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Abstract — The increasing perseverance of climate change and environmental depletion has induced organizations globally to
have a rethink on traditional business practices. In Nigeria, where organizational expansion and environmental negligence
cohabit, greening the workplace appears as a strategic imperative for realizing organizational sustainability. This study explores
the concept of workplace greening as a practical and cost-effective approach to promoting sustainable business practices in
Nigerian organizations. It studies environmental policies, energy-efficient technologies, waste reduction, employee
environmental engagement, and the integration of green human resource management practices as critical enablers of
sustainability. Through a qualitative and conceptual analysis, the paper highlights how environmentally conscious
organizational culture can lead to long-term economic benefits, enhanced corporate image, regulatory compliance, and improved
employee well-being. The study further emphasizes the role of leadership commitment and employee participation in fostering
a green workplace. Ultimately, this paper advocates for a paradigm shift in Nigeria’s corporate sector toward sustainability by
adopting environmentally responsible practices that align with global sustainable development goals (SDGs). The findings
underscore that greening the workplace is not merely an environmental obligation, but a practical pathway to achieving holistic

organizational success in Nigeria’s evolving socio-economic landscape.
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I. INTRODUCTION

Sustainability discourse globally has developed urgently
and increasingly so in the face of prevalent environmental
challenges such as biodiversity loss, climate change,
resource degradation, and the rising levels of pollution.
These concerns have impelled governments, organizations,
civil society and stakeholders concern to adopt eco-friendly
practices that is alignment with the principles of sustainable
development. One such approach is workplace greening—
a conscious strategy that integrates environmental
considerations into the daily operations, culture, and
strategic direction of organizations. There is a global move
from ordinary compliance with environmental regulations
to preemptive environmental stewardship within corporate
organizations (Mensah & Ricart, 2021). This move is
crucial not only for environmental conservation but also for
attaining lasting business accomplishments, improving
reputation, and enhancing stakeholder relationships.

In emerging economies such as Nigeria, the environmental
degradation instigated by industrial activities, abject urban
planning, inefficient energy use, and unsustainable waste
disposal practices calls for urgent action. Akinbami (2020),
posits that Nigeria’s environmental predicament is
aggravated by rapid urbanization and industrialization that
often neglect environmental regulations. Greening the
workplace presents a practical, cost-effective, and strategic
opportunity for Nigerian organizations to contribute
meaningfully to environmental sustainability while also
benefiting economically and socially.

Workplace greening refers to the adoption of environmental
best practices across respective organizational operations,
such as reducing energy consumption, encouraging waste

reduction and recycling, improving indoor environmental
quality, promoting sustainable commuting, and entrenching
green values into employee behavior and human resource
practices (Ojo & Oladele, 2022; Ahmad, 2021). These
efforts are not only contributory in reducing ecological
footprints but also contribute to building a healthier work
environment, increasing employee morale, reducing
operational costs, and enhancing brand loyalty. A study by
Olanipekun, Akinyemi, and Afolabi (2020) indicates that
organizations that executes green practices experience
improved efficiency, lower employee turnover, and higher
innovation rates.

In the context of Nigeria, workplace greening is still at a
comparatively nascent phase. Many organizations,
particularly small and medium-sized enterprises (SMEs),
continue to view environmental initiatives as peripheral or
non-essential due to perceived costs, lack of awareness, and
weak regulatory enforcement (Obi & Uzochukwu, 2019).
Moreover, the lack of incentives and inadequate
government backing further deter the execution of green
practices. This highlights the necessity for a paradigm shift
in organizational thinking—one that views sustainability
not as a discretionary corporate social responsibility (CSR)
initiative but as an essential strategy for survival, resilience,
and competitive advantage.

In terms of policy and global placement, Nigeria is a party
to the United Nations Sustainable Development Goals
(SDGs), which stress the prominence of responsible
consumption and production (SDG 12), climate action
(SDG 13), and sustainable industrialization (SDG 9)
(United Nations, 2015). Greening the workplace directly
supports the realization of these goals by reducing
environmental impression and enhancing efficient use of
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resources within the organizational framework. For
example, conversion to energy-efficient lighting, reducing
paper use through digital workflows, and promoting
telecommuting can expressively reduce an organization's
carbon footprint (Okonkwo & Agboola, 2021).

