostering a culture of intrapreneurship 

within organisations in Nigeria presents several 
implementation challenges that must be addressed 
to ensure successful integration of intrapreneurial 
initiatives. These challenges include resistance to 
change, resource allocation issues, and difficulties 
in measuring and evaluating intrapreneurial efforts. 
Each of these obstacles can hinder the development 
of a vibrant intrapreneurial culture and must be 
effectively managed to facilitate innovation and 
growth.

Resistance to Change
One of the most significant challenges 

organiza t ions  face  when implement ing  
intrapreneurship is resistance to change. Employees 
and management often have established mindsets 
and routines that can be difficult to alter (

. In Nigeria, where hierarchical structures 
and traditional management practices are prevalent, 
there can be a strong aversion to adopting new 
approaches that promote intrapreneurship. This 
resistance may stem from fears of uncertainty, job 
insecurity, or a perceived threat to established power 
dynamics within the organization (

To overcome this challenge, organisations 
must invest in change management strategies that 
promote understanding and acceptance of 
intrapreneurial initiatives. This can involve 
comprehensive communication plans that articulate 
the benefits of intrapreneurship, not only for the 
organization but also for individual employees. 
Involving employees in the decision-making 
process and demonstrating quick wins through 
successful intrapreneurial projects can help build 
momentum and reduce resistance

Resource Allocation
Effective resource allocation is critical for 

the successful implementation of intrapreneurship. 
Organisations often face challenges in dedicating 
the necessary financial, human, and technological 
resources to support intrapreneurial initiatives 
( . In Nigeria, limited budgets 
and competing priorities can result in insufficient 
investment in innovation, making it challenging for 
intrapreneurs to develop their ideas fully.

To address resource allocation issues, 
organizations must prioritize intrapreneurship as a 
strategic objective and allocate resources 
accordingly. This can involve establishing dedicated 
innovation funds, providing access to training and 
development programs, and creating cross-
functional teams that can collaborate on 
intrapreneurial  projects  ( .  

Akgün, et 
al; 2007)

Kuye, 2008).

 (Lumpkin, 2014).

Aparicio, et al; 2020)

Rivera,  2017)

Additionally, organizations should explore 
partnerships with external stakeholders, such as 
universities and research institutions, to leverage 
additional resources and expertise.

Measurement and Evaluation of Intrapreneurial 
Efforts

Another significant challenge in fostering a 
culture of intrapreneurship is the measurement and 
evaluation of intrapreneurial efforts. Traditional 
performance metrics may not adequately capture the 
innovative activities and contributions of 
intrapreneurs, leading to difficulties in assessing 
their impact on organizational performance (

. In Nigeria, where many organizations 
are still adapting to modern performance 
management practices, this challenge can be even 
more pronounced.

To effectively measure and evaluate 
intrapreneurial efforts, organizations need to 
develop tailored metrics that reflect the unique 
nature of innovation and intrapreneurship. This can 
include tracking qualitative indicators, such as 
employee engagement and satisfaction with 
intrapreneurial initiatives, alongside quantitative 
metrics like revenue generated from new products or 
services ( . Regular feedback 
loops and performance reviews that focus on 
learning and improvement rather than solely on 
outcomes can also encourage a culture of continuous 
innovation.

Other obstacles include cultural resistance 
to innovation and risk-taking within many 
organizations. There could also be the traditional 
hierarchical structures often stifle creative thinking 
and limit employees’ autonomy, making it difficult 
for intrapreneurs to thrive
Furthermore, a lack of comprehensive training 
programs for employees on entrepreneurship and 
innovation further exacerbates the situation, leaving 
many employees ill-equipped to take on 
intrapreneurial roles. These challenges necessitate 
strategic interventions from both organizations and 
policymakers to create a more conducive 
environment for intrapreneurship.

Strategies for Fostering Intrapreneurship
Fostering a culture of intrapreneurship in 

organizations in Nigeria requires a multifaceted 
approach that emphasizes leadership support, 
encourages innovation, and promotes collaboration. 
Each of these elements plays a crucial role in 
creating an environment where employees feel 
empowered to act as intrapreneurs and contribute to 
the organization’s growth.

