
Int. J. Adv. Res. Sci. Technol. Volume 15, Issue 7, 2026, pp. 2256-2291. 

www.ijarst.com                                      Eric Kwasi Elliason    Page | 2256 

  

International Journal of Advanced Research in  

Science and Technology 

https://doi.org/10.62226/ijarst20262739 

ISSN 2319 – 1783 (Print)  

ISSN 2320 – 1126 (Online) 
 

 

Theory Alpha: A Human-Centered Theory of Organizational Flourishing 

Eric Kwasi Elliason 

Department of Public Health, Desh Bhagat University, Mandi Gobindgarh, Punjab, India 

Email: dr.eric0110@gmail.com  

A R T I C L E I N F O  A B S T R A C T 

Article history: 

Received 

Accepted 

Available online 

 

 
09 July 2026 

21 July 2026 

25 July 2026 

 
 

Background: Classical work motivation theories, including McGregor's Theories 

X and Y and Ouchi's Theory Z, have shaped organizational psychology. However, 

globalization, technological change, workforce diversity, evolving employee 

expectations, and growing emphasis on employee wellbeing have revealed 

important gaps in existing motivational frameworks. 

Objective: This paper develops Theory Alpha 2.0 as an integrative framework for 

understanding work motivation and organizational flourishing across diverse 

organizational and cultural contexts. 

Methodology: A theory development approach using integrative conceptual 

synthesis was employed to examine and integrate insights from organizational 

psychology, positive psychology, occupational health psychology, organizational 

justice, systems thinking, leadership, and cross-cultural management. 

Results: Theory Alpha proposes that organizational flourishing emerges through 

the interaction of four interconnected pillars: wellbeing, purpose, autonomy, and 

justice. It views motivation as a multidimensional systems process operating 

across individual, organizational, cultural, and structural levels. The framework 

further proposes reciprocal relationships in which supportive organizations 

promote employee flourishing, while flourishing employees strengthen 

organizational performance over time. 

Conclusion: Theory Alpha provides a holistic and culturally inclusive framework 

for understanding work motivation. It offers practical guidance for leadership, 

human resource management, organizational policy, and future empirical research 

aimed at advancing sustainable organizational flourishing. 
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1.0 Introduction 

Organizations have long sought to understand what motivates 

people to work, perform effectively, and remain committed 

to shared goals. Over the past century, work motivation 

theories have shaped organizational psychology by 

explaining how employees think, behave, and respond to 

different workplace conditions. However, the nature of work 

has changed considerably. Globalization, rapid technological 

advancement, remote and hybrid work arrangements, 

demographic diversity, and increasing attention to employee 

wellbeing have transformed organizational life (Grant & 

Parker, 2009; Kniffin et al., 2021). Employees today 

increasingly seek meaningful work, opportunities for growth, 

supportive relationships, fairness, and a sense of purpose 

alongside financial security (Steger, 2017; Martela & Riekki, 

2018). At the same time, research continues to demonstrate 

that employee wellbeing contributes to creativity, resilience, 

engagement, learning, and sustainable organizational 

performance rather than simply resulting from organizational 

success (Kahn, 1990; Harter et al., 2002; Edmondson, 1999; 

Warr, 2017). These changes require motivational frameworks 

that reflect the realities of contemporary organizations. 

Existing theories have made important contributions to 

understanding employee motivation, including McGregor's 

Theories X and Y, Ouchi's Theory Z, Self Determination 

Theory, and Positive Organizational Scholarship. 

Nevertheless, many of these frameworks emphasize 

individual psychological processes, managerial assumptions, 

or isolated organizational factors while giving comparatively 

limited attention to the dynamic interactions among 

wellbeing, purpose, autonomy, justice, organizational 

systems, and cultural context (McGregor, 1960; Deci & 

Ryan, 2000; Chirkov et al., 2003). Organizations operate as 

interconnected social systems in which leadership, culture, 

fairness, learning, and relationships continuously influence 

one another (Senge, 1990). Furthermore, concepts such as 

autonomy, achievement, and success are experienced 

differently across cultural settings, particularly within 

collectivist societies where community obligations and 

shared identities influence workplace behaviour (Hofstede, 

2001; Budhwar & Debrah, 2013). These limitations highlight 
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the need for a broader and more integrative understanding of 

work motivation. 

Theory Alpha responds to this need by presenting a human 

centered framework that explains organizational flourishing 

through the interaction of four interdependent pillars: 

wellbeing, purpose, autonomy, and justice. Rather than 

viewing employees primarily as resources or units of 

productivity, the theory recognizes them as whole persons 

whose psychological, social, and cultural experiences shape 

organizational outcomes. It further proposes that human 

flourishing and organizational flourishing exist in a 

reciprocal relationship in which supportive organizations 

enable people to thrive, while flourishing employees 

strengthen organizational performance over time. Drawing 

on insights from motivation science, positive psychology, 

organizational justice, systems thinking, leadership, and cross 

cultural management, Theory Alpha integrates these 

perspectives into a coherent framework for understanding 

motivation in contemporary organizations. 

This paper substantially extends the original formulation of 

Theory Alpha by presenting Theory Alpha 2.0 as a 

comprehensive theory of organizational flourishing. It 

describes the methodology used in developing the theory, 

explains its conceptual foundations, introduces its four 

pillars, presents testable propositions, and discusses practical 

and research implications. Existing motivational theories 

explain important aspects of employee behaviour but do not 

adequately account for the reciprocal and systems based 

relationships that connect human flourishing with sustainable 

organizational flourishing across diverse cultural. 

2.0 Methodological Framework for Theory Development 

The development of Theory Alpha followed a conceptual 

theory building approach using integrative conceptual 

synthesis. The aim of the study was not to test an existing 

theory through empirical data collection but to develop a 

comprehensive theoretical framework capable of explaining 

how human flourishing contributes to organizational 

flourishing. Conceptual theory development plays an 

important role in advancing knowledge because it enables 

researchers to integrate existing evidence, identify limitations 

in current frameworks, and generate new models that guide 

future research and practice (Jaakkola, 2020). 

An integrative conceptual synthesis approach was considered 

the most appropriate methodology because the objective was 

to construct a new theoretical framework by drawing together 

knowledge from multiple disciplines. Unlike grounded 

theory, which generates theory inductively from primary 

qualitative data, or systematic reviews, which primarily 

synthesize existing empirical evidence, integrative 

conceptual synthesis facilitates the critical comparison, 

interpretation, and integration of concepts across diverse 

theoretical traditions. This approach was therefore well suited 

to the development of Theory Alpha as a multidimensional 

framework that brings together complementary perspectives 

on work motivation, human flourishing, and organizational 

functioning. 

The revised formulation of Theory Alpha emerged from the 

recognition that existing theories of workplace motivation, 

while valuable, do not fully capture the complexity of 

contemporary organizational life. Rapid technological 

change, globalization, evolving workforce expectations, 

growing attention to employee wellbeing, and increasing 

cultural diversity have transformed the nature of work and 

challenged assumptions embedded within many traditional 

motivational frameworks (Grant & Parker, 2009; Kniffin et 

al., 2021). These developments created a need for a broader 

theoretical perspective capable of integrating motivation with 

wellbeing, purpose, autonomy, justice, and organizational 

culture. 

The methodological framework was guided by four 

interconnected stages. First, relevant theoretical and 

empirical literature from multiple disciplines was examined 

to establish the intellectual foundations of the theory. Second, 

recurring concepts, relationships, and explanatory patterns 

were identified through critical comparison of the literature. 

Third, these concepts were synthesized into a coherent 

framework explaining the reciprocal relationship between 

human flourishing and organizational flourishing. Finally, 

the framework was refined and situated within broader 

philosophical traditions emphasizing human development, 

relationality, systems thinking, and social wellbeing. 

Rather than treating motivation as an isolated psychological 

process, this study viewed organizations as dynamic systems 

in which individual experiences, organizational structures, 

cultural influences, leadership, and social relationships 

continually interact. This perspective enabled Theory Alpha 

to move beyond conventional models of employee 

motivation toward a more comprehensive understanding of 

how organizations create conditions that enable both people 

and institutions to flourish. 

To enhance theoretical rigor, the development of Theory 

Alpha drew upon scholarship from motivation theory, 

positive psychology, organizational behaviour, occupational 

health psychology, organizational justice, systems thinking, 

leadership studies, and cross cultural management. Literature 

from both Global North and Global South contexts was 

considered to ensure that the framework reflected diverse 

organizational realities rather than assumptions derived 

primarily from Western workplace settings. The specific 

contributions of these theoretical traditions to the four pillars 

of Theory Alpha are presented in the following section. 

2.1 Sources of Theoretical Evidence 

Theory Alpha was developed through the integration of 

knowledge from several complementary fields of 

scholarship. Rather than relying on a single theoretical 

tradition, the framework draws upon diverse bodies of 

literature that collectively explain how individuals 

experience work, develop motivation, pursue meaningful 

goals, and function within organizational systems. This 

interdisciplinary approach was adopted because no single 

theory adequately explains the complex relationship between 

human flourishing and organizational flourishing. As 

summarized in Table 1, each theoretical tradition contributed 

distinct but complementary insights that informed one or 

more of the four pillars of Theory Alpha. 
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Table 1. Theoretical Foundations and Their Contributions to Theory Alpha 

Theoretical foundation Distinctive contribution Theory Alpha 

pillar(s) informed 

Motivation theories (Maslow, Herzberg, McGregor, 

Vroom, Self Determination Theory) 

Psychological needs, intrinsic motivation, 

goal directed behaviour 

Purpose, Autonomy 

Positive psychology Wellbeing, flourishing, meaning, resilience Wellbeing, Purpose 

Organizational psychology Engagement, psychological safety, 

workplace participation 

Wellbeing, Autonomy 

Occupational health psychology Employee health, stress management, 

sustainable performance 

Wellbeing 

Organizational justice Fairness, transparency, organizational trust Justice 

Systems thinking Interdependence, feedback loops, 

reciprocal relationships 

All four pillars 

Leadership studies Ethical leadership, empowerment, 

organizational culture 

Purpose, Autonomy, 

Justice 

Cross cultural management Cultural adaptation, collectivism, 

contextual relevance 

All four pillars 

Note. Although each body of scholarship made stronger contributions to particular pillars, their influence overlaps 

across the integrated framework, reflecting the interconnected and systems-oriented nature of Theory Alpha. 

The first source of theoretical evidence was the work 

motivation literature. Foundational theories such as Maslow's 

Hierarchy of Needs, Herzberg's Two Factor Theory, 

McGregor's Theory X and Theory Y, Expectancy Theory, 

and Self Determination Theory provided important insights 

into the psychological processes that influence employee 

behaviour (Maslow, 1943; Herzberg et al., 1959; McGregor, 

1960; Vroom, 1964; Deci & Ryan, 2000). These theories 

established the importance of intrinsic motivation, 

psychological needs, personal growth, and autonomous 

behaviour. Within Theory Alpha, these ideas primarily 

informed the pillars of purpose and autonomy by 

emphasizing that employees are more motivated when their 

work aligns with meaningful goals and when they experience 

choice and self-direction. However, a critical review also 

revealed that many classical theories do not adequately 

account for broader organizational systems or cultural 

diversity, highlighting the need for a more comprehensive 

framework. 

Positive psychology and human flourishing research 

provided a second major source of evidence. This body of 

scholarship shifted attention from pathology and dysfunction 

toward the conditions that enable individuals and 

communities to thrive (Seligman & Csikszentmihalyi, 2000; 

Ryff, 1989; Keyes, 2002; Seligman, 2011). Research on 

wellbeing, resilience, optimism, meaning, and flourishing 

demonstrated that positive psychological functioning 

contributes to engagement, performance, and long-term 

development. As shown in Table 1, this literature directly 

informed the pillars of wellbeing and purpose, supporting 

the proposition that flourishing should be viewed as a central 

organizational objective rather than simply a desirable 

outcome. 

The framework was further informed by organizational 

psychology and organizational behaviour research. Studies 

examining employee engagement, psychological safety, job 

design, workplace learning, and organizational performance 

consistently demonstrate that employees contribute more 

effectively when they experience trust, support, meaningful 

participation, and opportunities for growth (Kahn, 1990; 

Edmondson, 1999; Harter et al., 2002; Bakker & Demerouti, 

2007). These findings reinforced the importance of creating 

organizational environments that promote both employee 

wellbeing and autonomous participation. Consequently, this 

body of scholarship strengthened the wellbeing and 

autonomy pillars within Theory Alpha. 