Furthermore, the role of leadership and organizational
culture in driving workplace greening cannot be overstated.
Leaders set the tone for sustainability by embedding
environmental values into the organization’s mission and
ensuring accountability at all levels. Green leadership
fosters a culture where employees are encouraged to
innovate, participate in sustainability initiatives, and align
personal values with organizational goals (Bamel et al.,
2020). According to Adebayo and Ogunleye (2023),
without top-down commitment and employee buy-in,
workplace greening efforts are likely to remain tokenistic
and unsustainable.

Despite the recognized benefits of greening the workplace,
Nigerian organizations face notable challenges. These
include infrastructural deficits (such as inconsistent
electricity that limits the adoption of energy-efficient
systems), financial constraints, lack of technical expertise,
resistance to change, and limited access to environmental
data. However, these challenges are not insoluble. Through
capacity building, policy reform, technology transfer, and
collaboration with environmental NGOs and international
agencies, Nigerian organizations can gradually overcome
these barriers and institutionalize sustainable practices
(Chinedu & Adeyemi, 2021).

This study therefore seeks to explore how greening the
workplace can serve as a practical step toward achieving
organizational sustainability in Nigeria. It aims to analyze
existing practices, assess barriers and opportunities, and
provide actionable recommendations that align with global
best practices and local realities. By doing so, the research
intends to demonstrate that environmental sustainability
and organizational performance are not mutually exclusive
but are in fact mutually reinforcing.

Statement of The Problem

Environmental degradation is a persistent problem in
Nigeria, worsened by unsustainable industrial and
organizational practices that contribute significantly to air
and water pollution, deforestation, and waste
mismanagement (Akinbami, 2020). Despite increasing
global emphasis on corporate environmental responsibility
and Nigeria’s commitment to the United Nations
Sustainable Development Goals (SDGs)—particularly
SDG 12 (responsible consumption and production) and
SDG 13 (climate action)—many Nigerian organizations
have not effectively incorporated sustainability into their
workplace policies and practices (United Nations, 2015;
Obi & Uzochukwu, 2019).

Workplace greening comprising energy-efficient systems,
waste reduction, sustainable commuting, and the
advancement of environmental awareness among
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employees—has been widely accredited as a practical, cost-
effective  approach to promoting  organizational
sustainability (Mensah & Ricart, 2021; Ahmad, 2021).
However, the Nigerian corporate environment shows a low
level of awareness and commitment to such practices. Many
firms operate with obsolete infrastructure, prioritize short-
term profit over long-term environmental stewardship, and
lack clearly defined sustainability policies (Adebayo &
Ogunleye, 2023).

Furthermore, green initiatives such as recycling programs,
digital workflow systems to reduce paper use, or installation
of solar energy are either poorly implemented or non-
existent in many Nigerian workplaces, especially in the
private sector and among SMEs (Chinedu & Adeyemi,
2021). Even where awareness exists, there is often a
significant gap between intention and implementation due
to inadequate leadership commitment, financial constraints,
and limited access to green technologies (Okonkwo &
Agboola, 2021). This inaction continues to undermine the
role of organizations in addressing Nigeria’s broader
environmental and climate challenges.

Another layer of the problem is the cultural and institutional
resistance to change within Nigerian workplaces. A lack of
employee involvement in green policies, minimal training
on environmental sustainability, and poor integration of
green human resource management (GHRM) practices
limit the effectiveness of existing efforts (Ojo & Oladele,
2022). Employees are often unaware of their roles in
contributing to sustainability goals, while management fails
to incentivize eco-friendly behaviors.

Compounding these issues is the scarcity of empirical
research on the effectiveness, challenges, and outcomes of
workplace greening in Nigeria. The limited scholarly
attention to this topic hampers policy formulation,
benchmarking, and the development of context-specific
strategies that can drive widespread adoption of green
practices (Olanipekun, Akinyemi, & Afolabi, 2020).

Therefore, despite the global recognition of workplace
greening as a strategic lever for sustainability, Nigerian
organizations remain largely unprepared or unwilling to
transition towards environmentally responsible practices.
The result is an ongoing cycle of resource inefficiency,
increased operational costs, reputational risks, and missed
opportunities for innovation and sustainable growth.

This study seeks to investigate the current state of
workplace greening in Nigeria, identify the key barriers
hindering its implementation, and evaluate its potential for
promoting organizational sustainability in alignment with
global and national environmental objectives.

Research Objectives

The main objective of this study is to explore the role of
workplace greening in promoting organizational
sustainability in Nigeria. Specifically, the study aims to:
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1. Examine the current level of awareness and adoption
of green workplace practices among Nigerian
organizations.

