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Abstract 

Theory Alpha is introduced in this paper as a framework for understanding motivation, 

wellbeing, and organizational development. It moves beyond traditional models that treat 

employees primarily as economic resources and instead presents them as whole persons 

whose psychological, social, and cultural needs must be considered. The theory combines 

insights from psychology, sociology, and organizational studies, with particular attention 

to contexts in the Global South. 

The framework argues that motivation and productivity are inseparable from wellbeing, 

autonomy, and meaningful work. By recognizing these dimensions, Theory Alpha 

highlights the importance of psychological safety, supportive leadership, and cultural 

relevance in workplace design. Unlike approaches that rely only on financial or structural 

incentives, this perspective places emphasis on human flourishing as the foundation of 

sustainable performance. 

The paper outlines the theoretical foundations of Theory Alpha, reviews empirical 

evidence from both Global North and South contexts, and identifies practical implications 

for policy and organizational strategy. It concludes that integrating this framework into 

research and practice can strengthen both individual development and institutional 

resilience. In doing so, Theory Alpha offers a holistic model that links personal wellbeing 

with collective organizational success. 

Keywords: Employee motivation, organizational psychology, Theory Alpha, 

wellbeing, purpose, autonomy, workplace dynamics, cross-cultural management, 
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Introduction 

The study of organizational behavior has 

often concentrated on output, efficiency, 

and structural design, while giving less 

attention to the psychological and 

cultural dimensions of work (Schaufeli & 

Bakker, 2010; Hofstede, 2001). Over 

time, this narrow emphasis has limited 

the ability of organizations to understand 

employees as whole human beings. 

Theory Alpha responds to this gap by 

offering a framework that links 
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individual wellbeing with collective 

organizational development. 

The theory builds on the idea that 

employees are not simply units of labor 

but people with needs for autonomy, 

meaning, and social connection (Deci & 

Ryan, 2000; Maslow, 1943). These needs 

are closely connected to motivation and 

performance. Research shows that when 

employees feel valued, supported, and 

psychologically safe, they are more likely 

to be engaged and productive 

(Edmondson, 2019; Harter et al., 2003). 

When these needs are ignored, stress, 

disengagement, and burnout become 

more common, weakening both 

individuals and organizations (Salanova 

et al., 2010). 

Theory Alpha draws on psychology, 

sociology, and management studies, but 

it also pays close attention to the specific 

realities of the Global South. Workplaces 

in Africa, Asia, and Latin America often 

face resource constraints, cultural 

stigma, and informal employment 

structures that make occupational 

wellbeing more complex (Budhwar & 

Debrah, 2013; Adewuya et al., 2007). By 

situating itself in this context, the theory 

provides a culturally sensitive and 

practical framework that can be applied 

in diverse organizational settings. 

This paper sets out the foundations of 

Theory Alpha, explains its main 

components, and shows how it can be 

applied in both research and practice. It 

argues that occupational mental health 

and organizational performance should 

not be treated as separate concerns but as 

mutually reinforcing (LaMontagne et al., 

2014; Bakker & Demerouti, 2017). By 

making this connection, Theory Alpha 

contributes to a broader understanding 

of how organizations can thrive while 

also supporting human development. 

Literature Review 

The Study of Motivation in 

Organizational Contexts 

The study of human motivation in 

organizational settings has undergone a 

significant transformation over the last 

century. Early theories were rooted in 

industrial psychology and focused on 

efficiency, productivity, and control. As 

workplaces evolved into complex socio-

technical systems, so too did the 

conceptual frameworks that sought to 

explain worker behavior. This review 

situates Theory Alpha within this 

tradition, identifying the contributions 

and limitations of classical and 

contemporary approaches to motivation, 

and highlighting the need for a paradigm 

that resonates with twenty-first century 

realities, particularly in the Global South. 

 

 

Classical Foundations of 

Motivation Theory 
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Frederick Taylor’s scientific 

management shaped early thinking 

about workplace motivation. His model 

suggested that workers were primarily 

motivated by financial incentives and 

that productivity could be maximized 

through close supervision and task 

specialization (Taylor, 1911). While this 

approach enhanced efficiency in early 

industrial economies, it treated workers 

as mechanistic entities and ignored their 

psychological and social needs (Wren & 

Bedeian, 2009). 

Elton Mayo’s Hawthorne Studies 

challenged this view by emphasizing the 

social dimensions of work. The findings 

suggested that productivity improved 

when workers felt valued and connected 

to others (Mayo, 1933; Roethlisberger & 

Dickson, 1939). This shift gave rise to 

human relations theory, which 

emphasized morale, communication, 

and group dynamics. However, critics 

argued that Mayo overstated the role of 

social harmony and overlooked 

structural inequalities in organizational 

life (Carey, 1967). 

McGregor’s Theory X and Theory Y 

Douglas McGregor’s The Human Side of 

Enterprise reframed managerial 

assumptions about motivation by 

contrasting two perspectives (McGregor, 

1960). Theory X reflected a pessimistic 

view of employees as inherently passive 

and in need of strict supervision. Theory 

Y, in contrast, portrayed workers as 

intrinsically motivated, self-directed, 

and capable of growth. This formulation 

influenced managerial thinking for 

decades and remains foundational in 

organizational psychology (Miner, 

2005). 