Morais, 
et al; 2021)

Kristiansen, 2020)

 (Molotsi, et al; 2023). 
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1. Leadership and Management Support
Effective leadership is fundamental to 

cultivating an intrapreneurial culture. Leaders must 
create an open and supportive environment that 
encourages employees to share ideas without fear of 
criticism. This can be achieved through transparent 
communication, where leaders actively solicit input 
and feedback from team members (

. By fostering psychological safety, 
organizations enable employees to voice their ideas 
and concerns, leading to increased creativity and 
innovation.

Moreover, a supportive culture can be 
established by recognising and celebrating 
intrapreneurial efforts, even when they do not result 
in immediate success. This practice not only 
motivates employees but also reinforces the idea 
that experimentation is a valuable part of the 
innovation process (  Leaders should 
model this behavior by sharing their own 
experiences with failure and learning, thereby 
normalizing risk-taking within the organization.

Training and Development Programs
Investing in training and development 

programs is another critical strategy for fostering 
intrapreneurship. Organisations should provide 
employees with access to resources that enhance 
their entrepreneurial skills, such as workshops on 
innovation, creativity, and project management 
(  These programs should not 
only focus on technical skills but also on soft skills, 
such as problem-solving, teamwork, and 
adaptability.

In Nigeria, where access to formal 
entrepreneurial education may be limited, 
organizations can also partner with educational 
institutions to offer tailored training programs. Such 
initiatives can equip employees with the necessary 
tools to identify opportunities and develop 
innovative solutions that align with the 
organization’s strategic objectives (

.

2. Encouraging Innovation and Creativity
To effectively promote intrapreneurship, 

organisations must implement incentive structures 
that reward innovative behavior. Financial 
incentives, such as bonuses or profit-sharing, can 
motivate employees to take ownership of their ideas 
and contribute to new projects (

. However, non-monetary 
incentives, such as recognition programs and career 
advancement opportunities, are equally important in 
fostering a culture of innovation. Organisations can 
create an “Intrapreneur of the Month” program to 

Tajasom, et al; 
2015)

Orchard, 2015).

Gemünden, et al; 2018).

Holbeche, 
2022)

Manjenje & 
Muhanga, 2021)

highlight individual achievements and inspire others 
to pursue innovative initiatives. This not only boosts 
morale but also reinforces the organization’s 
commitment to innovation as a core value 

3. Freedom to Experiment
Allowing employees the freedom to 

experiment is essential for nurturing creativity. 
Organizations should establish a framework that 
encourages trial and error, providing employees 
with the autonomy to explore new ideas without 
excessive oversight. This approach can involve 
allocating specific time for employees to work on 
passion projects that align with the organization’s 
goals, similar to Google’s “20% time” policy

.
Additionally, leaders should communicate that not 
every experiment will lead to success and that failure 
is a part of the innovation journey. This 
understanding can empower employees to take 
calculated risks and pursue innovative projects, 
knowing that their Collaborative efforts are valued 
regardless of the outcome.

4. Work Environment
A collaborative work environment is crucial 

for fostering intrapreneurship. Encouraging cross-
departmental collaboration allows diverse 
perspectives and expertise to converge, leading to 
more innovative solutions (

 Organizations can implement cross-
functional teams for specific projects, where 
employees from different departments come 
together to share ideas and develop new initiatives.
Regular brainstorming sessions and workshops that 
include employees from various backgrounds can 
further enhance collaboration. By breaking down 
silos and fostering a sense of community, 
organizations can create an environment that 
stimulates creativity and innovation.

External Partnerships and Networks
Building external partnerships and networks 

can significantly enhance an organization’s 
intrapreneurial capacity. Collaborating with startups, 
universities, and research institutions can provide 
organizations with fresh insights, access to new 
technologies, and opportunities for knowledge 
exchange (  These partnerships 
can facilitate innovation by exposing employees to 
different perspectives and best practices.