2. ldentify the key green workplace
implemented in Nigerian organizations.

3. Investigate the perceived benefits of greening the
workplace on organizational performance and
sustainability.

4. Analyze the barriers and challenges that hinder the
implementation of green workplace initiatives in
Nigeria.

5. Propose practical strategies and policy
recommendations for promoting workplace greening in
Nigerian organizations.

practices

Research Questions

To guide the investigation, the study will address the

following research questions:

1. What is the level of awareness and adoption of
workplace  greening  practices in  Nigerian
organizations?

2. What types of green workplace practices are currently
being implemented in Nigerian organizations?

3. Howdo organizational leaders and employees perceive
the impact of workplace greening on sustainability and
performance?

4. What are the major challenges or barriers hindering the
implementation of workplace greening in Nigeria?

5. What strategies can be adopted to enhance workplace
greening as a pathway to organizational sustainability
in Nigeria?

Conceptual Clarification / Operational Definition of

Terms

This section provides definitions of key concepts used in

the study to ensure clarity and consistency in interpretation.

1. Greening the Workplace: Greening the workplace
refers to the deliberate incorporation  of
environmentally friendly practices, policies, and
technologies into the daily operations of an
organization. This includes actions such as energy
conservation, waste reduction, digital workflows to
reduce paper use, green purchasing, sustainable
commuting, and employee environmental education
(Mensah & Ricart, 2021). It involves both the physical
transformation of the work environment and the
development of a green organizational culture.

2. Organizational  Sustainability: ~ Organizational
sustainability is the ability of an organization to
operate in a manner that ensures long-term economic
viability while minimizing negative impacts on the
environment and society. It incorporates the principles
of environmental stewardship, social responsibility,
and economic performance (Adebayo & Ogunleye,
2023). Sustainable organizations seek to balance
people, planet, and profit—the “triple bottom line.”

3. Green Human Resource Management (GHRM):

GHRM involves the implementation of human
resource policies and practices that promote
environmentally  responsible  behavior among
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employees. This includes green recruitment, training
for environmental awareness, performance appraisals
based on eco-friendly practices, and rewards for
sustainable innovations (Ojo & Oladele, 2022).

4. Sustainable Development Goals (SDGs): The SDGs
are a set of 17 global objectives adopted by the United
Nations in 2015 to promote peace, prosperity, and
environmental sustainability by 2030. Of particular
relevance to this study are SDG 12 (Responsible
Consumption and Production) and SDG 13 (Climate
Action), which promote workplace sustainability and
green organizational practices (United Nations, 2015).

5. Environmental Awareness: Environmental
awareness refers to the level of knowledge, sensitivity,
and concern that individuals or organizations have
about environmental issues. In this study, it relates to
how well employees and management understand
environmental problems and their role in mitigating
them through workplace practices (Ahmad, 2021).

6. Eco-friendly Practices: Eco-friendly practices are
actions taken to minimize harm to the environment. In
the workplace context, these include turning off
unused electrical devices, reducing paper use,
promoting recycling, encouraging public or carpool
commuting, and using non-toxic cleaning products
(Olanipekun et al., 2020).

7. Barriers to Workplace Greening: These refer to the
internal and external challenges that prevent
organizations from implementing green practices
effectively. Common barriers include lack of
awareness,  high initial  costs, inadequate
infrastructure, limited employee participation, and
absence of enabling policies (Okonkwo & Agboola,
2021).

Il. REVIEW OF RELATED LITERATURE

Conceptual Review

e  Greening the Workplace

Greening the workplace is a concept that refers to the
intentional integration of environmentally sustainable
practices within an organization’s daily operations,
corporate culture, and strategic direction. It encompasses a
range of practices such as energy conservation, use of
renewable resources, paperless processes, eco-friendly
infrastructure, sustainable procurement, recycling, green
commuting, and fostering environmental awareness among
employees (Mensah & Ricart, 2021).

The goal is to reduce the environmental footprint of
organizational activities while maintaining or improving
productivity and profitability. As noted by Ahmad (2021),
greening the workplace is more than a compliance measure;
it is a proactive strategy that enhances corporate image,
reduces waste, minimizes cost, and ensures long-term
survival in an increasingly eco-conscious global
marketplace.