Nonetheless, McGregor’s binary has 

been critiqued for oversimplifying 

human motivation across different 

cultural contexts (Gannon & Boguszak, 

2013). In many African workplaces, 

communal values and extended family 

responsibilities shape employee behavior 

in ways that neither Theory X nor Theory 

Y fully captures (Dia, 1996). Similarly, in 

Asian settings, values rooted in 

Confucian collectivism and deference to 

authority complicate the assumptions of 

autonomy and self-direction that 

underpin Theory Y (Hofstede, 2001; 

Kim, 2012). 

Ouchi’s Theory Z 

William Ouchi (1981) developed Theory 

Z as a hybrid model inspired by Japanese 

management practices. It emphasized 

trust, long-term employment, holistic 

concern for employees, and collective 

decision-making. The approach gained 

attention for explaining the post-war 

success of Japanese corporations, which 

achieved high productivity alongside 

strong employee loyalty. 

Although more humane than earlier 

models, Theory Z has been criticized for 
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being too closely tied to Japan’s 

collectivist culture. Its principles are 

difficult to transfer to societies where 

individualism and labor mobility are 

more pronounced (Lincoln & Kalleberg, 

1990). In African and South Asian 

organizations, attempts to apply Theory 

Z have produced mixed results because of 

economic instability, reliance on short-

term contracts, and the prevalence of 

informal labor markets (Kamoche, 2002; 

Budhwar & Debrah, 2009). 

Contemporary Theories of Work 

Motivation 

Later theories addressed some of the 

limitations of earlier models by 

incorporating psychological needs, 

autonomy, and growth. Herzberg’s Two-

Factor Theory distinguished between 

hygiene factors such as salary and 

working conditions and motivators such 

as recognition and responsibility 

(Herzberg, Mausner, & Snyderman, 

1959). Maslow’s hierarchy of needs 

offered a broader framework that 

continues to be widely referenced 

(Maslow, 1943). Self-Determination 

Theory provided a more nuanced 

explanation by identifying autonomy, 

competence, and relatedness as essential 

for sustaining intrinsic motivation (Deci 

& Ryan, 1985; Deci & Ryan, 2000). 

These theories offered richer insights but 

their application remains uneven across 

cultures. In Sub-Saharan Africa, for 

example, autonomy is valued but job 

security and material rewards remain 

central because of high unemployment 

and economic precarity (Adeleye, 2010; 

Kaino, 2015). In contrast, studies in 

North America and Europe show that 

younger generations increasingly seek 

purpose-driven work that aligns with 

their values (Grant, 2008; Deloitte, 

2020). 

Global South Perspectives on 

Motivation 

Motivational theories developed in 

Western contexts often assume stable 

economies, predictable labor markets, 

and individualistic orientations. These 

assumptions do not fully capture the 

realities of workplaces in Africa and Asia, 

where rapid economic change, high 

unemployment, and strong communal 

traditions shape employee motivation in 

complex ways. African workers often 

combine formal employment with 

informal economic activities to support 

their livelihoods, which complicates 

traditional theories of work motivation 

(Nkomo, 2011). In India and China, 

employees may prioritize family 

obligations and community standing 

over individual career advancement, 

which challenges Western-centric 

models (Budhwar, Varma, & Patel, 2016; 

Warner, 2014). 

The digital economy has introduced 

additional shifts. Remote work and 

mailto:dr.elliason@ericsolutions.in
https://doi.org/10.64261/ijaarai.v1n3.008


 

Corresponding email: dr.elliason@ericsolutions.in.  
https://doi.org/10.64261/ijaarai.v1n3.008.  

Vol.1, Issue 3 | Oct–Dec 2025 
ISSN (O): 3093-4664  

hybrid arrangements in cities such as 

Nairobi, Bangalore, and Manila highlight 

employees’ growing emphasis on 

flexibility, mental wellbeing, and 

opportunities for creativity. These 

priorities are not adequately reflected in 

earlier motivational frameworks 

(Choudhury, Foroughi, & Larson, 2021). 

The Case for a New Paradigm 

The existing body of literature makes 

clear that while Theories X, Y, and Z 

advanced the study of organizational 

psychology, they cannot fully address the 

complexities of the modern workplace. 

Contemporary realities such as 

globalization, technological disruption, 

precarious labor markets, and a stronger 

focus on wellbeing require new 

approaches. Scholars increasingly call for 

models that emphasize cultural diversity, 

psychological wholeness, and purpose-

driven engagement (Karra & Phillips, 

2008; Spreitzer & Cameron, 2012). 

Theory Alpha emerges in response to 

these gaps. It presents a holistic 

framework that treats employees as 

multidimensional beings embedded 

within social, cultural, and 

organizational ecosystems. By 

integrating wellbeing, autonomy, and 

purpose, Theory Alpha seeks to provide a 

contextually grounded and forward-

looking account of workplace motivation. 

Critique of Theories X, Y, and Z 

Douglas McGregor’s Theories X and Y 

remain some of the most cited 

frameworks in organizational psychology 

(McGregor, 1960). Theory X presents 

employees as inherently passive, 

resistant to work, and in need of external 

control to achieve productivity. In 

contrast, Theory Y depicts employees as 

naturally inclined toward responsibility, 

creativity, and self-motivation when 

placed in supportive environments. 