Occupational health psychology provided additional 

theoretical support by emphasizing the close relationship 

between employee health, stress management, recovery, and 

sustainable organizational performance (Warr, 2017; 

Sonnentag, 2018). Rather than viewing employee wellbeing 

as separate from organizational success, this literature 

demonstrates that healthy employees are more resilient, 

productive, creative, and committed. As illustrated in Table 

1, occupational health psychology provided the principal 

theoretical foundation for the wellbeing pillar by positioning 

employee health as a prerequisite for long term organizational 

flourishing. 

Organizational justice scholarship contributed another 

essential dimension to the theory. Research consistently 

demonstrates that fairness, transparency, equitable treatment, 

and respectful interpersonal relationships shape employee 

attitudes, trust, commitment, and organizational citizenship 

behaviours (Greenberg, 1990; Colquitt, 2001; Cropanzano et 

al., 2007). Perceptions of injustice often undermine 

engagement and organizational effectiveness, whereas fair 

organizational practices strengthen cooperation and 

performance. This body of evidence directly informed the 

justice pillar of Theory Alpha and reinforced the view that 

fairness is a fundamental condition for both employee 

flourishing and organizational success. 

Systems thinking and organizational learning literature also 

played a central role in theory development. Organizations 

function as interconnected systems in which leadership, 

communication, organizational culture, structures, and 

employee experiences continuously influence one another 

(Argyris & Schön, 1978; Senge, 1990; Weick, 1995). Rather 
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than explaining motivation through isolated variables, 

systems thinking emphasizes reciprocal relationships and 

continuous feedback across multiple organizational levels. 

As summarized in Table 1, this perspective informed all four 

pillars by providing the theoretical basis for understanding 

how wellbeing, purpose, autonomy, and justice interact 

dynamically to produce organizational flourishing. 

Finally, Theory Alpha drew extensively from cross cultural 

management literature and scholarship originating from the 

Global South. Many established organizational theories were 

developed within Western industrial settings and often reflect 

assumptions that are not universally applicable. Research 

from Africa, Asia, and Latin America highlights the 

importance of community, relational identity, collective 

responsibility, and social interconnectedness in shaping 

workplace experiences (Dia, 1996; Nkomo, 2011; Budhwar 

& Debrah, 2013). Scholarship on Ubuntu and collectivist 

leadership further demonstrates that motivation, wellbeing, 

purpose, and fairness are frequently experienced within 

shared social relationships rather than solely at the individual 

level (Mbigi & Maree, 2005; Chen & Miller, 2011). 

Consequently, cross cultural scholarship informed all four 

pillars by strengthening the cultural inclusiveness and 

contextual relevance of Theory Alpha across diverse 

organizational settings. 

Taken together, these complementary bodies of scholarship 

provided the intellectual foundation for Theory Alpha. Rather 

than contributing independently, they converged around four 

recurring constructs: wellbeing, purpose, autonomy, and 

justice. As illustrated in Table 1, each theoretical tradition 

contributed distinct insights while also reinforcing the 

interconnected nature of the framework. Systems thinking 

integrated these contributions into a coherent explanation of 

how the four pillars operate together through reciprocal 

relationships to promote both human flourishing and 

organizational flourishing across diverse cultural and 

organizational contexts. 

2.2 Theory Development Process 

The development of Theory Alpha followed a structured 

process of conceptual synthesis and theoretical integration. 

The aim was not simply to combine existing theories but to 

identify recurring principles that could be organized into a 

coherent framework capable of explaining the relationship 

between human flourishing and organizational flourishing 

across diverse contexts. The theory-building process was 

informed by established approaches to conceptual 

development that emphasize the identification of gaps, the 

synthesis of knowledge, and the construction of new 

explanatory models (Dubin, 1978; Whetten, 1989; Jaakkola, 

2020). 

The first stage involved identifying limitations within 

dominant theories of workplace motivation and 

organizational behavior. A critical review of the literature 

revealed that many existing frameworks focus primarily on 

individual motivation, performance, or satisfaction while 

paying less attention to the broader conditions that enable 

people and organizations to thrive simultaneously. Although 

theories such as Self-Determination Theory, Positive 

Organizational Scholarship, Organizational Justice Theory, 

and Occupational Health Psychology offer valuable insights, 

they are often studied independently and rarely integrated 

into a unified explanatory framework (Deci & Ryan, 2000; 

Cameron & Spreitzer, 2012; Colquitt et al., 2013; Warr, 

2017). This fragmentation highlighted the need for a more 

comprehensive model capable of connecting these 

perspectives. 

The second stage involved identifying recurring concepts that 

appeared consistently across the reviewed literature. Despite 

differences in disciplinary perspectives, several themes 

repeatedly emerged as critical determinants of positive 

organizational functioning. Employees were more likely to 

perform effectively when they experienced psychological 

and emotional wellbeing, perceived their work as 

meaningful, possessed an appropriate degree of autonomy, 

and believed that organizational systems operated fairly. 

These themes appeared across motivation theory, positive 

psychology, occupational health research, leadership studies, 

organizational justice scholarship, and cross-cultural 

management literature, suggesting that they represented 

fundamental dimensions of human functioning within 

organizations (Ryan & Deci, 2020; Seligman, 2011; 

Edmondson, 2019; Cropanzano et al., 2007). 

The third stage focused on theoretical integration. Rather than 

treating these themes as separate variables, the analysis 

explored how they interacted with one another. The literature 

indicated that wellbeing, purpose, autonomy, and justice are 

mutually reinforcing rather than independent constructs. For 

example, employees who experience meaningful work often 

report higher levels of wellbeing and engagement. Similarly, 

perceptions of fairness influence trust, psychological safety, 

and willingness to exercise autonomy. These 

interconnections suggested that organizational flourishing 

emerges not from isolated interventions but from the 

combined influence of multiple human-centered conditions 

operating simultaneously. 

This synthesis led to the identification of four foundational 

pillars of Theory Alpha: Wellbeing, Purpose, Autonomy, and 

Justice. Together, these pillars form the core mechanisms 

through which organizations create conditions that support 

both individual and collective flourishing. Wellbeing 

represents the physical, psychological, emotional, and social 

health of employees. Purpose reflects the extent to which 

individuals perceive their work as meaningful and aligned 

with personal and collective values. Autonomy refers to the 

capacity for self-direction, participation, and agency within 

culturally appropriate contexts. Justice encompasses fairness, 

inclusion, equity, dignity, and trust within organizational 

systems. These pillars collectively provide a more 

comprehensive account of workplace motivation than models 

that emphasize only rewards, supervision, or individual 

needs. 

The fourth stage involved positioning the emerging 

framework within a systems perspective. Evidence from 
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organizational learning and systems theory suggested that 

human flourishing and organizational flourishing should not 

be viewed as separate outcomes but as components of a 

reciprocal relationship (Argyris & Schön, 1978; Senge, 

1990). Organizations influence employee wellbeing, 

purpose, autonomy, and justice through policies, leadership 

practices, and organizational culture. At the same time, 

employees contribute to organizational resilience, 

innovation, learning, and performance through their 

experiences and behaviors. Theory Alpha therefore 

conceptualizes organizations as adaptive human systems in 

which flourishing operates as a dynamic and continuous 

process rather than a fixed organizational state. 

The final stage involved examining the framework through a 

cross-cultural lens. Particular attention was given to evidence 

from the Global South, where workplace experiences are 

often shaped by communal values, socio-economic 

challenges, cultural traditions, and evolving organizational 

structures (Dia, 1996; Nkomo, 2011; Budhwar & Debrah, 

2013). This analysis reinforced the importance of designing a 

theory that recognizes contextual diversity while preserving 

universal human needs. The resulting framework therefore 

combines global applicability with cultural sensitivity, 

allowing Theory Alpha to be adapted across a wide range of 

organizational environments. 

Through this iterative process of critique, synthesis, 

integration, and contextualization, Theory Alpha emerged as 

a human-centered organizational theory that positions 

flourishing as the central mechanism linking individual 

wellbeing with sustainable organizational success. Figure 1 

presents the theory development process and illustrates how 

multiple streams of evidence converged to produce the final 

conceptual framework. 

 

Figure 1. Theory Development Process for Theory Alpha 

Figure 1 illustrates the conceptual development of Theory 

Alpha through an integrative conceptual synthesis approach. 

The framework was constructed by critically analysing and 

integrating evidence from six complementary fields of 

scholarship: motivation theory, positive psychology, 

occupational health psychology, organizational justice, 

systems thinking, and cross-cultural management. This 

process identified four recurring themes, namely wellbeing, 

purpose, autonomy, and justice, which were synthesized into 

a human centered framework. Theory Alpha proposes that 

these four interdependent pillars operate through reciprocal 

relationships to promote both human flourishing and 

organizational flourishing, leading to improved 

engagement, innovation, resilience, sustainability, and 

organizational performance. 

2.3 Philosophical Foundations of Theory Alpha 

Theory Alpha is grounded in a humanistic and systems-

oriented view of organizational life. The theory begins with 

the assumption that people are not merely economic 

resources or instruments of production. Rather, they are 

complex individuals whose wellbeing, aspirations, 

relationships, values, and social environments shape how 

they engage with work and contribute to organizational 

outcomes. This perspective aligns with the humanistic 

tradition in psychology, which emphasizes personal growth, 

meaning, dignity, and self-development as fundamental 

aspects of human functioning (Maslow, 1943; Rogers, 

1961). 
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The theory is also informed by positive psychology and the 

broader concept of human flourishing. Positive psychology 

shifted scholarly attention from the treatment of dysfunction 

toward the study of strengths, wellbeing, resilience, and 

optimal human functioning (Seligman & Csikszentmihalyi, 

2000). Building upon this tradition, Theory Alpha argues 

that organizations should not focus exclusively on 

productivity or performance indicators. Instead, 

organizations should be viewed as environments that can 

either support or hinder human flourishing. Sustainable 

organizational success emerges when individuals are able to 

thrive psychologically, socially, and professionally within 

their workplace environments. 

A second philosophical foundation derives from systems 

thinking. Organizations are complex social systems 

composed of interconnected individuals, teams, structures, 

cultures, and external environments. Changes in one part of 

the system often influence outcomes in other parts of the 

system (Senge, 1990; Meadows, 2008). Theory Alpha 

therefore rejects linear explanations of motivation and 

performance. Human flourishing and organizational 

flourishing are viewed as reciprocal and dynamic processes 

that continuously influence one another. Organizational 

success is not simply the result of individual effort, nor is 

employee wellbeing merely a consequence of organizational 

effectiveness. Both develop through ongoing interactions 

among people, leadership, culture, policies, and social 

contexts. 

Theory Alpha also draws from relational and communitarian 

perspectives that recognize the importance of social 

connectedness in human development. While many 

traditional motivational theories emphasize individual 

achievement and personal agency, evidence from diverse 

cultural contexts demonstrates that individuals often derive 

meaning, identity, and motivation from relationships with 

others (Markus & Kitayama, 1991; Nkomo, 2011). African 

philosophies such as Ubuntu emphasize interconnectedness, 

mutual respect, and collective wellbeing, while many Asian 

traditions emphasize harmony, responsibility, and relational 

obligations (Mbigi & Maree, 2005; Chen & Miller, 2011). 

These perspectives suggest that flourishing cannot be 

understood solely at the individual level but must also be 

considered within broader social and cultural contexts. 

Finally, Theory Alpha incorporates principles of social 

justice and human dignity. Organizational experiences are 

shaped not only by personal motivation but also by access to 

opportunities, fair treatment, inclusion, and equitable 

organizational practices. Research consistently demonstrates 

that perceptions of justice influence trust, commitment, 

engagement, and wellbeing (Greenberg, 1990; Colquitt et al., 

2013). Theory Alpha therefore recognizes justice as an 

essential condition for flourishing and positions fairness, 

inclusion, and dignity as central organizational 

responsibilities rather than optional management practices. 

Taken together, these philosophical foundations provide the 

intellectual basis for Theory Alpha. The theory combines 

humanistic psychology, positive psychology, systems 

thinking, relational perspectives, and organizational justice 

into a unified framework that explains how organizations can 

create conditions that support both human flourishing and 

sustainable organizational success. 

2.4 Criteria for Theory Evaluation and Future Empirical 

Testing 

For a theory to contribute meaningfully to scientific 

knowledge, it must be capable of evaluation, refinement, and 

empirical examination. Theory Alpha was developed as a 

conceptual framework, but its long-term value depends upon 

its ability to generate testable propositions and support future 

research across diverse organizational settings. 