In the Nigerian context, workplace greening remains
underutilized despite its potential to address the country’s
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mounting environmental challenges. Nigerian firms have
been slow to implement green policies due to limited
awareness, inadequate infrastructure, and insufficient
support systems (Adebayo & Ogunleye, 2023).
Nonetheless, as global stakeholders increasingly demand
sustainability and environmental responsibility, workplace
greening is emerging as a necessity for competitiveness and
regulatory compliance.

Organizational Sustainability

Organizational sustainability refers to a firm’s ability to
operate in a manner that ensures its longevity by balancing
economic success, social responsibility, and environmental
stewardship—commonly referred to as the "Triple Bottom
Line™ (Elkington, 1997). It involves not only profit
generation but also ensuring that the organization
contributes positively to society and minimizes harm to the
environment.

Incorporating sustainability into business strategies enables
organizations to manage risks, attract ethical investors,
increase brand equity, and retain top talent (Olanipekun et
al., 2020). For Nigerian organizations, sustainability is
crucial in responding to the threats posed by climate
change, poor waste management, and energy inefficiencies.

Greening the workplace directly contributes to
organizational sustainability by embedding responsible
consumption, waste reduction, and eco-innovation into day-
to-day operations (Okonkwo & Agboola, 2021). A green
workplace also creates a healthier and more engaging
environment for employees, which can improve
performance and reduce turnover.

Green Human Resource Management (GHRM)

GHRM s a subset of human resource management that
focuses on integrating environmental management into HR
policies and practices. It includes green recruitment and
selection, environmental training and development,
performance evaluation based on sustainability metrics, and
rewards for eco-friendly innovations (Ojo & Oladele,
2022).

According to Ahmad (2021), GHRM is critical to ensuring
that employees internalize environmental values and
actively contribute to organizational sustainability goals. In
the Nigerian setting, where environmental awareness
among employees is still growing, GHRM practices can
serve as effective tools for transforming workplace
behavior and fostering a culture of sustainability.

Theoretical Review

Ecological Modernization Theory (EMT)

Ecological Modernization Theory, developed in the late
20th century, argues that environmental protection and
economic growth are not mutually exclusive but can
reinforce each other through technological advancement,
policy reform, and institutional innovation (Mol &
Spaargaren, 2000). EMT suggests that organizations can
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use environmental challenges as catalysts for innovation,
improved efficiency, and competitiveness.

In the Nigerian context, EMT is especially relevant because
it supports the idea that investing in green technologies and
practices—such as solar energy, digital workflows, and
waste-to-resource initiatives—can reduce environmental
harm while enhancing organizational resilience and market
appeal (Mol & Sonnenfeld, 2000). EMT thus provides a
strong theoretical foundation for this study by justifying the
practicality and necessity of workplace greening as a
developmental strategy.

Resource-Based View (RBV)

The Resource-Based View (RBV) of the firm, as proposed
by Barney (1991), posits that organizations gain a
sustainable competitive advantage when they possess
unique, valuable, rare, inimitable, and non-substitutable
resources. In the context of greening the workplace,
organizational knowledge of sustainability, skilled eco-
conscious employees, and green innovation capabilities can
be viewed as strategic resources.

When Nigerian firms invest in green competencies such as
training programs, energy-efficient systems, and
sustainable leadership they position themselves for long-
term market success and operational resilience. As such,
RBV supports the notion that environmental initiatives
should not be viewed as costs but as strategic assets that
enhance an organization’s value proposition (Ojo &
Oladele, 2022).

Empirical Review

Several empirical studies have assessed workplace
greening, its implementation, challenges, and outcomes in
Nigeria and globally.

Olanipekun et al. (2020) conducted a study to investigate
the link between sustainable workplace practices and
employee productivity in selected Nigerian firms. Their
findings revealed that environmentally conscious
organizations reported improved operational efficiency,
higher employee morale, and enhanced brand loyalty.
However, the study also identified critical challenges,
including lack of managerial commitment and insufficient
investment in sustainable technologies.

Similarly, Ojo and Oladele (2022) examined Green Human
Resource Management practices in manufacturing firms in
Lagos State. They found a positive correlation between
green recruitment, environmental training, and improved
employee environmental behavior. The study emphasized
that incorporating sustainability into HRM systems was
essential for embedding green values within the
organization.

Chinedu and Adeyemi (2021) carried out a study on
environmental awareness and behavior among Nigerian
civil servants. The research showed moderate levels of
environmental consciousness, but low adoption of green
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practices due to infrastructural limitations and inadequate
policy implementation. They recommended sustained
environmental education and policy alignment to encourage
behavioral change.