Later, William Ouchi (1981) advanced 

Theory Z, which emphasized trust, 

collective decision-making, and long-

term employment. These frameworks 

shaped managerial thinking throughout 

the twentieth century. Yet, their ability to 

explain the complexities of the 

contemporary workplace is increasingly 

limited. 

A central weakness of Theory X lies in its 

reductionist view of human behavior. 

The claim that employees inherently 

resist work and lack ambition is 

incompatible with findings from diverse 

labor markets. Research in Sub-Saharan 

Africa, for example, shows that workers 

often display resilience, innovation, and 

collective commitment despite structural 

barriers such as low pay or resource 

scarcity (Adebayo & Nkomo, 2021). 

Similar studies in South Asia reveal that 

even in informal economies, workers 

actively pursue meaning and community 

through their labor, even under 

precarious conditions (Ali & Prasad, 
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2019). These examples demonstrate that 

motivation cannot be reduced to 

coercion or surveillance but must be 

understood as a socially and culturally 

embedded process. 

Theory Y, though more optimistic, has its 

own limitations. McGregor’s confidence 

in intrinsic motivation and creativity 

often neglects the realities of structural 

inequality and cultural variation. In 

many African and Asian settings, 

employee motivation is shaped as much 

by family expectations and communal 

obligations as by organizational culture 

(Owusu & Mensah, 2020). Autonomy 

and self-direction, which are central to 

Theory Y, may not always be the 

strongest motivators in collectivist 

societies where shared responsibility and 

interdependence are more highly valued 

(Hofstede et al., 2010). This indicates 

that Theory Y, although progressive for 

its time, risks oversimplifying the diverse 

ways in which motivation is expressed 

globally. 

Ouchi’s Theory Z extended these debates 

by introducing a hybrid model that drew 

heavily on Japanese management 

practices. While its focus on trust, 

participation, and long-term 

employment reflected the strength of 

Japanese corporations during the 

postwar period, its cultural specificity 

has limited broader applicability. In 

African and Asian contexts characterized 

by economic instability, labor migration, 

and insecure employment, the 

assumption of long-term job stability is 

often unrealistic (Adeyemi, 2018). 

Moreover, the belief that trust and loyalty 

naturally arise in collectivist cultures 

underestimates structural barriers such 

as corruption, wage insecurity, and weak 

labor protections that undermine 

employee confidence (Gupta, 2017). 

Beyond their individual shortcomings, 

Theories X, Y, and Z share a common 

limitation. All three emerged from mid-

twentieth-century management thought 

that prioritized organizational control 

over employee wellbeing. While they 

offered insights into the relationship 

between human behavior and structure, 

they fail to address contemporary 

realities such as hybrid and remote work, 

the centrality of employee wellbeing, and 

the increasing demand for purpose-

driven employment (Grant, 2021). The 

COVID-19 pandemic underscored these 

gaps, revealing that workers across the 

globe now expect psychological safety, 

flexibility, and meaningful contribution 

beyond the traditional focus on 

productivity (Choudhury et al., 2020). 

These weaknesses are especially visible 

in the Global South, where cultural, 

economic, and political contexts create 

distinctive motivational dynamics. The 

growth of digital gig economies in Africa 

illustrates that employees seek 

autonomy, dignity, and recognition 

rather than long-term security alone 
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(Graham et al., 2019). In South Asia, a 

rapidly expanding youth population 

places value on workplaces that combine 

personal growth, technological 

adaptability, and community 

contribution, priorities largely absent 

from Theories X, Y, and Z (Kumar & 

Singh, 2022). Such trends reveal the 

inadequacy of traditional frameworks to 

capture the aspirations of younger, 

globally connected, and socially 

conscious labor forces. 

The critique of these three theories 

therefore highlights the urgent need for a 

new paradigm. A model that integrates 

wellbeing, purpose, autonomy, and 

cultural adaptability is essential for 

understanding motivation in both the 

Global North and South. Theory Alpha 

responds to this gap by reframing 

motivation as a holistic, context-sensitive 

process that places human development 

at the center of organizational success. 

Table 1 summarizes the distinctions 

between Theories X, Y, Z, and the 

proposed Theory Alpha. 

Table 1. Comparison of Theories X, Y, Z, and Alpha 

Dimension Theory X Theory Y Theory Z Theory Alpha 

Assumptions 

about People 

Employees are 

lazy, avoid 

responsibility, 

need control. 

Employees are 

self-

motivated, 

capable of 

creativity, seek 

responsibility. 

Employees 

value trust, 

loyalty, and 

long-term 

relationships. 

Employees are 

whole persons 

whose wellbeing, 

purpose, and 

autonomy drive 

motivation. 

Primary 

Motivation 

Drivers 

External 

control, 

supervision, 

financial 

incentives. 

Intrinsic 

motivation, 

growth, self-

direction. 

Collective 

responsibility, 

trust, stability, 

loyalty. 

Interplay of 

Wellbeing, 

Purpose, and 

Autonomy, 

integrated with 

cultural and 

structural 

context. 