Consequently, the theory was designed with several 

established criteria of theory quality in mind, including 

clarity, coherence, relevance, explanatory power, and 

empirical applicability (Whetten, 1989; Sutton & Staw, 

1995). 

First, Theory Alpha seeks to provide conceptual clarity by 

defining four interrelated pillars that contribute to human 

flourishing within organizations: wellbeing, purpose, 

autonomy, and justice. These constructs are supported by 

substantial bodies of existing research and can be 

operationalized using validated measurement instruments. 

The use of established constructs enhances the transparency 

and interpretability of the framework while facilitating future 

empirical investigation. 

Second, the theory aims to achieve explanatory coherence by 

integrating concepts that have traditionally been examined 

separately. Rather than viewing wellbeing, motivation, 

fairness, meaning, and autonomy as independent 

phenomena, Theory Alpha proposes that these dimensions 

interact to shape organizational outcomes. This integrative 

structure enables the framework to explain a wider range of 

workplace experiences than theories that focus on a single 

motivational mechanism. 

Third, Theory Alpha was developed to maintain contextual 

relevance across diverse organizational environments. 

Contemporary workplaces are characterized by rapid 

technological change, increasing cultural diversity, evolving 

employee expectations, and growing concern for mental 

health and wellbeing (Kniffin et al., 2021). The theory 

therefore attempts to address organizational realities that 

have become increasingly prominent in the twenty-first 

century while remaining adaptable across cultural and socio-

economic contexts. 

Future empirical research can evaluate Theory Alpha 

through multiple methodological approaches. Quantitative 

studies may examine relationships among wellbeing, 

purpose, autonomy, justice, employee engagement, 

innovation, organizational commitment, and performance 

outcomes. Structural equation modeling could be used to test 

the hypothesized relationships among the theory's constructs 

and assess the relative contribution of each pillar to 

organizational flourishing. 
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Longitudinal research designs may be particularly valuable 

because flourishing is conceptualized as a dynamic process 

rather than a static condition. Such studies could investigate 

whether organizations that strengthen wellbeing, purpose, 

autonomy, and justice experience sustained improvements in 

employee retention, resilience, innovation, and 

organizational effectiveness over time. 

Qualitative studies can further contribute to theory 

refinement by exploring how employees and leaders 

interpret flourishing within different cultural contexts. 

Comparative case studies across regions, industries, and 

organizational types may help identify contextual factors that 

influence the application of Theory Alpha and reveal 

opportunities for further theoretical development. 

Future research may also support the development of a 

standardized Theory Alpha Assessment Framework capable 

of measuring organizational flourishing through the 

combined evaluation of wellbeing, purpose, autonomy, and 

justice. Such an instrument could facilitate both scholarly 

research and practical organizational assessment. 

As with any emerging theory, Theory Alpha should be 

regarded as an evolving framework rather than a completed 

body of knowledge. Ongoing empirical investigation will be 

essential for testing its assumptions, refining its constructs, 

and determining its applicability across diverse 

organizational contexts. The theory's ultimate contribution 

will depend not only on its conceptual strength but also on 

its ability to generate meaningful evidence that advances 

both organizational science and organizational practice. 

3.0 Introduction to the Theory Alpha Framework 

Theory Alpha is proposed as a human-centered 

organizational theory that explains how organizations 

achieve sustainable success through the flourishing of their 

people. Unlike traditional approaches that primarily focus on 

productivity, supervision, incentives, or organizational 

control, Theory Alpha views human flourishing as the 

primary mechanism through which organizational 

flourishing emerges. The theory argues that organizations 

perform best when they create conditions that support the 

wellbeing, purpose, autonomy, and fair treatment of those 

who work within them. 

The central proposition of Theory Alpha is that 

organizational outcomes cannot be fully understood without 

examining the quality of human experiences that underpin 

them. Employees do not enter organizations as isolated 

economic actors motivated solely by rewards or managerial 

control. They bring aspirations, identities, values, 

relationships, cultural influences, and personal goals that 

shape how they engage with their work. When organizations 

acknowledge and support these dimensions of human 

experience, employees are more likely to demonstrate 

commitment, creativity, resilience, and sustained 

engagement. Conversely, environments that undermine 

wellbeing, restrict autonomy, diminish purpose, or tolerate 

injustice often experience disengagement, turnover, conflict, 

and reduced organizational effectiveness (Kahn, 1990; Deci 

& Ryan, 2000; Edmondson, 2019). 

Theory Alpha emerged from the recognition that 

contemporary workplaces differ substantially from the 

environments in which many classical motivational theories 

were developed. Organizations now operate within 

conditions characterized by globalization, technological 

disruption, demographic diversity, hybrid work 

arrangements, and increasing concern for employee 

wellbeing (Grant & Parker, 2009; Kniffin et al., 2021). These 

changes require theoretical frameworks that move beyond 

narrow explanations of motivation and incorporate broader 

dimensions of human functioning. 

At its core, Theory Alpha proposes that human flourishing 

and organizational flourishing exist in a reciprocal 

relationship. Flourishing employees contribute to healthier, 

more adaptive, and more innovative organizations. In turn, 

flourishing organizations create environments that further 

strengthen employee wellbeing, meaning, autonomy, and 

justice. Organizational success therefore becomes more than 

the achievement of economic objectives. It becomes a 

process through which institutions and individuals grow 

together in mutually reinforcing ways. 

The theory is built upon four interconnected pillars: 

wellbeing, purpose, autonomy, and justice. These pillars 

represent the foundational conditions that enable individuals 

to flourish within organizational settings. Although each 

pillar contributes independently to positive organizational 

functioning, their greatest influence emerges through their 

interaction. Together, they create an ecosystem that supports 

engagement, trust, learning, innovation, resilience, and long-

term organizational sustainability. 

Rather than replacing existing motivational theories, Theory 

Alpha seeks to integrate and extend them. The framework 

incorporates insights from motivation theory, positive 

psychology, organizational behavior, occupational health 

psychology, organizational justice, systems thinking, and 

cross-cultural scholarship. Through this integration, Theory 

Alpha offers a broader and more inclusive understanding of 

human motivation that reflects the realities of contemporary 

organizational life across diverse cultural contexts. 

At the center of the theory is the proposition that 

organizational flourishing emerges when organizations 

create conditions that support four interrelated dimensions of 

human flourishing: wellbeing, purpose, autonomy, and 

justice. These dimensions operate within a dynamic 

organizational system and collectively influence employee 

engagement, innovation, resilience, and sustainable 

performance. The overall structure of Theory Alpha and the 

relationships among its major components are presented in 

Figure 2.
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Figure 2. The Conceptual Framework of Theory Alpha 

Figure 2 presents the conceptual framework of Theory 

Alpha, illustrating how organizational flourishing emerges 

from the dynamic interaction of four interdependent pillars: 

wellbeing, purpose, autonomy, and justice. The framework 

proposes that organizations create conditions for human 

flourishing by fostering these core dimensions within 

supportive organizational contexts shaped by leadership, 

culture, structures, teams, work design, and the external 

environment. Drawing on an integrated knowledge base that 

includes motivation theory, positive psychology, 

organizational behaviour, occupational health psychology, 

organizational justice, systems thinking, and cross-cultural 

scholarship, the model emphasizes reciprocal relationships 

in which flourishing employees strengthen organizational 

performance while flourishing organizations further 

promote employee wellbeing. This continuous cycle 

contributes to improved employee engagement, innovation, 

resilience, organizational learning, sustainable 

performance, and social value creation, while being guided 

by the principles of human dignity, respect, inclusivity, 

empathy, integrity, collaboration, learning, and 

sustainability. 

3.1 Core Assumptions of Theory Alpha 

Every theory rests upon a set of underlying assumptions 

about human behavior and organizational life. These 

assumptions shape how organizational problems are 

understood, how leadership is conceptualized, and how 

motivation is explained. Theory Alpha differs from many 

traditional approaches because it begins with a 

fundamentally human-centered view of organizations. 

Rather than viewing employees primarily as economic 

resources, labor inputs, or agents whose behavior must be 

controlled, the theory assumes that people are the primary 

source of organizational vitality, learning, adaptation, and 

long-term success. 

The first assumption of Theory Alpha is that human beings 

are inherently capable of growth, development, and positive 

contribution when supportive conditions exist. This 

assumption draws upon humanistic psychology and 

contemporary research on motivation, which suggests that 

individuals possess natural tendencies toward learning, 

competence, and self-development (Maslow, 1943; Rogers, 

1961; Deci & Ryan, 2000). While external rewards and 

organizational controls may influence behavior in the short 

term, sustainable engagement emerges when individuals are 

able to develop their capabilities, pursue meaningful goals, 

and experience a sense of personal and collective progress. 

Theory Alpha therefore views employees not as passive 

recipients of managerial influence but as active participants 

in organizational life. 

A second assumption is that human flourishing and 

organizational flourishing are inseparable. Traditional 

management approaches have often treated employee 

wellbeing and organizational performance as competing 
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priorities. Organizations were expected to maximize 

productivity, while employee wellbeing was frequently 

considered a secondary concern or an optional benefit. 

Theory Alpha rejects this separation. The theory assumes 

that organizations achieve sustainable success when 

employees experience positive psychological, social, and 

professional conditions that enable them to thrive. In this 

perspective, flourishing individuals contribute to flourishing 

organizations, and flourishing organizations create 

environments that support human development (Seligman, 

2011; Warr, 2017). 

The third assumption is that motivation is multidimensional 

and context dependent. Human behavior cannot be explained 

solely through financial incentives, managerial control, or 

individual psychological needs. Motivation emerges through 

the interaction of personal values, social relationships, 

organizational experiences, cultural expectations, and 

broader structural conditions (Latham & Pinder, 2005; Ryan 

& Deci, 2020). Employees may seek security, achievement, 

belonging, autonomy, meaning, fairness, or social 

contribution, often simultaneously. The relative importance 

of these factors varies across individuals, cultures, and 

organizational environments. Theory Alpha therefore 

assumes that no single motivational mechanism can 

adequately explain workplace behavior. 

A fourth assumption is that organizational experiences are 

shaped by both individual and collective processes. While 

personal attitudes and psychological characteristics 

influence behavior, employees operate within social systems 

that affect how work is experienced. Organizational culture, 

leadership practices, team relationships, communication 

patterns, and institutional structures all contribute to 

employee wellbeing and performance (Schein, 2010; 

Edmondson, 2019). Theory Alpha consequently views 

organizations as relational systems in which individual 

outcomes cannot be fully understood in isolation from 

broader social and organizational influences. 

The fifth assumption is that meaning and purpose are 

fundamental dimensions of work. Individuals seek more 

from employment than financial compensation alone. Work 

provides opportunities for identity formation, personal 

contribution, social connection, and the pursuit of goals that 

extend beyond immediate economic rewards (Frankl, 1963; 

Steger et al., 2012). Theory Alpha assumes that employees 

are more likely to demonstrate commitment, creativity, and 

resilience when they perceive their work as meaningful and 

aligned with values that they consider important. Purpose is 

therefore regarded as a central driver of sustained 

engagement rather than a peripheral organizational concern. 

A sixth assumption is that justice is essential for 

organizational flourishing. Employees continually evaluate 

whether organizational decisions, opportunities, rewards, 

and interpersonal interactions are fair. Perceptions of 

injustice undermine trust, psychological safety, engagement, 

and commitment, whereas fair treatment promotes 

cooperation, loyalty, and positive organizational citizenship 

behaviors (Greenberg, 1990; Colquitt et al., 2013). Theory 

Alpha assumes that fairness is not merely an ethical principle 

but also a practical condition that supports healthy 

organizational functioning. 

The seventh assumption is that culture shapes how people 

experience work, motivation, and flourishing. Much of the 

organizational literature has emerged from Western contexts 

and often assumes individualistic values and relatively stable 

institutional environments. Theory Alpha recognizes that 

employees across different societies may define wellbeing, 

autonomy, purpose, and success in distinct ways (Hofstede, 

2001; Nkomo, 2011). In many contexts, family obligations, 

community relationships, collective identity, and social 

responsibility influence workplace experiences alongside 

individual aspirations. The theory therefore assumes that 

organizational models must be sufficiently flexible to 

accommodate cultural diversity while preserving core 

principles of human flourishing. 

Finally, Theory Alpha assumes that organizations function 

as dynamic and adaptive systems. Organizational outcomes 

emerge through continuous interactions among individuals, 

teams, leaders, structures, and external environments. As 

conditions change, organizations must learn, adapt, and 

evolve (Senge, 1990; Weick, 1995). Human flourishing is 

therefore not viewed as a static achievement but as an 

ongoing process that requires continuous support, reflection, 

and adaptation. Organizations that nurture this process are 

more likely to develop resilience, innovation, and long-term 

sustainability. 