Furthermore, participating in industry 
networks and innovation hubs can connect 
organizations with like-minded individuals and 
organizations, fostering an ecosystem that supports 

Hogan & 
Coote, 2014).

 (Hanif, 
2021)

Wipulanusat, et al; 
2021).

Rossoni, et al; 2024).
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intrapreneurship. Such collaborations can lead to 
joint ventures and innovative projects that benefit all 
parties involved.

5. Intrapreneurship Initiatives in Nigeria
Despite challenges, one can cite the 

adoption of intrapreneurship and its successes in 
notable Nigerian business organizations. Some of 
these are discussed hereunder. Flutterwave and 
Paystack have demonstrated how fostering a culture 
of innovation can lead to significant growth and 
market impact. Both firms, born out of a strong 
entrepreneurial spirit within their teams, have 
revolutionized payment solutions in Africa, 
attracting substantial investments and gaining 
international recognition  
Another example is Coca-Cola Nigeria, which has 
implemented various intrapreneurial initiatives 
aimed at local product development and community 
engagement, thereby enhancing its market 
relevance and customer loyalty (  
Access Bank equally took advantage of the use of 
intrapreneurship by fostering an innovation-drive 
culture through its “Intrapreneurship Leadership” 
programs. The initiatives empower employees to 
propose and lead projects capable of improving 
banking processes and customer satisfaction. The 
bank has leveraged employee ideas to streamline 
digital banking services, which has significantly 
enhanced its market share and operational efficiency 
(Business Day NG; 2023). Also, First Bank also 
introduced digital transformation strategies as part 
of its intrapreneurship drive. This lead to the 
introduction of innovative financial products such as 
First Mobile and First Monie both of which display 
the bank’s commitment to fostering employee-
driven initiatives, and which have simplified mobile 
banking and financial inclusion in the country 
(Pulse, NG; 2024). In addition, Dangote Group is 
also known to foster an intrapreneurship 
environment by encouraging employees to innovate 
within their roles. For example, in Dangote 
manufacturing division, teams are tasked with 
optimizing production processes, resulting in cost 
savings and improve output. The approach allows 
the company to compete favourably both in the 
cement and sugar industries (Vanguard Nigeria, 
2023). Furthermore, hardly can we leave out MTN 
when it comes to the matter intrapreneurship. It 
promotes this through its “Y’ello Innovation Hub” 
which enables employees to pitch and implement 
new ideas related to telecommunications and 
customer service. Projects originating from this hub 
have driven the development of innovative mobile 
solutions that cater to underserved segments of the 
market (MSME; Africa, 2024). These business 

 (Damilola, 2022). 

Omisore, 2019).

organizations, among others, have demonstrated the 
value of intrapreneurship culture and how 
employees can innovate, thereby addressing local 
market challenges and making their organizations 
stay globally competitive.

Conclusion 
This paper has explored the concept of 

intrapreneurship and others with a view showcasing 
how to foster its culture in business organizations. In 
t o d a y ’s  d y n a m i c  b u s i n e s s  l a n d s c a p e ,  
intrapreneurship culture is a strategic imperative 
which business organizations could explore and 
exploit in order to unlock the great and untapped 
hidden potentials of employees, thereby fostering 
growth and enhancing the sustenance of the current 
demands of the market world. If we can practically 
observe that some business organizations, such as 
the Access Bank, First Bank, Coca-cola, MTN and 
Dangote have effect ively made use of  
intrapreneurship in their establishments, why would 
we not recommend that others should follow suit?

Recommendations 
In order to maximise the benefits of 

intrapreneurship culture, leadership of organizations 
must strive to:
1. Initiate open supportive culture, 
2. Invest in staff training and development, 
3. Create an atmosphere that encourages freedom 

to experiment, 
4. Consciously encourage collaborative work 

environment, 
5. Build external partnership and networks, 
6. Encourage and reward both innovation and 

creativity.
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