Management 

Style 

Authoritarian, 

coercive, 

hierarchical. 

Participative, 

empowering, 

supportive. 

Consensus-

based, holistic 

concern, long-

Human-

centered, 

culturally 

adaptive, 
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term 

orientation. 

wellbeing- and 

purpose-driven. 

Strengths Clear control, 

efficiency in 

routine tasks. 

Encourages 

creativity, 

responsibility, 

engagement. 

Builds loyalty, 

trust, and 

holistic 

concern. 

Fosters 

resilience, 

innovation, 

sustainability, 

and global 

inclusivity. 

Limitations Reduces 

workers to 

passive 

entities; 

ignores 

creativity and 

culture. 

Overly 

optimistic; 

ignores 

structural 

inequalities 

and cultural 

variation. 

Culturally 

specific to 

Japan; less 

applicable in 

unstable 

economies. 

Implementation 

may face 

challenges in 

resource-scarce 

contexts; 

wellbeing and 

autonomy vary 

across cultures. 

Applicability 

in 21st 

Century 

Workplaces 

Limited; 

outdated in 

dynamic and 

knowledge-

driven 

settings. 

Useful but 

insufficient for 

global and 

diverse 

contexts. 

Partial 

relevance; 

depends on 

stable 

employment 

and collectivist 

values. 

Highly relevant: 

adaptable across 

cultures, 

responsive to 

globalization, 

digitalization, 

and hybrid work. 

 

Development of Theory Alpha 

Theory Alpha is presented as a 

contemporary framework that 

reconfigures existing motivational 

theories in light of twenty-first century 

workplace realities. Classical models 

such as Maslow’s hierarchy of needs, 

Herzberg’s two-factor theory, and Self-

Determination Theory have offered 

valuable foundations (Maslow, 1943; 

Herzberg, Mausner, & Snyderman, 1959; 

Deci & Ryan, 2000). However, these 

frameworks were developed within 

Western, industrialized contexts and 

often assume a linear progression of 

needs, universal job satisfaction factors, 

and individualized autonomy. Scholars 

have criticized these models for their 

limited cultural adaptability, their 

insufficient attention to structural 
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inequalities, and their neglect of holistic 

wellbeing (Wahba & Bridwell, 1976; 

Hofstede, 1984; Budhwar & Debrah, 

2013). 

Theory Alpha seeks to address these 

limitations by proposing an integrated, 

multi-dimensional model of motivation 

that situates the individual within 

overlapping psychosocial, 

organizational, and cultural ecosystems. 

Rather than presenting needs as 

sequential stages, it argues that they are 

simultaneous and dynamic. For instance, 

an employee in Ghana or India may 

prioritize community belonging and 

purpose over individual advancement, 

which challenges the assumption of self-

actualization as the highest motivational 

endpoint in Western psychology (Ayee, 

2016; Chirkov et al., 2003). This view 

aligns with scholarship that emphasizes 

the relativity of motivation and the role of 

cultural context in shaping work values 

(Latham & Pinder, 2005; Gagné et al., 

2015). 

A second feature of Theory Alpha lies in 

its emphasis on meaning and purpose as 

central motivators. Research shows that 

employees increasingly seek work that 

aligns with their values and contributes 

to personal and societal goals, especially 

among younger generations and in 

collectivist societies (Steger, 2017; 

Martela & Riekki, 2018). While 

Herzberg’s framework linked satisfaction 

to extrinsic enrichment through 

recognition and responsibility, Theory 

Alpha incorporates existential 

perspectives such as Frankl’s view of 

meaning-making as a primary driver of 

human behavior (Frankl, 1963). This 

emphasis reflects contemporary labor 

dynamics, where value-driven work has 

become a significant determinant of 

engagement and retention (Saks, 2021). 

In addition, Theory Alpha places holistic 

wellbeing at the center of motivational 

processes. Psychological, emotional, and 

physical health are understood as 

inseparable from organizational 

performance. Evidence from 

occupational health psychology shows 

that wellbeing predicts resilience, 

creativity, and long-term productivity 

(Warr, 2017; Sonnentag, 2018). By 

embedding wellbeing into its framework, 

Theory Alpha challenges models that 

treat health as an external condition, 

instead positioning it as a central 

antecedent of sustained motivation and 

performance. 

Finally, Theory Alpha responds to 

structural and cultural inequalities often 

overlooked in dominant motivational 

theories. In the Global South, 

organizational life is shaped by 

informality, governance challenges, and 

socio-economic precarity (Budhwar & 

Debrah, 2013). Models that assume 

stable labor markets and equitable access 

to resources are often inapplicable in 

these contexts. To account for these 
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realities, Theory Alpha integrates a 

justice dimension, highlighting the role 

of fairness, inclusivity, and cultural 

belonging in sustaining motivation 

(Colquitt et al., 2013). This makes the 

framework both psychologically robust 

and socially responsive. 

In conclusion, Theory Alpha advances 

motivational theory by bringing together 

cultural relativity, existential purpose, 

holistic wellbeing, and structural justice 

into a unified conceptual framework. 

These interrelated dimensions provide a 

foundation for understanding workplace 

motivation in ways that reflect the 

complexities of modern organizational 

life. Figure 1 illustrates how these 

dimensions interact to create a dynamic 

and context-sensitive model. 