Taken together, these assumptions establish the 

philosophical and conceptual foundation of Theory Alpha. 

They reflect a human centered view of organizations in 

which employee wellbeing, purpose, autonomy, and justice 

are not peripheral concerns but essential conditions for 

sustainable organizational success. Unlike many traditional 

motivational theories that view employee flourishing as a 

consequence of organizational effectiveness, Theory Alpha 

proposes that human flourishing is a primary driver of 

organizational flourishing. The foundational assumptions 

also demonstrate how the theory integrates insights from 

motivation science, positive psychology, organizational 

behaviour, systems thinking, organizational justice, and 

cross-cultural scholarship into a coherent framework. Figure 

3 summarizes these foundational assumptions and illustrates 

how they collectively shape the conceptual architecture of 

Theory Alpha, providing the basis for the four 

interdependent pillars discussed in the following section. 
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Figure 3. Foundational Assumptions Underpinning Theory Alpha 

Figure 3 illustrates the foundational assumptions that 

underpin Theory Alpha. The model presents the core 

principles that guide the theory's human centered 

perspective, emphasizing that organizations function as 

interconnected social systems in which wellbeing, purpose, 

autonomy, and justice are essential conditions for human 

flourishing. These assumptions establish the conceptual 

basis for the four pillars of Theory Alpha and explain how 

human flourishing serves as the primary pathway to 

sustainable organizational flourishing across diverse 

organizational and cultural contexts. 

3.2 Human Flourishing as the Foundation of 

Organizational Flourishing 

The central proposition of Theory Alpha is that 

organizational flourishing emerges from human flourishing. 

Traditional organizational theories have often treated 

employee wellbeing as a consequence of organizational 

success, assuming that strong performance, profitability, and 

growth eventually create positive outcomes for employees. 

Theory Alpha reverses this logic. It argues that the wellbeing 

and flourishing of employees are not merely outcomes of 

effective organizations but essential antecedents of 

sustainable organizational success. 

This proposition is supported by a growing body of evidence 

from organizational psychology, occupational health, and 

positive organizational scholarship. Research consistently 

demonstrates that employees who experience higher levels 

of psychological wellbeing, engagement, and meaningful 

work are more likely to demonstrate creativity, resilience, 

commitment, and discretionary effort (Bakker & Demerouti, 

2017; Cameron & Spreitzer, 2012; Warr, 2017). 

Organizations that invest in the wellbeing and development 

of their employees often experience improvements in 

innovation, productivity, employee retention, and 

organizational adaptability (Harter et al., 2020; Grant & 

Parker, 2009). 

Theory Alpha conceptualizes flourishing as a dynamic state 

in which individuals experience positive psychological 

functioning, meaningful engagement with their work, 

opportunities for self-direction, and fair treatment within 

organizational systems. Flourishing therefore extends 

beyond happiness or job satisfaction. It reflects the capacity 

of individuals to grow, contribute, adapt, and find meaning 

while participating in organizational life. This perspective 

draws upon positive psychology's conception of flourishing 

while extending it into organizational contexts that are 

shaped by culture, leadership, social relationships, and 

structural conditions (Seligman, 2011; Keyes, 2007). 

A distinguishing feature of Theory Alpha is its recognition 

that flourishing operates through reciprocal relationships 

between individuals and organizations. Employees influence 

organizational cultures, practices, and outcomes, while 

organizational environments simultaneously shape 
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employee experiences and behaviors. This reciprocal 

relationship suggests that flourishing is not a one-directional 

process but an ongoing cycle of mutual reinforcement. 

Organizations that create supportive conditions strengthen 

employee flourishing, and flourishing employees contribute 

to stronger organizational performance, resilience, and 

innovation. 

The reciprocal relationship between human flourishing and 

organizational flourishing may be particularly important in 

contemporary workplaces characterized by rapid 

technological change, economic uncertainty, workforce 

diversity, and increasing demands for meaningful 

employment. In such environments, organizational success 

depends not only on technical resources and strategic 

capabilities but also on the ability to cultivate human 

potential and sustain positive workplace experiences over 

time (Spreitzer et al., 2005; Cameron, 2013). 

Theory Alpha further proposes that this relationship is 

mediated through four interdependent dimensions of 

organizational life: wellbeing, purpose, autonomy, and 

justice. These dimensions function as the primary 

mechanisms through which organizations create conditions 

that enable individuals to flourish. When these dimensions 

are present and mutually reinforcing, they generate a positive 

cycle that supports both individual development and 

organizational effectiveness. Conversely, when these 

dimensions are absent or weakened, organizations may 

experience disengagement, reduced trust, lower innovation, 

and diminished long-term sustainability. 

Collectively, these four dimensions provide the operational 

foundation of Theory Alpha. Rather than functioning 

independently, they interact continuously to shape employee 

experiences, organizational culture, and long-term 

organizational outcomes. The following section examines 

each pillar and explains its contribution to the Theory Alpha 

framework. 

 

3.3 The Four Pillars of Theory Alpha 

Theory Alpha proposes that human flourishing within 

organizations is supported by four interdependent pillars: 

wellbeing, purpose, autonomy, and justice. Together, 

these pillars form the conceptual core of the theory and 

provide the mechanisms through which organizations create 

environments that enable individuals and institutions to 

flourish simultaneously. Rather than representing 

independent constructs, the pillars function as an integrated 

system in which each dimension strengthens and reinforces 

the others. 

The selection of these four pillars emerged through the 

theory development process described in the preceding 

methodology. Each pillar is grounded in established 

scholarship while also addressing important limitations 

within existing motivational and organizational theories. 

Wellbeing reflects evidence from occupational health 

psychology demonstrating that psychological, emotional, 

physical, and social health are fundamental prerequisites for 

sustained performance and resilience (Bakker & Demerouti, 

2017; Warr, 2017). Purpose draws upon research showing 

that meaningful work enhances engagement, commitment, 

and long-term motivation beyond financial incentives alone 

(Steger et al., 2012; Martela & Riekki, 2018). Autonomy 

extends the principles of Self-Determination Theory by 

recognizing that self-direction is expressed differently across 

cultural and organizational contexts rather than representing 

a single universal construct (Ryan & Deci, 2020; Chirkov et 

al., 2003). Justice incorporates insights from organizational 

justice research by recognizing that fairness, equity, dignity, 

and inclusion create the trust necessary for individuals and 

organizations to thrive (Colquitt et al., 2013; Greenberg, 

1990). 

Although each pillar contributes independently to employee 

motivation and organizational effectiveness, Theory Alpha 

argues that their greatest influence emerges through their 

interaction. For example, meaningful work may have limited 

impact when employees experience persistent psychological 

distress or perceive organizational decisions as unfair. 

Similarly, autonomy without purpose may encourage 

individual discretion without fostering meaningful 

contribution, while wellbeing initiatives implemented in 

environments characterized by injustice are unlikely to 

produce sustainable organizational change. The theory 

therefore emphasizes that flourishing depends on the 

simultaneous cultivation of all four dimensions rather than 

isolated interventions targeting individual aspects of 

organizational life. 

This integrated perspective distinguishes Theory Alpha from 

earlier motivational theories that typically emphasize one or 

two primary determinants of motivation. Rather than 

proposing a hierarchy of needs or identifying a single 

dominant motivational driver, Theory Alpha conceptualizes 

motivation as a dynamic process emerging from the 

continuous interaction of wellbeing, purpose, autonomy, and 

justice within specific organizational, cultural, and social 

contexts. These interactions allow organizations to develop 

adaptive systems capable of sustaining both human 

development and long-term organizational performance.  

The core structure of Theory Alpha is presented in Figure 4. 

The figure illustrates the four interdependent pillars that 

form the foundation of the theory and highlights their role in 

promoting both human flourishing and organizational 

flourishing. Although each pillar represents a distinct 

dimension of the framework, they function as an integrated 

system in which their combined influence is greater than the 

contribution of any single pillar. This conceptual 

representation provides the basis for the detailed discussion 

of each pillar presented in the following sections. 
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Figure 4. The Four Pillars of Theory Alpha 

Figure 4 presents the four foundational pillars of Theory 

Alpha: wellbeing, purpose, autonomy, and justice. These 

interconnected pillars represent the core dimensions 

through which organizations foster human flourishing and 

sustainable organizational flourishing. Wellbeing provides 

the foundation for healthy functioning, purpose gives 

meaning and direction to work, autonomy enables 

responsible decision making and personal agency, and 

justice establishes fairness, trust, and inclusion within 

organizational systems. Together, these pillars form a 

human centered framework that explains work motivation as 

a multidimensional and interconnected process rather than 

the product of a single motivational factor. 

The following sections examine each pillar individually, 

beginning with wellbeing as the foundational condition that 

enables individuals to function, develop, and contribute 

effectively within organizational environments. 

3.3.1 Wellbeing 

Wellbeing is the first pillar of Theory Alpha because it 

provides the physical, psychological, emotional, and social 

foundation for human flourishing. The theory argues that 

employees are unlikely to perform consistently at their 

highest potential when their wellbeing is compromised. 

Rather than treating wellbeing as an employee welfare 

initiative or a desirable organizational outcome, Theory 

Alpha positions it as a strategic organizational resource that 

influences motivation, creativity, learning, resilience, and 

sustainable performance. 

The importance of employee wellbeing has received 

increasing attention in organizational psychology over the 

past two decades. Research consistently shows that 

employees who enjoy positive psychological health are more 

engaged, more committed to their organizations, less likely 

to be absent from work, and better able to adapt to 

organizational change (Bakker & Demerouti, 2017; Warr, 

2017). Similarly, positive organizational scholarship has 

demonstrated that flourishing employees are more likely to 

build supportive relationships, contribute innovative ideas, 

and sustain high levels of performance over time (Cameron 

& Spreitzer, 2012; Seligman, 2011). These findings suggest 

that wellbeing is not simply an outcome of organizational 

success but an important driver of it. 

Theory Alpha extends this understanding by defining 

wellbeing as more than the absence of stress, burnout, or 

mental illness. It represents a positive developmental state in 

which individuals are able to realize their capabilities, 

maintain healthy relationships, adapt to changing 

circumstances, and contribute meaningfully to 

organizational goals. This perspective is consistent with the 

World Health Organization's definition of mental wellbeing, 

which emphasizes people's ability to recognize their abilities, 

cope with everyday challenges, work productively, and 

contribute to their communities (World Health Organization, 

2022). 

Unlike many traditional motivational theories that treat 

employee health as a secondary consequence of effective 

management, Theory Alpha places wellbeing at the 

beginning of the motivational process. Employees who feel 

physically safe, psychologically secure, emotionally 

supported, and socially connected are more likely to develop 

a strong sense of purpose, exercise autonomy responsibly, 
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and build trusting relationships with colleagues. In this way, 

wellbeing becomes the enabling condition that allows the 

remaining pillars of the theory to function effectively. 

Theory Alpha also recognizes that wellbeing is shaped not 

only by individual characteristics but also by the systems 

within which employees work. Leadership style, workload, 

job design, organizational culture, interpersonal 

relationships, access to support services, and perceptions of 

fairness all influence employees' wellbeing. As a result, 

organizations share responsibility for creating environments 

that promote flourishing rather than expecting employees to 

manage their wellbeing independently. This systems 

perspective reflects growing evidence that healthy 

organizations intentionally design cultures, policies, and 

practices that prevent harm while actively supporting 

employee development (Day & Nielsen, 2017; Nielsen et al., 

2017). 

The theory further recognizes that the meaning and 

expression of wellbeing vary across cultural settings. For 

example, employees in many Scandinavian countries often 

associate workplace wellbeing with flexible work 

arrangements, work life balance, and opportunities for 

personal fulfilment. In contrast, employees in many African 

and Asian contexts may place greater emphasis on 

supportive relationships, respect from supervisors, family 

responsibilities, community belonging, and collective 

wellbeing. A flexible work schedule may therefore be highly 

valued in one setting, while a supportive team culture and 

opportunities to meet family obligations may have a greater 

influence on wellbeing in another. These examples illustrate 

that although the need for wellbeing is universal, the ways in 

which it is experienced and supported are shaped by cultural 

values and social expectations (Markus & Kitayama, 1991; 

Nkomo, 2011). 