Okonkwo and Agboola (2021) focused on sustainability
integration in Nigerian construction firms. Their study
found that while some large firms had adopted green
workplace initiatives, smaller firms struggled with
implementation due to cost and lack of awareness. The
researchers concluded that policy-driven incentives and
industry-wide benchmarks are necessary to encourage
broader adoption.

Internationally, Mensah and Ricart (2021) analyzed the
outcomes of workplace greening among European small
and medium enterprises (SMESs). Their research confirmed
that workplace greening led to reductions in energy
consumption, increased innovation, and greater employee
satisfaction. These findings suggest that similar benefits can
be achieved in the Nigerian context if the right frameworks
and incentives are in place.

Summary of Literature Review

The reviewed literature highlights that greening the
workplace is a significant contributor to organizational
sustainability. Conceptually, it involves transforming both
physical spaces and behavioral patterns to align with
environmental best practices. Theoretically, both
Ecological Modernization Theory and the Resource-Based
View support the rationale for adopting green practices,
viewing them as strategies for modernization and
competitive advantage.

Empirical evidence from Nigeria and beyond indicates that
organizations that implement green workplace practices
enjoy benefits such as improved productivity, reduced
environmental costs, and enhanced employee engagement.
However, common barriers persist—especially in
Nigeria—including lack of awareness, inadequate
infrastructure, financial constraints, and weak policy
support.

There remains a gap in localized, data-driven studies that
focus on practical strategies for integrating workplace
greening in Nigeria’s diverse organizational landscape.
This study seeks to address this gap by evaluating the
current state, benefits, and barriers of workplace greening
in Nigeria and offering actionable policy and managerial
recommendations.

I11. RESEARCH METHODOLOGY

Research Design

This study adopts a qualitative research design, specifically
a case study approach, to explore and understand how
Nigerian organizations implement workplace greening as a
step toward sustainability. A qualitative design is suitable
for this study because it allows for a deeper understanding
of the perspectives, experiences, and motivations of
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organizational  stakeholders regarding sustainability
practices (Creswell & Poth, 2018). The case study approach
provides a rich and detailed contextual analysis of a limited
number of organizations actively engaging in green
practices.

Population of the Study

The population for this study consists of key personnel
involved in environmental management, human resources,
and sustainability functions within selected organizations in
Nigeria. These include sustainability officers, operations
managers, HR managers, facility managers, and selected
employees across different sectors such as banking, oil and
gas, telecommunications, and manufacturing.

Sampling Technique and Sample Size

A purposive sampling technique will be employed to select
participants who have in-depth knowledge or experience
with workplace sustainability initiatives. This non-
probability sampling method ensures that only information-
rich cases relevant to the research questions are selected
(Patton, 2015).

The study will focus on 4 to 6 organizations that have
documented or observable green workplace practices.
Within each organization, 4 to 6 key informants (employees
or managers) will be interviewed, giving a total sample size
of approximately 20 to 30 participants.

Method of Data Collection

Primary Data Collection

e Primary data will be collected through:

e In-depth semi-structured interviews with selected
participants. The interviews will explore the nature of
green workplace practices, perceived benefits,
challenges  encountered, and organizational
commitment to sustainability.

e Non-participant observation of the workplace
environment (e.g., use of energy-efficient devices,
paperless systems, recycling bins, green architecture).

e Document analysis of internal sustainability policies,
reports, or communication materials.

Interview Guide Development

An interview guide will be developed based on the study’s
objectives and relevant literature. It will include open-
ended questions to facilitate rich, detailed responses and
allow flexibility for follow-up questions.

Validity and Trustworthiness

In qualitative research, trustworthiness is established

through  four  criteria:  credibility, transferability,

dependability, and confirmability (Lincoln & Guba, 1985).

e Credibility will be ensured through prolonged
engagement with participants, triangulation of data
(interviews, documents, observation), and member-
checking (participants will review interview transcripts
to confirm accuracy).

e Transferability will be supported by providing thick
descriptions of the study context and participants.
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e  Dependability will be achieved by maintaining an audit
trail of decisions, methods, and processes throughout
the research.

e Confirmability will be enhanced through reflective
journaling and peer debriefing.