 

 

Strengthening the Theoretical 

Positioning of Theory Alpha 

A central task in developing Theory 

Alpha is to establish how it builds on 

existing frameworks such as Self-

Determination Theory and the broader 

field of Positive Organizational 

Scholarship while also moving beyond 

their limitations. Self-Determination 

Theory remains one of the most 

influential accounts of human 

motivation, highlighting autonomy, 

competence, and relatedness as basic 

psychological needs that sustain 
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engagement (Deci & Ryan, 1985; Deci & 

Ryan, 2000; Deci & Ryan, 2017). Positive 

Psychology and Positive Organizational 

Scholarship have similarly emphasized 

meaning, resilience, and flourishing as 

vital elements of workplace life 

(Seligman & Csikszentmihalyi, 2000; 

Cameron & Spreitzer, 2012). These 

contributions were instrumental in 

shifting organizational research away 

from narrow, extrinsically focused 

models toward approaches that 

recognize psychological growth and 

human flourishing. 

Theory Alpha is not a restatement of 

these perspectives but an extension of 

them in several important ways. First, 

whereas Self-Determination Theory 

treats autonomy as a universal need, 

Theory Alpha situates autonomy within 

cultural and structural realities. In many 

African and Asian contexts, autonomy is 

not expressed as individual 

independence but as context-sensitive 

self-direction that must be harmonized 

with family responsibilities, communal 

obligations, and organizational norms 

(Chirkov et al., 2003; Budhwar & 

Debrah, 2013). This reframing of 

autonomy makes Theory Alpha more 

adaptable across cultures and more 

responsive to diverse socio-economic 

conditions. 

Second, Positive Psychology has often 

conceptualized meaning and purpose in 

highly individualistic terms, linking them 

to self-fulfillment and personal 

actualization (Steger, 2017; Martela & 

Riekki, 2018). Theory Alpha, by contrast, 

recognizes that purpose is shaped not 

only by personal goals but also by 

collective values and social narratives. In 

the Global South, employees frequently 

understand purpose through 

contributions to family, community, or 

national development, rather than 

through individual advancement alone 

(Dia, 1996; Ayee, 2016). By embedding 

purpose within broader cultural 

contexts, Theory Alpha expands the 

scope of motivational theory to include 

both individual and collective 

dimensions of meaning. 

Third, Theory Alpha places wellbeing at 

the very center of motivational processes. 

While occupational health research has 

shown that wellbeing is directly linked to 

resilience, creativity, and productivity 

(Warr, 2017; Sonnentag, 2018), many 

existing theories treat wellbeing as a 

secondary outcome of fulfilling other 

needs. Theory Alpha takes a different 

approach by positioning wellbeing as a 

primary driver of motivation and as 

inseparable from organizational 

performance. This perspective is 

particularly important in contexts where 

economic precarity, social instability, 

and mental health challenges profoundly 

shape the daily experiences of employees 

(Kniffin et al., 2021; Nkomo, 2011). 
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Finally, Theory Alpha explicitly 

addresses the cultural and structural 

blind spots of earlier frameworks. Much 

of the motivational literature assumes 

stable economies, secure employment, 

and individualistic orientations, 

conditions that are not representative of 

many workplaces in the Global South 

(McSweeney, 2002; Kumar & Singh, 

2022). By integrating cultural relativity 

and structural justice into its 

foundations, Theory Alpha provides a 

model that is both globally adaptable and 

socially responsive. Motivation is thereby 

understood not simply as a psychological 

mechanism but as a process embedded in 

wider socio-economic and cultural 

ecosystems. 

Operationalization and 

Measurement of Theory Alpha 

For Theory Alpha to be meaningful in 

both research and practice, it must be 

translated into measurable dimensions. 

While the framework is conceptual, its 

three interdependent pillars of wellbeing, 

purpose, and autonomy can be assessed 

empirically using established 

psychological constructs and 

organizational metrics. This makes 

Theory Alpha not only theoretically 

robust but also testable across cultural 

and organizational contexts. 

Wellbeing can be measured through both 

subjective and objective indicators. 

Psychological safety, defined as the belief 

that one can share ideas and concerns 

without fear of negative consequences, 

has been widely studied and can be 

assessed with Edmondson’s (1999) 

Psychological Safety Scale. Stress 

reduction and work–life balance may be 

captured through instruments such as 

the Perceived Stress Scale (Cohen et al., 

1983) and the Work–Life Balance Scale 

(Fisher et al., 2009). Together, these 

measures provide insight into the degree 

to which employees experience holistic 

health, which is essential for sustained 

motivation and resilience (Warr, 2017; 

Sonnentag, 2018). 

Purpose may be operationalized through 

indicators of meaningful work and values 

alignment. The Work and Meaning 

Inventory developed by Steger and 

colleagues (2012) offers a validated tool 

for assessing how employees perceive the 

significance of their work and the extent 

to which it aligns with personal and 

societal values. Additional measures, 

such as organizational values alignment 

surveys (Kristof-Brown et al., 2005), 

allow researchers to examine how 

individual purpose connects with 

collective goals. These tools reflect the 

growing recognition that meaningful 

work is a central driver of motivation, 

especially among younger generations 

and in collectivist societies (Martela & 

Riekki, 2018; Saks, 2021). 