Within Theory Alpha, wellbeing is therefore not viewed as 

an isolated organizational initiative but as the foundation 

upon which human flourishing is built. Organizations that 

intentionally promote physical health, psychological safety, 

emotional resilience, and social connectedness create 

conditions that enable employees to pursue meaningful 

work, exercise autonomy responsibly, and contribute to fair 

and sustainable organizational systems. By positioning 

wellbeing as the starting point of organizational flourishing, 

Theory Alpha broadens traditional views of motivation and 

emphasizes that thriving organizations begin with thriving 

people. 

3.3.2 Purpose 

Purpose is the second pillar of Theory Alpha and refers to 

the reason individuals invest themselves in their work 

beyond the completion of assigned tasks. While many 

motivational theories recognize the importance of goals, 

achievement, and recognition, Theory Alpha argues that 

lasting motivation depends on whether employees perceive 

their work as meaningful and connected to something greater 

than themselves. People are more likely to remain engaged 

when they understand not only what they do but also why 

their work matters. 

The growing interest in meaningful work reflects changing 

expectations within contemporary organizations. Research 

consistently shows that employees who find meaning in their 

work report higher levels of engagement, organizational 

commitment, job satisfaction, resilience, and psychological 

wellbeing (Steger et al., 2012; Allan et al., 2019). Purpose 

has also been associated with lower turnover intentions and 

greater willingness to go beyond formal job responsibilities 

in support of organizational goals (Pratt & Ashforth, 2003; 

Rosso et al., 2010). These findings suggest that purpose is 

not simply a personal preference but a powerful source of 

sustained motivation. 

Theory Alpha extends this understanding by viewing 

purpose as a multidimensional construct that operates at the 

personal, organizational, and societal levels. Employees seek 

work that reflects their values and aspirations, but they also 

derive meaning from contributing to their organizations, 

supporting colleagues, serving communities, and creating 

positive social impact. Purpose therefore develops through 

the interaction between personal identity and the broader 

social environment rather than through individual fulfilment 

alone. 

This perspective differs from traditional motivational 

theories that place greater emphasis on individual 

achievement or self-actualization. Maslow's Hierarchy of 

Needs identifies self-actualization as the highest level of 

human motivation (Maslow, 1943), while Self 

Determination Theory explains motivation through the 

satisfaction of autonomy, competence, and relatedness 

(Ryan & Deci, 2020). Theory Alpha builds on these 

foundations but argues that purpose is also shaped by 

organizational culture, social relationships, and cultural 

values that influence how meaningful work is understood 

and experienced. 

The importance of cultural context is particularly evident in 

the way employees define purpose. For example, 

professionals working in many North American and Western 

European organizations may find purpose in career 

advancement, personal achievement, innovation, or 

opportunities for self-development. In contrast, many 

employees in African, Asian, and other collectivist societies 

may derive purpose from improving the wellbeing of their 

families, contributing to community development, 

mentoring younger colleagues, or supporting national 

development initiatives. Likewise, a teacher may find 

purpose in helping individual students achieve academic 

success, while another may view teaching as a way of 

strengthening communities and creating opportunities for 

future generations. These examples illustrate that although 

the desire for meaningful work is universal, the sources of 

meaning often reflect the cultural and social environments in 

which people live and work (Markus & Kitayama, 1991; 

Nkomo, 2011). 
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Theory Alpha further proposes that organizational purpose 

and individual purpose should reinforce one another rather 

than compete. Organizations that communicate a clear 

mission, demonstrate ethical leadership, and create 

meaningful opportunities for employee contribution are 

more likely to foster alignment between personal values and 

organizational objectives. When employees see how their 

daily work contributes to broader organizational and societal 

goals, they develop stronger trust, commitment, and long-

term engagement because they perceive themselves as active 

contributors to a shared mission rather than simply 

performing assigned tasks (Grant, 2008; Carton, 2018). 

Purpose also serves as an important source of resilience 

during periods of uncertainty and organizational change. 

Employees who understand the significance of their work are 

often better able to adapt to changing circumstances, 

overcome setbacks, and remain motivated despite 

organizational challenges. This has become particularly 

important in workplaces affected by technological 

transformation, hybrid work arrangements, economic 

uncertainty, and rapidly changing organizational 

environments. Purpose provides continuity by helping 

individuals maintain a clear sense of direction even when 

external conditions change (Frankl, 1963; Steger, 2017). 

Within Theory Alpha, purpose is therefore more than an 

internal motivational state. It is the connecting force that 

links individual aspirations with organizational missions and 

broader societal goals. Employees who experience 

meaningful work are more likely to invest their knowledge, 

creativity, and commitment in ways that promote both 

personal flourishing and organizational flourishing. By 

positioning purpose as a shared rather than purely individual 

experience, Theory Alpha offers a broader and more 

culturally inclusive understanding of motivation that is 

relevant across diverse organizational contexts. 

3.3.3 Autonomy 

Autonomy is the third pillar of Theory Alpha and refers to an 

individual's ability to exercise meaningful choice, 

professional judgment, and personal agency while working 

toward shared organizational goals. Theory Alpha 

recognizes autonomy as an essential driver of motivation but 

argues that it should not be equated with complete 

independence. Instead, autonomy is understood as the 

opportunity to participate actively in decisions, contribute 

ideas, and take responsibility for one's work while remaining 

connected to colleagues, organizational objectives, and the 

broader social environment. 

The importance of autonomy is well established in Self 

Determination Theory, which identifies autonomy, 

competence, and relatedness as three fundamental 

psychological needs that support intrinsic motivation and 

wellbeing (Ryan & Deci, 2000; Ryan & Deci, 2020). 

Employees who have greater control over how they carry out 

their work are generally more engaged, more satisfied with 

their jobs, and more willing to innovate and solve problems 

creatively. They are also more likely to take ownership of 

their work and adapt effectively to changing organizational 

demands (Gagné et al., 2015). 

Theory Alpha builds on these insights by recognizing that 

autonomy is shaped by organizational structures, leadership 

practices, and cultural contexts. In many organizations, 

autonomy is interpreted simply as freedom from close 

supervision. Theory Alpha argues that this view is too 

narrow. Genuine autonomy exists when employees have the 

confidence, knowledge, resources, and organizational 

support needed to make informed decisions that benefit both 

themselves and the organization. Trust, psychological safety, 

access to information, and opportunities to participate in 

decision making are therefore essential conditions for 

meaningful autonomy. 

The theory also recognizes that autonomy is experienced 

differently across cultures. For example, employees in many 

North American and Western European organizations often 

value the freedom to make independent decisions, manage 

their own schedules, and develop individual solutions to 

workplace challenges. In contrast, employees in many 

African and Asian organizations may experience autonomy 

through shared decision making, consultation with 

colleagues, and the opportunity to contribute to group 

decisions while maintaining respect for organizational and 

community relationships. Similarly, a project manager in one 

organization may feel empowered by making independent 

decisions, whereas another may experience the same sense 

of autonomy by leading collaborative discussions that result 

in collective agreement. These examples demonstrate that 

autonomy is a universal human need, but the ways in which 

it is expressed and supported are influenced by cultural 

values and workplace norms (Chirkov et al., 2003; Markus 

& Kitayama, 1991). 

This understanding has important implications for 

leadership. Leaders who encourage autonomy do more than 

delegate authority. They create environments in which 

employees feel trusted, respected, and confident to 

contribute their knowledge and expertise. Participatory 

leadership, coaching, transparent communication, and 

shared decision making enable employees to exercise sound 

professional judgment while remaining aligned with 

organizational goals. Such environments also encourage 

innovation because employees are more willing to share 

ideas, experiment with new approaches, and accept 

responsibility for continuous improvement (Edmondson, 

1999; Grant & Parker, 2009). 

Theory Alpha further proposes that autonomy cannot 

flourish in isolation from the other pillars of the framework. 

Employees who have decision making authority but lack 

wellbeing may experience stress and burnout rather than 

empowerment. Likewise, autonomy without purpose may 

lead to fragmented efforts that do not contribute 

meaningfully to organizational goals. Autonomy exercised 

in an environment that lacks justice may also create fear, 

mistrust, or unequal opportunities that discourage initiative. 

Sustainable autonomy therefore depends on the presence of 

wellbeing, purpose, and justice, making it one component of 

an integrated system rather than a standalone motivational 

factor. 
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Within Theory Alpha, autonomy serves as the mechanism 

through which employees transform their capabilities, ideas, 

and aspirations into meaningful action. It enables individuals 

to apply their knowledge, creativity, and professional 

judgment in ways that benefit both themselves and their 

organizations. By redefining autonomy as relational, 

culturally responsive, and purpose driven, Theory Alpha 

extends existing motivational theories and provides a more 

inclusive understanding of human agency that reflects the 

realities of contemporary organizations. This perspective 

recognizes that effective autonomy is strengthened not only 

by individual freedom but also by trust, collaboration, and 

shared responsibility. 

3.3.4 Justice 

Justice is the fourth pillar of Theory Alpha and represents 

one of the framework's most distinctive contributions to 

work motivation theory. While many traditional 

motivational theories acknowledge the importance of 

rewards, leadership, and organizational relationships, they 

pay comparatively little attention to fairness as a 

fundamental condition for sustained motivation and human 

flourishing. Theory Alpha argues that employees are 

unlikely to flourish in environments where they experience 

persistent inequity, discrimination, exclusion, or inconsistent 

organizational practices, regardless of the presence of other 

motivational factors. 

The importance of organizational justice has been widely 

recognized in organizational psychology. Research 

consistently demonstrates that employees' perceptions of 

fairness influence trust in leadership, organizational 

commitment, job satisfaction, organizational citizenship 

behaviours, and willingness to support organizational change 

(Greenberg, 1990; Colquitt et al., 2013). Fair treatment also 

contributes to psychological safety by creating workplaces 

where employees feel respected, valued, and confident that 

decisions affecting them will be made objectively and 

consistently. These conditions strengthen cooperation, 

reduce conflict, and support long term organizational 

stability. 

Theory Alpha extends this body of knowledge by positioning 

justice as more than a management practice or organizational 

policy. It is a foundational condition for human flourishing. 

Justice includes fair procedures, equitable access to 

opportunities and resources, respectful interpersonal 

relationships, transparent communication, and inclusive 

organizational cultures. When employees believe that 

organizational systems are fair, they are more likely to trust 

leadership, commit themselves to shared goals, and 

contribute their knowledge and creativity to organizational 

success. Justice therefore strengthens the other pillars of the 

framework by creating an environment in which wellbeing, 

purpose, and autonomy can flourish. 

The theory also recognizes that justice is experienced 

through everyday organizational interactions rather than 

formal policies alone. Employees continually assess whether 

decisions are transparent, whether promotions and rewards 

are based on merit, whether their opinions are heard, and 

whether they are treated with dignity and respect. These daily 

experiences shape trust in the organization and influence 

whether employees remain engaged or gradually become 

disengaged from their work. 

Theory Alpha further acknowledges that although fairness is 

a universal expectation, its expression is influenced by 

cultural and societal values. For example, many 

organizations in North America and Western Europe 

emphasize equal opportunity, consistent procedures, and the 

protection of individual rights when defining organizational 

justice. In many African and Asian settings, however, justice 

may also be closely associated with respect, dignity, 

community harmony, compassionate leadership, and 

maintaining positive relationships within the workplace. 

Similarly, an employee may regard a transparent promotion 

process as evidence of fairness in one organization, while 

another may also expect leaders to demonstrate empathy, 

consult affected employees, and preserve harmonious 

working relationships throughout the decision-making 

process. These examples illustrate that justice must be 

understood within the cultural context in which 

organizational decisions are made while remaining grounded 

in universal principles of fairness and respect (Nkomo, 2011; 

Chen & Miller, 2011). 

Justice also plays an important role in strengthening 

organizational resilience during periods of uncertainty and 

change. Employees are generally more willing to accept 

difficult decisions, including restructuring or changes in 

organizational priorities, when they believe that decision 

making processes are transparent, ethical, and consistently 

applied. Conversely, perceptions of unfairness often reduce 

motivation, weaken commitment, increase turnover 

intentions, and undermine organizational cohesion, even 

when financial rewards remain attractive (Colquitt et al., 

2013; Greenberg, 1990). Justice therefore provides the 

stability that allows organizations to navigate change while 

maintaining employee trust. 

Within Theory Alpha, justice cannot be separated from the 

other three pillars. Wellbeing is difficult to sustain in 

environments characterized by discrimination, exclusion, or 

unequal treatment. Purpose loses its motivational value when 

organizational actions fail to reflect stated values. Likewise, 

autonomy cannot thrive where employees fear retaliation for 

expressing ideas or taking initiative. Justice therefore 

provides the ethical foundation that enables wellbeing, 

purpose, and autonomy to operate as mutually reinforcing 

dimensions of human flourishing. 