Method of Data Analysis

Data will be analyzed using thematic analysis following
Braun and Clarke’s (2006) six-step framework:

1. Familiarization with the data through transcription and
repeated reading

Coding significant statements and ideas

Searching for themes by grouping related codes
Reviewing themes for coherence and relevance
Defining and naming themes

Producing the report, integrating themes with literature
and theory

ok~ LN

Ethical Considerations

The study will uphold ethical principles in line with

academic and institutional standards:

o Informed consent will be obtained from all
participants.

e Participation will be voluntary, with the right to
withdraw at any time.

e Confidentiality and anonymity will be guaranteed by
coding responses and removing identifying details.

e Ethical approval will be sought from a recognized
Institutional Review Board (IRB) or Ethics Committee
prior to data collection.

Data Presentation and Analysis

This section presents and analyzes the data collected from
the field using interviews, document reviews, and
workplace observations. Thematic analysis was employed
to identify and interpret recurring patterns from the
participants’  responses  across selected  Nigerian
organizations.

Presentation of Key Themes

From the data collected, five main themes emerged:
Awareness and Perception of Greening the Workplace
Most participants expressed an awareness of workplace
greening but varied significantly in understanding. While
sustainability officers described it as “a strategic response
to climate risk and resource management,” some line staff
viewed it more narrowly, focusing on cleanliness and
energy conservation. The level of awareness was higher in
multinationals than in local firms.

Current Green Practices in Organizations

Organizations reported various green initiatives such as:

+ Adoption of digital documentation systems to reduce
paper use.

+  Energy-efficient lighting and air conditioning systems.

» Encouraging recycling practices and installation of
waste segregation bins.

»  Water-saving plumbing technologies in restrooms.
Some firms also conducted regular environmental
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impact assessments and organized “green weeks” to
promote employee engagement.

Perceived Benefits of Greening the Workplace
Interviewees identified several benefits of greening

initiatives:

* Reduced utility costs (electricity, water, and
stationery).

* Improved employee morale and workplace

satisfaction.

» Enhanced brand reputation and social license to
operate.

« Compliance with environmental standards like 1SO
14001.

Challenges and Barriers

Participants cited the following challenges:

e High initial cost of green technologies.

e Limited employee buy-in due to inadequate awareness.

e Poor enforcement of environmental regulations in
Nigeria.

e  Lack of leadership commitment in some organizations.

Recommendations for Enhancing Workplace Greening

Key suggestions included:

e Mandatory environmental education for all employees.

e Government incentives such as tax rebates for green
investments.

o Development of internal sustainability policies and
green task forces.

e Leadership-driven culture change to
sustainability in corporate goals.

integrate

Discussion of Findings

The findings support the notion that greening the workplace
is not only environmentally responsible but also
economically and socially beneficial, especially when
aligned with organizational strategy.

Greening Practices and Sustainability

This study aligns with Mensah and Ricart (2021), who
emphasized that workplace greening leads to operational
efficiency and employee engagement. Organizations
adopting energy-saving systems and paperless offices
reported tangible cost savings, reinforcing the triple bottom
line approach (people, planet, profit).

Barriers and Structural Challenges

Consistent with Okonkwo and Agboola (2021), participants
in this study acknowledged that infrastructure limitations,
lack of policy enforcement, and cultural resistance slow the
pace of green integration. While multinational corporations
seem to be ahead due to global sustainability mandates,
local companies lag due to resource constraints and weak
regulation.

Role of Leadership and Culture

The research underscores the importance of leadership
commitment and a green organizational culture. Ojo and
Oladele (2022) affirm that green HR practices—such as
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training and reward systems for eco-friendly behavior—are
critical to embedding sustainability into daily operations.

IV. CONCLUSION

This study reveals that greening the workplace is a viable

and practical

strategy for achieving organizational

sustainability in Nigeria. While some progress has been
made, especially in sectors exposed to international
standards, many Nigerian firms still face barriers in

embracing full-scale green practices.

Environmental

awareness, policy alignment, and leadership commitment
are crucial drivers for workplace sustainability.

Recommendations
Based on the findings, the following recommendations are
proposed:

Develop and implement national workplace greening
policies to guide organizations and set minimum
compliance standards.

Incentivize organizations through tax benefits and
grants for adopting green technologies and practices.
Incorporate environmental education into
organizational training programs to improve awareness
and participation among employees.

Encourage the creation of sustainability units within
companies to drive green innovation and monitor
progress.

Promote public-private partnerships (PPPs) to facilitate
knowledge exchange and capacity building for
sustainable workplace transformation.

Strengthen enforcement of environmental regulations
through relevant agencies like NESREA (National

Environmental Standards and Regulations
Enforcement Agency).
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