Autonomy within Theory Alpha extends 

beyond individual independence to 
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encompass context-sensitive self-

direction. It can be evaluated through 

scales of decision latitude and job 

control, such as those found in Karasek’s 

Job Demand–Control Model (Karasek, 

1979). Employee perceptions of flexible 

work arrangements, including control 

over schedules, task choices, and 

methods, may also be assessed through 

organizational surveys (Gagné et al., 

2015). Self-leadership, which emphasizes 

the ability of employees to regulate and 

motivate themselves, can be measured 

using the Revised Self-Leadership 

Questionnaire (Houghton & Neck, 

2002). These instruments together 

capture autonomy as both a personal 

resource and a culturally embedded 

construct. 

By incorporating these measurement 

tools, Theory Alpha becomes 

operationally viable for empirical testing. 

Cross-cultural studies, longitudinal 

surveys, and organizational case studies 

can be designed to investigate how 

wellbeing, purpose, and autonomy 

interact to influence engagement, 

innovation, and retention. This approach 

strengthens the theoretical contribution 

of Theory Alpha while also providing 

practical metrics for organizations 

seeking to embed human-centered 

motivation strategies into workplace 

design and leadership development. The 

validated scales and organizational 

surveys that correspond to these three 

dimensions are summarized in Table 2. 

Table 2. Operationalization of Theory Alpha 

Pillar Key Indicators Example Measurement Tools 

Wellbeing Psychological safety, stress 

reduction, work–life balance, 

holistic health 

- Edmondson’s (1999) 

Psychological Safety Scale  

- Perceived Stress Scale (Cohen et 

al., 1983)  

- Work–Life Balance Scale (Fisher 

et al., 2009) 

Purpose Meaningful work, values 

alignment, contribution to 

society/community 

- Work and Meaning Inventory 

(WAMI; Steger et al., 2012)  

- Person–Organization Fit/Values 

Alignment Surveys (Kristof-Brown 

et al., 2005) 

Autonomy Decision latitude, job control, 

flexibility, self-leadership 

- Job Demand–Control Model 

(Karasek, 1979)  
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- Flexible Work Arrangements 

Surveys (Gagné et al., 2015)  

- Revised Self-Leadership 

Questionnaire (Houghton & Neck, 

2002) 

 

Enriching the Global South and 

Practice Applications of Theory 

Alpha 

Although the three pillars of Theory 

Alpha are relevant across contexts, their 

meaning and application vary depending 

on cultural and economic realities. The 

Global South offers particularly rich 

illustrations of how the framework can be 

applied, as organizations in Africa and 

Asia often combine rapid technological 

change with strong communal values and 

informal economic structures. 

In African societies, the principle of 

Ubuntu, often summarized as “I am 

because we are,” shapes leadership and 

workplace relationships. It emphasizes 

interdependence, mutual respect, and 

collective wellbeing (Mbigi & Maree, 

2005; Nkomo, 2011). Theory Alpha 

resonates with this tradition because it 

positions wellbeing and purpose as 

central drivers of motivation. In East 

Asia, Confucian traditions stress 

harmony, respect for authority, and 

collective flourishing. Within this 

cultural context, autonomy is understood 

not as separation from the group but as 

self-direction that is expressed 

responsibly within social obligations 

(Chen & Miller, 2011; Ralston et al., 

2008). In India and Southeast Asia, the 

rise of social enterprises and technology 

startups shows how younger workers are 

motivated by the dual goal of 

contributing to social transformation and 

achieving financial security (Budhwar & 

Debrah, 2013; Kumar & Singh, 2022). 

These examples demonstrate how 

Theory Alpha adapts to environments 

where cultural identity and societal 

development shape how motivation is 

defined. 

The framework also has important 

implications for human resource 

strategies. Organizations can redesign 

their systems to promote employee 

wellbeing and meaning. Policies may 

include flexible work arrangements, 

access to mental health resources, and 

recognition programs that value 

contributions beyond financial 

outcomes. Even where resources are 

limited, initiatives such as peer support 

groups, team-based recognition, and 

flexible scheduling can strengthen 

wellbeing and autonomy, helping 

employees remain engaged and resilient 
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(Choudhury et al., 2021; Kniffin et al., 

2021). 

Leadership development is another area 

where Theory Alpha provides practical 

guidance. Leaders are not only 

responsible for performance but also for 

fostering trust, purpose, and holistic 

growth. Evidence from research on 

transformational and servant leadership 

highlights the positive impact of such 

approaches on employee engagement 

(Hoch et al., 2018; Eva et al., 2019). 

Theory Alpha builds on these models by 

encouraging leaders to draw on 

indigenous traditions. Ubuntu 

leadership in Africa, which values 

interconnectedness, and relational ethics 

in Confucian contexts, which emphasize 

harmony and mutual responsibility, 

illustrate how culturally grounded 

leadership practices can be aligned with 

the three pillars of Theory Alpha. 

Training leaders to incorporate these 

perspectives can build trust, resilience, 

and long-term commitment. 