By positioning justice as a core pillar rather than a peripheral 

organizational variable, Theory Alpha broadens the 

understanding of work motivation beyond individual 

psychology to include the ethical quality of organizational 

systems. The theory proposes that sustainable organizational 

flourishing is achieved not only by supporting employee 

wellbeing, fostering meaningful work, and encouraging 

responsible autonomy, but also by embedding fairness, 

dignity, inclusion, transparency, and mutual respect into 

everyday organizational practice. This integration of 

psychological, organizational, ethical, and cultural 

perspectives distinguishes Theory Alpha from earlier 

motivational theories and strengthens its relevance across 

diverse organizational and cultural contexts. 

3.4 Dynamic Interaction of the Four Pillars 
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The four pillars of Theory Alpha are not intended to function 

as isolated determinants of motivation. Rather, the theory 

proposes that wellbeing, purpose, autonomy, and justice 

operate as an interconnected and adaptive system in which 

each pillar continuously influences and reinforces the others. 

Human motivation and organizational flourishing therefore 

emerge from the quality of interaction among these 

dimensions rather than from the strength of any single pillar 

in isolation. 

This systems perspective distinguishes Theory Alpha from 

many traditional motivational theories, which often 

emphasize one dominant explanatory construct. For 

example, Self-Determination Theory focuses primarily on 

autonomy, competence, and relatedness as the principal 

psychological drivers of motivation (Ryan & Deci, 2020), 

while Herzberg's Two-Factor Theory distinguishes between 

hygiene factors and intrinsic motivators (Herzberg et al., 

1959). Although these theories have made significant 

contributions to organizational psychology, they generally 

examine motivational constructs as relatively discrete 

influences. Theory Alpha instead proposes that motivation is 

an emergent property arising from continuous interactions 

among multiple psychological, organizational, and social 

processes. This perspective aligns with systems thinking, 

which argues that complex organizational outcomes are 

produced by relationships among system components rather 

than by individual variables operating independently (Senge, 

1990; Meadows, 2008). The dynamic relationships among 

the four pillars are illustrated in Figure 5. Rather than 

functioning independently, wellbeing, purpose, autonomy, 

and justice operate as mutually reinforcing dimensions 

within an integrated organizational system. Figure 5 

demonstrates how each pillar influences the others through 

continuous reciprocal interactions, creating positive or 

negative feedback loops that ultimately shape both human 

flourishing and organizational flourishing. 

 

Figure 5. Dynamic Interaction of the Four Pillars of Theory Alpha 

Figure 5 illustrates the dynamic relationships among the 

four pillars of Theory Alpha: wellbeing, purpose, autonomy, 

and justice. Rather than functioning independently, the 

pillars continuously influence and reinforce one another 

within an integrated organizational system. Improvements in 

one pillar strengthen the others through positive feedback 

processes, while weaknesses in any pillar may produce 

cascading effects that undermine employee motivation and 

organizational effectiveness. The model demonstrates that 

human flourishing and organizational flourishing emerge 

from the balanced interaction of all four pillars, highlighting 

the reciprocal and systems-oriented nature of Theory Alpha. 

Within this framework, wellbeing serves as the enabling 

condition that provides individuals with the physical, 

emotional, psychological, and social resources necessary for 

sustained functioning. Employees experiencing positive 

wellbeing are more capable of pursuing meaningful goals, 

exercising professional judgment, adapting to change, and 

maintaining productive relationships. Without sufficient 

wellbeing, the motivational influence of the remaining 

pillars becomes substantially weakened because individuals 

may lack the capacity to engage fully with their work 

regardless of organizational support. 

Purpose provides direction for human behaviour by 

connecting individual effort to meaningful personal, 

organizational, and societal goals. Employees who 

understand the significance of their work are more likely to 

invest their knowledge and energy in activities that 

contribute to collective success. However, purpose alone is 

insufficient if individuals lack the freedom to act upon their 
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values or operate within organizational systems perceived as 

unfair. Meaning therefore achieves its greatest motivational 

potential when supported by autonomy and justice. 

Autonomy functions as the mechanism through which 

individuals translate purpose into action. By providing 

opportunities for responsible decision making, initiative, and 

professional judgment, organizations enable employees to 

apply their capabilities in ways that support innovation, 

learning, and continuous improvement. At the same time, 

Theory Alpha recognizes that autonomy depends upon 

supportive organizational conditions. Employees who 

experience poor wellbeing or perceive organizational 

injustice may become reluctant to exercise initiative despite 

possessing considerable competence and expertise. 

Justice provides the ethical and relational foundation that 

sustains the entire system. Fair procedures, transparent 

leadership, equitable opportunities, and respectful 

interpersonal relationships strengthen trust between 

employees and organizations. Trust, in turn, encourages 

individuals to invest their abilities confidently, collaborate 

openly, and embrace organizational goals. Conversely, 

persistent perceptions of injustice undermine psychological 

safety, weaken organizational commitment, and reduce the 

effectiveness of wellbeing initiatives, purpose-driven 

leadership, and employee empowerment. Justice therefore 

stabilizes the interactions among the remaining pillars by 

reinforcing confidence in organizational systems and 

leadership. 

Theory Alpha further proposes that the relationships among 

the four pillars are reciprocal rather than linear. 

Improvements in one dimension often strengthen the others, 

creating positive cycles of human and organizational 

development. For example, organizations that improve 

employee wellbeing frequently observe greater engagement 

with organizational purpose. Increased purpose may 

encourage employees to exercise greater autonomy, while 

experiences of fair and inclusive leadership reinforce trust 

and strengthen overall wellbeing. Similarly, deterioration in 

one pillar may produce cascading effects throughout the 

system. Persistent organizational injustice may reduce 

psychological wellbeing, weaken employees' sense of 

purpose, discourage autonomous behaviour, and ultimately 

diminish organizational performance. The theory therefore 

recognizes that flourishing is maintained through continuous 

interaction and mutual reinforcement rather than through 

isolated interventions. 

This dynamic perspective also explains why organizations 

often experience limited success when they focus on only 

one aspect of employee motivation. Wellness programmes 

may improve short-term wellbeing but produce little lasting 

impact if employees perceive limited purpose or persistent 

injustice. Likewise, initiatives promoting employee 

empowerment are unlikely to achieve their intended 

outcomes when workloads compromise wellbeing or 

organizational cultures fail to build trust. Theory Alpha 

therefore argues that sustainable organizational flourishing 

requires balanced investment across all four pillars rather 

than disproportionate emphasis on any single dimension. 

By conceptualizing motivation as an adaptive system, 

Theory Alpha provides a more comprehensive explanation 

of organizational behaviour than models that examine 

motivational constructs independently. The theory proposes 

that flourishing emerges through the continuous interaction 

of wellbeing, purpose, autonomy, and justice, with each 

pillar strengthening and depending upon the others. This 

integrated perspective reflects the complexity of 

contemporary organizational life and provides a foundation 

for understanding how organizations can cultivate resilient, 

innovative, and human-centred workplaces capable of 

sustaining long-term success across diverse cultural and 

organizational contexts. 

3.5 The Theory Alpha Process Model: From Human 

Flourishing to Organizational Flourishing 

This section explains the mechanism by which organizations 

create flourishing. Rather than treating motivation as an 

immediate outcome of organizational practices, Theory 

Alpha proposes a sequential process in which organizational 

conditions first cultivate human flourishing, which 

subsequently generates sustainable organizational outcomes. 

Human flourishing therefore functions as the central 

mechanism linking organizational practices with long-term 

organizational effectiveness. 

The process begins with the organizational environment. 

Leadership behaviours, organizational culture, human 

resource practices, work design, communication systems, 

and governance structures collectively shape employees' 

daily experiences. These organizational conditions influence 

the extent to which employees experience wellbeing, 

purpose, autonomy, and justice. The theory argues that these 

four pillars do not emerge naturally but are cultivated 

through deliberate organizational decisions and sustained 

leadership commitment. 

When organizations consistently support the four pillars, 

employees are more likely to experience human flourishing. 

Within Theory Alpha, human flourishing represents a 

multidimensional state characterized by positive 

psychological functioning, meaningful engagement, 

responsible self-direction, trusting relationships, resilience, 

and opportunities for continuous personal and professional 

growth. Flourishing employees are not simply satisfied with 

their jobs. They actively contribute their knowledge, 

creativity, energy, and commitment toward achieving shared 

organizational objectives. 

Human flourishing subsequently generates a range of 

positive employee outcomes that extend beyond traditional 

measures of job performance. Employees who flourish 

demonstrate higher levels of engagement, stronger 

organizational commitment, greater creativity, improved 

collaboration, increased discretionary effort, and enhanced 

adaptability during periods of organizational change (Bakker 

& Demerouti, 2017; Harter et al., 2020; Cameron & 

Spreitzer, 2012). These outcomes strengthen both individual 

effectiveness and collective organizational capability. 

As these positive employee outcomes accumulate across 

teams and departments, organizations begin to experience 

broader organizational flourishing. Theory Alpha 

conceptualizes organizational flourishing as a state in which 

organizations demonstrate sustained performance while 

simultaneously promoting employee development, ethical 

leadership, innovation, adaptability, and long-term 
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resilience. Organizational flourishing therefore extends 

beyond financial performance to include organizational 

learning, stakeholder trust, social responsibility, and 

institutional sustainability. This broader perspective aligns 

with contemporary scholarship that views successful 

organizations as adaptive systems capable of generating 

value for employees, organizations, and society 

simultaneously (Cameron, 2013; Senge, 1990). 

A distinctive feature of Theory Alpha is its recognition that 

organizational flourishing produces outcomes that extend 

beyond organizational boundaries. Organizations that 

consistently cultivate human flourishing contribute to 

healthier workplaces, stronger communities, responsible 

innovation, and broader societal wellbeing. Employees carry 

the benefits of positive organizational experiences into their 

families, professional networks, and communities, creating 

wider social effects that reinforce organizational legitimacy 

and public trust. In this way, Theory Alpha positions 

organizations not only as economic institutions but also as 

important contributors to sustainable social development. 

The process proposed by Theory Alpha is not linear or static. 

Organizational outcomes continuously influence the 

conditions that produced them, creating feedback processes 

that reinforce or weaken the entire system over time. 

Organizations experiencing sustained flourishing are more 

likely to invest further in employee development, leadership 

capability, organizational justice, and supportive workplace 

cultures. Conversely, organizations experiencing declining 

trust, persistent injustice, or deteriorating wellbeing may 

enter negative cycles that gradually weaken employee 

motivation, organizational performance, and long-term 

sustainability. This reciprocal relationship reflects the 

adaptive nature of organizations as complex social systems 

in which learning, feedback, and continuous improvement 

shape future outcomes (Meadows, 2008; Senge, 1990). 

The Theory Alpha Process Model therefore explains 

motivation as a continuous developmental cycle rather than 

a single organizational intervention. Leadership, 

organizational systems, and workplace practices shape the 

four pillars of wellbeing, purpose, autonomy, and justice. 

These pillars collectively foster human flourishing, which 

generates positive employee behaviours and organizational 

capabilities. In turn, flourishing organizations create stronger 

conditions for sustaining the four pillars, producing an 

ongoing cycle of human development, organizational 

excellence, and societal contribution. This dynamic process 

represents one of the principal theoretical contributions of 

Theory Alpha and provides a framework that can be 

empirically examined across diverse organizational and 

cultural settings. 

The complete Theory Alpha Process Model is presented in 

Figure 6. The figure illustrates how organizational 

conditions shape the four pillars of wellbeing, purpose, 

autonomy, and justice, which together promote human 

flourishing and positive organizational outcomes. It also 

highlights the reciprocal feedback processes through which 

flourishing organizations continue to strengthen the 

conditions that sustain employee flourishing. This process 

model emphasizes that organizational flourishing is not a 

one-time achievement but an ongoing cycle of learning, 

adaptation, and continuous improvement. 

 

 

Figure 6. The Theory Alpha Process Model: From Organizational Conditions to Sustainable Flourishing 
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Figure 6 presents the Theory Alpha Process Model, 

illustrating the continuous pathway through which 

supportive organizational conditions foster wellbeing, 

purpose, autonomy, and justice. These four interconnected 

pillars promote human flourishing, leading to positive 

employee behaviours, organizational capabilities, and 

sustainable organizational flourishing. The model further 

demonstrates reciprocal feedback processes in which 

flourishing organizations reinvest in leadership, 

organizational culture, employee development, and fair 

organizational systems, thereby strengthening the four 

pillars and initiating a new cycle of growth. This continuous 

process reflects the systems-oriented nature of Theory Alpha 

and its view that human flourishing and organizational 

flourishing are mutually reinforcing across diverse 

organizational and cultural contexts. 