In an increasingly globalized workplace, 

managers must often reconcile 

collectivist and individualist 

orientations. Theory Alpha offers a 

framework for cross-cultural 

management that respects cultural 

norms while advancing organizational 

goals. Multinational organizations 

operating in Africa or South Asia, for 

instance, can design engagement 

strategies that incorporate community-

building, recognition of family 

obligations, and participatory decision-

making. Such approaches allow 

organizations to avoid imposing 

Western-centric models and instead 

create practices that resonate with local 

employees (Ibarra-Colado, 2006; 

Alcadipani et al., 2012). 

Taken together, these examples show 

that Theory Alpha is both a conceptual 

contribution and a practical framework. 

By embedding wellbeing, purpose, and 

autonomy into everyday policies and 

leadership practices, organizations can 

motivate employees in ways that are 

culturally responsive, contextually 

relevant, and aligned with both 

organizational outcomes and broader 

societal wellbeing. Building on this 

foundation, the next section examines 

the wider implications of Theory Alpha 

for organizational practice, leadership 

development, and academic theory.  

Implications of Theory Alpha 

The development of Theory Alpha carries 

important implications for 

organizational psychology, management 

practice, and the broader understanding 

of human motivation in the workplace. 

Unlike McGregor’s Theories X and Y and 

Ouchi’s Theory Z, which were products of 

particular historical and cultural 

moments, Theory Alpha responds to the 

increasingly complex, global, and 

interconnected world of work in the 
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twenty-first century. Its significance 

extends across organizational practice, 

leadership development, cross-cultural 

management, academic theorizing, and 

wider societal goals. 

From an organizational perspective, 

Theory Alpha highlights the need to 

integrate wellbeing, autonomy, and 

purpose into the core architecture of 

work design. Organizations today face 

challenges such as hybrid work 

arrangements, mental health pressures, 

and declining engagement, trends that 

have intensified since the COVID-19 

pandemic (Kniffin et al., 2021). While 

many Western organizations have 

experimented with wellness programs 

and flexible work policies, companies in 

Africa and Asia often contend with 

structural limitations including resource 

scarcity, rigid hierarchies, and socio-

economic inequalities (Budhwar & 

Mellahi, 2016). Theory Alpha provides a 

framework through which organizations 

in the Global South can reconceptualize 

productivity, not merely as the 

maximization of output but as a holistic 

process that places employees’ 

psychosocial and cultural needs at the 

forefront. 

In terms of leadership development, the 

framework redefines leaders as 

facilitators of meaning and purpose 

rather than as controllers and evaluators. 

Research shows that transformational 

and servant leadership practices are 

linked to higher levels of engagement and 

wellbeing (Hoch et al., 2018; Eva et al., 

2019). However, these models have often 

been applied within Western corporate 

contexts. Theory Alpha expands the 

discussion by drawing upon indigenous 

leadership traditions, such as Ubuntu in 

Africa, which values interconnectedness 

and mutual respect, and Confucian 

relational ethics in Asia, which 

emphasizes harmony and collective 

flourishing (Mbigi & Maree, 2005; Chen 

& Miller, 2011). By embedding these 

traditions within leadership theory, the 

framework encourages organizations to 

integrate both global evidence and local 

epistemologies. 

For cross-cultural management, Theory 

Alpha addresses the limitations of 

Western-centric approaches that often 

fail to capture the realities of motivation 

in the Global South. Hofstede’s cultural 

dimensions theory, for example, has 

been widely applied but is criticized for 

being static and essentialist (McSweeney, 

2002). In contrast, Theory Alpha 

presents a dynamic, context-sensitive 

model that recognizes universal human 

needs while acknowledging cultural 

particularities. In African contexts, 

motivation is closely tied to communal 

success and collective meaning (Nkomo, 

2011). In many Asian societies, long-term 

orientation and filial obligations shape 

workplace behavior in ways that differ 

from Western individualist frameworks 
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(Ralston et al., 2008). By taking these 

factors into account, managers can 

design practices that are culturally 

responsive and aligned with local 

realities. 

Academically, Theory Alpha contributes 

to the evolution of organizational 

psychology by challenging the linear 

progression of theories that were largely 

shaped by Western industrial contexts. It 

provides an integrative model that 

reflects contemporary realities while 

drawing legitimacy from diverse cultural 

practices. This challenges the dominance 

of Euro-American paradigms and 

supports the ongoing movement to 

decolonize management theory, which is 

increasingly recognized in African and 

Asian scholarship (Ibarra-Colado, 2006; 

Alcadipani et al., 2012). In this way, 

Theory Alpha acts as a bridge between 

global theory and local practice, offering 

a framework that is both conceptually 

rigorous and practically relevant. 

The framework also carries societal 

implications. It resonates with the 

United Nations’ Sustainable 

Development Goals, which call for decent 

work, good health and wellbeing, and the 

reduction of inequalities (United 

Nations, 2015). By prioritizing purpose, 

wellbeing, and autonomy alongside 

organizational outcomes, Theory Alpha 

aligns with these objectives and positions 

workplaces as spaces of human-centered 

development. In regions such as Sub-

Saharan Africa and South Asia, where 

work is closely tied to identity, family 

survival, and community development, 

adopting Theory Alpha could support 

both economic progress and social 

transformation. 

Critical Reflection and Future 

Research Agenda 

Although Theory Alpha presents a 

comprehensive and inclusive framework, 

it is important to recognize its 

limitations. One challenge lies in the 

cultural variability of its core pillars. 

Wellbeing, for instance, is understood 

differently across societies. In many 

Western contexts it is framed in terms of 

psychological safety and individual 

mental health, whereas in African and 

Asian settings it may be tied more closely 

to family obligations, community 

belonging, and collective security. 

Autonomy is similarly diverse in 

meaning. In collectivist cultures it is 

often expressed through 

interdependence and responsible self-

direction within the group, which 

contrasts with the individualist 

interpretation emphasized in much of 

Western theory. These variations 

highlight the need for careful and 

context-sensitive application of Theory 

Alpha. 

A second limitation concerns 

implementation in resource-constrained 

environments. Many organizations in the 
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Global South operate under conditions of 

economic instability, high levels of 

informality, and limited access to 

leadership development or wellbeing 

programs. In such contexts, embedding 

wellbeing, purpose, and autonomy into 

organizational systems may be difficult 

without stronger policy frameworks and 

structural support. Without these 

conditions, there is a risk that Theory 

Alpha will be seen as aspirational rather 

than practical, particularly in 

organizations with limited resources or 

capacity to translate its principles into 

daily practice. 

Despite these challenges, Theory Alpha 

offers significant opportunities for future 

research. Empirical testing is needed to 

examine how wellbeing, purpose, and 

autonomy interact across cultural, 

economic, and organizational contexts. 

Comparative surveys could assess how 

these dimensions are prioritized in 

collectivist and individualist societies. 

Longitudinal studies could explore 

whether organizations that adopt Theory 

Alpha practices achieve greater 

resilience, innovation, and retention over 

time. Case studies from the Global South 

may provide insight into how resource-

limited organizations adapt the 

framework and whether low-cost 

interventions are effective in fostering 

motivation and wellbeing. 

Another promising direction for research 

lies in exploring how Theory Alpha aligns 

with global development agendas. The 

United Nations Sustainable 

Development Goals emphasize decent 

work, health, equity, and sustainable 

growth (United Nations, 2015). 

Investigating how workplace practices 

rooted in wellbeing, purpose, and 

autonomy contribute to these goals 

would not only expand the social 

relevance of Theory Alpha but also 

strengthen its role in linking 

organizational practice with broader 

societal transformation. 

By acknowledging its limitations while 

outlining pathways for empirical inquiry, 

Theory Alpha positions itself as both a 

conceptual contribution and a forward-

looking agenda. Its adaptability ensures 

that the framework remains open to 

refinement, while inviting scholars and 

practitioners to explore how it can be 

applied across diverse and evolving 

workplace contexts. 

Conclusion 

The development of Theory Alpha 

represents an important paradigm shift 

in organizational psychology and 

motivation studies. Earlier frameworks 

such as McGregor’s Theories X and Y and 

Ouchi’s Theory Z offered valuable 

insights into managerial assumptions 

and leadership orientations, yet they 

remained grounded in industrial-era 

logics that emphasized control, 

compliance, and narrowly defined 
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productivity. Theory Alpha moves 

beyond these constraints by reimagining 

motivation as a holistic and human-

centered process in which wellbeing, 

purpose, and autonomy are integral to 

organizational success. This vision 

resonates with the realities of the twenty-

first century, where globalization, digital 

transformation, and hybrid work 

arrangements demand flexible and 

inclusive approaches to motivation (Deci 

& Ryan, 2017; Grant & Parker, 2009). 

A defining feature of Theory Alpha is its 

responsiveness to socio-cultural 

diversity. Unlike its predecessors, which 

were largely developed in Western 

corporate contexts, Theory Alpha 

acknowledges that organizational 

behavior is shaped by cultural, social, 

and economic conditions. Evidence from 

African and Asian settings highlights the 

role of communal values, relational 

accountability, and collective wellbeing 

in sustaining workplace motivation (Dia, 

1996; Budhwar & Debrah, 2013). At the 

same time, insights from Western 

contexts emphasize the importance of 

psychological safety, diversity, and 

meaningful work, showing that the re-

centering of employees as whole persons 

has universal relevance (Kahn, 1990; 

Edmondson, 2019). 

The implications of this framework are 

therefore wide-ranging. For managers, 

Theory Alpha provides a guide for 

designing organizations in which 

wellbeing and purpose reinforce 

performance and innovation. For 

policymakers, it offers a basis for crafting 

labor and organizational policies that 

link mental health, equity, and 

productivity. For researchers, it creates 

opportunities to develop new theoretical 

and empirical studies that bridge cultural 

contexts and challenge the dominance of 

Western-centric models in 

organizational psychology. 

In conclusion, Theory Alpha should be 

understood not as a rejection of past 

motivational theories but as their 

evolution. It provides a timely and 

globally inclusive framework that 

enables organizations to navigate the 

complexities of modern work while 

ensuring that the human dimension 

remains central. As technological 

disruption, cultural pluralism, and the 

demand for social responsibility 

continue to reshape work, Theory Alpha 

underscores a critical truth: the success 

of organizations is inseparable from the 

flourishing of the people who sustain 

them. 
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