3.6 Testable Propositions of Theory Alpha 

Theory Alpha is intended not only as a conceptual 

framework but also as a theory that can be empirically 

evaluated. A robust theory should generate propositions that 

are capable of systematic testing using quantitative, 

qualitative, or mixed methods research. Rather than 

presenting broad philosophical principles, Theory Alpha 

specifies expected relationships among organizational 

conditions, the four pillars of wellbeing, purpose, autonomy, 

and justice, human flourishing, and organizational 

flourishing. These propositions provide a foundation for 

future empirical validation and theoretical refinement. 

The theory proposes that organizational conditions influence 

employee and organizational outcomes primarily through 

four interconnected pillars: wellbeing, purpose, autonomy, 

and justice. These pillars function as key explanatory 

mechanisms through which organizational environments 

shape employee experiences, behaviour, and performance. 

Human flourishing is positioned as the central outcome of 

these mechanisms and the principal pathway through which 

sustainable organizational flourishing is achieved. 

Unlike many earlier motivational theories that focus on 

isolated psychological constructs, Theory Alpha assumes 

that these relationships operate simultaneously within 

dynamic organizational systems. The four pillars are 

expected to reinforce one another through reciprocal 

interactions. Strengthening one pillar is likely to enhance the 

others, whereas persistent weaknesses in one dimension may 

reduce the effectiveness of the entire system. Future 

empirical studies should therefore examine both the 

individual effects of each pillar and their combined influence 

on human and organizational flourishing. 

The theory also recognizes that organizations operate within 

diverse cultural, institutional, and economic contexts. 

Consequently, the strength of the proposed relationships may 

vary according to leadership practices, organizational 

culture, industry, workforce diversity, national culture, and 

resource availability. These contextual characteristics should 

therefore be examined as potential moderating factors during 

empirical investigation. 

To facilitate future empirical testing, Theory Alpha advances 

the following propositions. 

Proposition 1. Organizational conditions that promote 

employee wellbeing will be positively associated with 

higher levels of human flourishing. 

Proposition 2. Employees who experience greater purpose 

and meaningful work will be positively associated with 

higher levels of employee engagement, organizational 

commitment, and organizational citizenship behaviour. 

Proposition 3. Higher levels of employee autonomy will be 

positively associated with greater creativity, innovation, 

adaptive performance, and continuous learning. 

Proposition 4. Higher perceptions of organizational justice 

will be positively associated with greater trust, 

psychological safety, and organizational commitment, and 

negatively associated with employee disengagement and 

turnover intentions. 

Proposition 5. The combined interaction of wellbeing, 

purpose, autonomy, and justice will be more strongly 

associated with human flourishing than any individual pillar 

considered independently. 

Proposition 6. Human flourishing will positively mediate 

the relationship between the four pillars and organizational 

flourishing. 

Proposition 7. Higher levels of organizational flourishing 

will be positively associated with sustained organizational 

performance, innovation capability, employee retention, 

organizational resilience, stakeholder trust, and long-term 

sustainability. 

Proposition 8. The relationships proposed by Theory Alpha 

will remain positively observable across diverse cultural 

contexts, although the strength of these relationships will 

vary according to cultural, economic, institutional, and 

organizational conditions. 

Together, these propositions establish a clear agenda for 

future research. They may be examined using cross sectional 

surveys, longitudinal studies, multilevel organizational 

analyses, intervention studies, structural equation modelling, 

qualitative inquiry, or mixed methods designs. As empirical 

evidence accumulates across organizational settings and 

cultural contexts, the propositions can be refined, extended, 

or revised while preserving the central premise of Theory 

Alpha that human flourishing is the primary pathway 

through which organizations achieve sustainable 

organizational flourishing. 
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Table 2. Testable Propositions and Suggested Approaches for Empirical Validation of Theory Alpha 

Proposition Expected Direction of Relationship 

P1 Positive association between organizational conditions that support wellbeing and human flourishing. 

P2 Positive association between purpose and employee engagement, commitment, and organizational 

citizenship behaviour. 

P3 Positive association between autonomy and creativity, innovation, adaptive performance, and learning. 

P4 Positive association between organizational justice and trust, psychological safety, and commitment; 

negative association with disengagement and turnover intentions. 

P5 Combined positive effect of the four pillars exceeds the effect of any individual pillar. 

P6 Human flourishing positively mediates the relationship between the four pillars and organizational 

flourishing. 

P7 Positive association between organizational flourishing and sustainable organizational outcomes. 

P8 Positive relationships are expected across cultures, although effect sizes vary by context. 
 

3.7 Operationalization and Measurement of Theory 

Alpha 

For Theory Alpha to contribute meaningfully to 

organizational research and practice, its core constructs must 

be capable of empirical measurement. Although the 

framework is conceptual in nature, its principal dimensions 

correspond with well-established psychological and 

organizational constructs that have been validated across 

diverse occupational settings. This allows Theory Alpha to 

be examined using existing measurement instruments while 

also providing opportunities for the future development of a 

dedicated Theory Alpha assessment scale. 

The theory proposes that organizational flourishing emerges 

through the interaction of four interdependent pillars: 

wellbeing, purpose, autonomy, and justice. Each pillar 

represents a latent construct that can be operationalized 

through observable indicators measured at the individual, 

team, or organizational level. Human flourishing functions 

as the central mediating construct linking these pillars with 

broader organizational outcomes. 

The wellbeing pillar encompasses psychological, emotional, 

social, and occupational wellbeing. Measurement may 

include indicators of psychological safety, stress, resilience, 

work-life integration, emotional exhaustion, and overall 

mental wellbeing. Existing instruments such as Edmondson's 

Psychological Safety Scale (Edmondson, 1999), the 

Perceived Stress Scale (Cohen et al., 1983), the Warwick 

Edinburgh Mental Wellbeing Scale (Tennant et al., 2007), 

and the Utrecht Work Engagement Scale (Schaufeli et al., 

2006) provide appropriate measures that align closely with 

this dimension. 

Purpose reflects employees' perceptions that their work is 

meaningful and contributes to goals that extend beyond 

routine task completion. Purpose may be assessed using 

measures of meaningful work, person-organization value 

congruence, organizational mission alignment, and 

perceived societal contribution. The Work and Meaning 

Inventory developed by Steger et al. (2012) and established 

measures of person-organization fit (Kristof-Brown et al., 

2005) provide robust instruments for assessing this 

construct. 

Autonomy within Theory Alpha extends beyond individual 

independence to encompass responsible self-direction 

exercised within organizational and cultural contexts. 

Appropriate indicators include decision latitude, perceived 

behavioural control, participation in decision making, 

flexible work practices, self-leadership, and opportunities for 

innovation. Existing measures derived from the Job 

Demand-Control Model (Karasek, 1979), the Revised Self-

Leadership Questionnaire (Houghton & Neck, 2002), and 

work autonomy scales within Self-Determination Theory 

research (Gagné et al., 2015) offer suitable approaches for 

operationalizing this dimension. 

Justice represents a distinctive contribution of Theory Alpha 

and extends traditional organizational justice by integrating 

distributive, procedural, interpersonal, and cultural fairness. 

Measurement should therefore assess employees' 

perceptions of equitable treatment, transparency, inclusion, 

respect, ethical leadership, and opportunities for 

participation. Organizational Justice Scales developed by 

Colquitt (2001), together with measures of organizational 

trust and inclusion, provide appropriate foundations for 

assessing this pillar. 

Human flourishing represents the central construct within 

Theory Alpha and should be conceptualized as a 

multidimensional state characterized by positive 

psychological functioning, resilience, meaningful 

engagement, healthy workplace relationships, ethical 

participation, adaptability, and continuous growth. Rather 

than relying on a single indicator, Theory Alpha proposes 

that flourishing should be measured through composite latent 

variables representing these interconnected dimensions. This 

multidimensional approach reflects the complexity of 

flourishing within contemporary organizational systems and 

is consistent with emerging scholarship in positive 

organizational psychology (Keyes, 2007; Seligman, 2011; 

Cameron & Spreitzer, 2012). 

At the organizational level, flourishing may be evaluated 

using both subjective and objective indicators. Subjective 

measures include organizational climate, employee 

engagement, organizational trust, innovation culture, 

learning orientation, and perceptions of leadership 

effectiveness. Objective indicators may include employee 

retention, absenteeism, innovation outputs, productivity, 
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customer satisfaction, organizational adaptability, and 

sustainability performance. Combining perceptual and 

organizational indicators enables researchers to examine 

Theory Alpha across multiple levels of analysis while 

reducing the limitations associated with single-source 

measurement. 

Although existing instruments provide an excellent starting 

point, Theory Alpha also provides the conceptual foundation 

for the future development of a standardized Theory Alpha 

Organizational Flourishing Scale (TAOFS). Such an 

instrument could integrate the four pillars into a unified 

measurement framework capable of generating 

organizational profiles, benchmarking workplace 

flourishing, and evaluating organizational interventions over 

time. The development and psychometric validation of this 

scale represents an important direction for future research 

and would significantly strengthen the practical application 

of Theory Alpha across diverse organizational contexts. 
 

Table 3. Operationalization of the Core Constructs of Theory Alpha 

Theory Alpha 

Construct 

Conceptual Definition Key Indicators Example Validated Measurement 

Instruments 

Level of 

Measurement 

Wellbeing A multidimensional state of 

psychological, emotional, 

social, and occupational 

health that enables employees 

to function effectively and 

adapt positively to workplace 

demands. 

Psychological safety, 

emotional wellbeing, 

resilience, stress 

management, work-life 

integration, 

engagement, mental 

health 

Psychological Safety Scale 

(Edmondson, 1999); Perceived Stress 

Scale (Cohen et al., 1983); Warwick–

Edinburgh Mental Wellbeing Scale 

(Tennant et al., 2007); Utrecht Work 

Engagement Scale (Schaufeli et al., 

2006) 

Individual, 

Team, 

Organization 

Purpose The extent to which 

employees perceive their 

work as meaningful and 

aligned with personal values, 

organizational mission, and 

broader societal contribution. 

Meaningful work, 

value congruence, 

mission alignment, 

contribution to society, 

calling orientation 

Work and Meaning Inventory (Steger 

et al., 2012); Person–Organization Fit 

Scales (Kristof-Brown et al., 2005); 

Meaningful Work Scale (Lips-

Wiersma & Wright, 2012) 

Individual, 

Team 

Autonomy Responsible self-direction 

that enables employees to 

exercise judgement, 

participate in decision 

making, innovate, and 

regulate their work within 

organizational and cultural 

contexts. 

Decision latitude, 

participation, job 

control, flexibility, 

self-leadership, 

innovation behaviour 

Job Demand–Control Model 

(Karasek, 1979); Revised Self-

Leadership Questionnaire (Houghton 

& Neck, 2002); Work Climate 

Questionnaire (Baard et al., 2004); 

Multidimensional Work Motivation 

Scale (Gagné et al., 2015) 

Individual, 

Team 

Justice Employees' perceptions of 

fairness, transparency, 

respect, inclusion, ethical 

treatment, and equitable 

organizational processes. 

Procedural justice, 

distributive justice, 

interactional justice, 

inclusion, 

organizational trust, 

ethical climate 

Organizational Justice Scale 

(Colquitt, 2001); Organizational Trust 

Inventory (Cummings & Bromiley, 

1996); Inclusion Climate Scale 

(Nishii, 2013) 

Individual, 

Team, 

Organization 

Human 

Flourishing 

(Mediator) 

A multidimensional state in 

which employees experience 

positive functioning, 

resilience, meaningful 

engagement, ethical 

participation, growth, and 

healthy workplace 

relationships. 

Flourishing, resilience, 

engagement, 

psychological 

functioning, 

adaptability, learning, 

positive relationships 

Mental Health Continuum–Short 

Form (Keyes, 2007); PERMA Profiler 

(Butler & Kern, 2016); Flourishing 

Scale (Diener et al., 2010) 

Individual 

Organizational 

Flourishing 

(Primary 

Outcome) 

A sustained organizational 

state characterized by high 

performance, innovation, 

adaptability, ethical 

leadership, employee 

development, stakeholder 

trust, and long-term 

sustainability. 

Innovation capability, 

employee retention, 

organizational 

learning, productivity, 

adaptability, 

stakeholder trust, 

sustainability 

Organizational Health Index; Denison 

Organizational Culture Survey; 

Gallup Q12; Organizational 

performance indicators; ESG and 

sustainability metrics 

Organization 

Contextual 

Moderators 

Organizational and 

environmental characteristics 

that may strengthen or 

weaken the relationships 

proposed by Theory Alpha. 

Organizational culture, 

leadership style, 

national culture, digital 

maturity, 

organizational size, 

industry sector, 

economic conditions 

Organizational Culture Assessment 

Instrument (Cameron & Quinn, 2011); 

Multifactor Leadership Questionnaire 

(Bass & Avolio, 1995); Hofstede 

Cultural Dimensions; sector-specific 

organizational indicators 

Organization 
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Note. The measurement instruments presented in this table are examples of established scales that may be used to 

operationalize the core constructs of Theory Alpha. Researchers are encouraged to undertake appropriate cultural adaptation 

before applying these instruments in different linguistic, cultural, or organizational settings. Recommended procedures include 

translation and back translation, expert review for conceptual and cultural equivalence, pilot testing, and psychometric 

evaluation of reliability and validity. Cross cultural validation may be conducted using approaches such as measurement 

invariance testing, multigroup confirmatory factor analysis, or multigroup structural equation modelling to ensure that the 

constructs are interpreted consistently across diverse populations and organizational contexts. 

Abbreviation: ESG = Environmental, Social, and Governance. 

3.8 Theoretical Contributions and Distinctiveness of 

Theory Alpha 

A central objective of Theory Alpha is not to replace existing 

motivational theories but to extend and integrate them within 

a broader framework that reflects the realities of 

contemporary organizational life. Earlier theories have each 

contributed valuable insights into employee motivation and 

organizational behaviour. Theory X emphasized managerial 

assumptions about employee behaviour (McGregor, 1960), 

Theory Y highlighted intrinsic motivation and personal 

responsibility, Theory Z introduced trust and long-term 

organizational relationships (Ouchi, 1981), while Self-

Determination Theory explained the importance of 

autonomy, competence, and relatedness in sustaining 

intrinsic motivation (Ryan & Deci, 2020). Positive 

Organizational Scholarship further shifted attention toward 

strengths, resilience, and flourishing within organizations 

(Cameron & Spreitzer, 2012). Theory Alpha builds upon 

these contributions while proposing a broader explanatory 

framework that integrates multiple perspectives into a 

coherent systems-based theory. 

One of the principal contributions of Theory Alpha is its 

repositioning of human flourishing as the primary 

mechanism through which organizations achieve sustainable 

success. Many motivational theories conceptualize 

employee wellbeing as an outcome of favourable 

organizational conditions. Theory Alpha instead argues that 

human flourishing functions as the principal antecedent of 

organizational flourishing. Organizational effectiveness 

therefore depends upon organizations intentionally creating 

environments that enable employees to thrive 

psychologically, socially, ethically, and professionally. This 

reversal of the traditional causal sequence represents a 

significant conceptual departure from many existing 

organizational theories. 

Theory Alpha also expands the conceptualization of 

motivation by integrating four interdependent pillars rather 

than relying on a single dominant explanatory construct. 

Existing theories often emphasize particular dimensions of 

motivation, including financial incentives, intrinsic 

motivation, social relationships, or organizational 

commitment. Theory Alpha argues that sustainable 

motivation emerges from the continuous interaction of 

wellbeing, purpose, autonomy, and justice. None of these 

dimensions operates independently. Instead, they reinforce 

one another within dynamic organizational systems that 

continually adapt to changing organizational and societal 

conditions. 

A further contribution lies in the explicit integration of 

organizational justice as one of the theory's foundational 

pillars. Although justice has received considerable attention 

within organizational behaviour research (Colquitt et al., 

2013), relatively few motivational theories position fairness 

as a central determinant of human flourishing. Theory Alpha 

proposes that perceptions of fairness, inclusion, 

transparency, and ethical leadership create the trust 

necessary for wellbeing, purpose, and autonomy to function 

effectively. Justice therefore serves not only as a moral 

principle but also as a motivational resource that strengthens 

organizational resilience and long-term sustainability. 

Theory Alpha further distinguishes itself through its explicit 

recognition of cultural diversity. Much of the foundational 

literature in organizational psychology emerged from 

Western industrialized societies and frequently assumes 

relatively stable labour markets and individualistic value 

systems. Theory Alpha adopts a broader perspective by 

recognising that motivation is influenced by cultural 

traditions, social relationships, institutional structures, and 

economic realities. This perspective enables the framework 

to remain applicable across both Global North and Global 

South contexts while allowing the relative importance of 

individual constructs to vary according to local 

organizational environments. 

Another important contribution is the adoption of systems 

thinking as the organizing principle of the theory. Rather 

than presenting motivation as a sequence of isolated 

variables, Theory Alpha conceptualizes organizations as 

adaptive social systems characterized by reciprocal 

feedback, continuous learning, and dynamic interactions 

among organizational conditions, employee experiences, and 

organizational outcomes. This systems orientation enables 

the theory to explain organizational change, resilience, and 

long-term development more comprehensively than linear 

motivational models. 

Theory Alpha also bridges several previously disconnected 

fields of scholarship. It synthesizes concepts from 

organizational psychology, occupational health psychology, 

positive psychology, organizational justice, leadership 

studies, systems thinking, cross-cultural management, and 

organizational behaviour into a unified explanatory 

framework. This interdisciplinary integration allows the 

theory to address organizational challenges that extend 

beyond traditional questions of employee motivation, 

including organizational resilience, sustainable performance, 

workforce wellbeing, innovation, ethical leadership, and 

institutional adaptability. 
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Taken together, these contributions position Theory Alpha as 

a contemporary organizational theory rather than simply 

another motivation model. It provides an integrated 

explanation of how organizations cultivate human 

flourishing and how flourishing individuals collectively 

contribute to sustainable organizational flourishing. By 

combining systems thinking, cross-cultural relevance, 

human flourishing, and organizational justice within a 

unified theoretical framework, Theory Alpha advances 

organizational psychology toward a more comprehensive 

understanding of organizations as human-centred systems 

capable of generating value for employees, organizations, 

and society simultaneously 

Table 4. Distinctive Contributions of Theory Alpha Compared with Major Organizational Motivation Theories 

Dimension Maslow's 

Hierarchy of 

Needs 

Herzberg's 

Two-Factor 

Theory 

Self-

Determination 

Theory (SDT) 

Theory 

X/Y 

Theory Z Theory Alpha 

Primary Focus Human needs 

hierarchy 

Job 

satisfaction 

and 

dissatisfaction 

Intrinsic 

motivation 

Manage

rial 

assumpt

ions 

about 

employe

es 

Trust and 

long-term 

employme

nt 

Human flourishing as the 

foundation of organizational 

flourishing 

View of 

Human 

Motivation 

Sequential 

fulfilment of 

needs 

Motivators 

and hygiene 

factors 

Satisfaction of 

psychological 

needs 

Employ

ees are 

either 

externall

y 

controll

ed or 

intrinsic

ally 

motivate

d 

Motivation 

through 

trust, 

loyalty, 

and 

stability 

Motivation emerges through 

the dynamic interaction of 

wellbeing, purpose, 

autonomy, and justice 

Core 

Constructs 

Physiological, 

safety, 

belonging, 

esteem, self-

actualization 

Hygiene 

factors and 

motivators 

Autonomy, 

competence, 

relatedness 

Control 

versus 

empowe

rment 

Trust, 

collective 

responsibil

ity, long-

term 

relationshi

ps 

Wellbeing, purpose, 

autonomy, justice, and 

human flourishing 

Role of 

Wellbeing 

Indirect 

outcome of 

need 

fulfilment 

Secondary 

outcome 

Supports 

intrinsic 

motivation 

Largely 

absent 

Implicit 

through 

organizati

onal 

stability 

Central antecedent of 

sustainable organizational 

success 

Role of 

Purpose 

Self-

actualization 

Limited 

emphasis 

Personal goals 

and internal 

motivation 

Minimal 

emphasi

s 

Organizati

onal 

commitme

nt 

Meaningful work connected 

to personal, organizational, 

and societal contribution 

Role of Justice Not explicitly 

addressed 

Limited 

consideration 

Indirectly 

considered 

Minimal 

consider

ation 

Implied 

through 

trust 

Fundamental pillar 

supporting trust, inclusion, 

fairness, and ethical 

leadership 

Systems 

Perspective 

No No Limited No Limited Yes. Motivation emerges 

through dynamic 

interactions among 

organizational systems and 

human experiences. 

Cross-Cultural 

Orientation 

Developed 

primarily in 

Western 

contexts 

Primarily 

Western 

Broadly 

applicable but 

centred on 

universal 

psychological 

needs 

Western 

manager

ial 

perspect

ive 

Japanese 

manageme

nt 

philosophy 

Explicitly designed for 

application across Global 

North and Global South 

contexts 

Human 

Flourishing 

Ultimate 

individual 

outcome 

Not central Psychological 

wellbeing 

Not 

addresse

d 

Implicit Central mediating construct 

linking organizational 

practices with organizational 

outcomes 
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Organizational 

Flourishing 

Not explicitly 

addressed 

Improved job 

satisfaction 

Improved 

motivation 

Improve

d 

producti

vity 

Organizati

onal 

loyalty 

Primary organizational 

outcome encompassing 

performance, innovation, 

resilience, sustainability, 

and societal contribution 

Organizational 

Justice 

Not central Not central Peripheral Absent Partially 

implied 

Core theoretical pillar 

Leadership 

Perspective 

Facilitative Job 

enrichment 

Autonomy-

supportive 

leadership 

Directiv

e or 

participa

tive 

Paternalist

ic and 

consensus-

based 

Human-centred, ethical, 

culturally responsive, 

flourishing-oriented 

leadership 

Applicability 

to 

Contemporary 

Organizations 

Moderate Moderate High Moderat

e 

Moderate High. Addresses hybrid 

work, diversity, wellbeing, 

sustainability, digital 

transformation, and global 

organizational complexity 

Overall 

Theoretical 

Contribution 

Foundation 

for need-

based 

motivation 

Job design 

and 

satisfaction 

Psychological 

explanation of 

intrinsic 

motivation 

Manage

ment 

philosop

hy 

  

 

4.0 Practical Applications of Theory Alpha 

Theory Alpha was developed not only to advance 

organizational theory but also to provide a practical 

framework for improving organizational effectiveness in 

contemporary workplaces. The theory proposes that 

organizations achieve sustainable success by creating 

conditions that enable human flourishing through the 

interaction of wellbeing, purpose, autonomy, and justice. 

These principles have implications for leadership, human 

resource management, organizational development, policy, 

and workplace design across both public and private sectors. 

Unlike traditional motivational theories that often focus on 

isolated managerial practices, Theory Alpha encourages 

organizations to adopt an integrated approach in which 

employee development and organizational performance are 

viewed as mutually reinforcing objectives. This perspective 

recognizes that investments in human flourishing are not 

simply welfare initiatives but strategic organizational 

capabilities that contribute directly to innovation, resilience, 

adaptability, and long-term sustainability. 

4.1 Implications for Leadership 

Theory Alpha redefines leadership as the intentional creation 

of environments that enable employees to flourish. Leaders 

are expected not only to direct organizational performance 

but also to cultivate psychological safety, meaningful work, 

responsible autonomy, and organizational justice. 

Leadership therefore becomes a developmental process that 

balances organizational objectives with employee wellbeing 

and ethical responsibility. 

This perspective extends existing transformational and 

servant leadership models by positioning leaders as 

architects of flourishing organizational systems rather than 

solely as motivators of individual performance (Bass & 

Avolio, 1994; Eva et al., 2019). Leaders who consistently 

strengthen the four pillars are expected to build greater trust, 

organizational commitment, learning capacity, and 

innovation. 

In practice, leaders can operationalize Theory Alpha in 

several ways. First, they can promote wellbeing by 

conducting regular wellbeing check ins, providing access to 

employee assistance programmes, and ensuring that 

workloads remain manageable during periods of 

organizational change. Second, leaders can strengthen 

purpose by communicating a clear organizational vision, 

helping employees understand how their roles contribute to 

broader organizational and societal goals, and recognizing 

contributions that align with organizational values. Third, 

leaders can encourage autonomy by involving employees in 

decision making, supporting innovation through delegated 

responsibility, and creating psychologically safe 

environments where individuals feel comfortable sharing 

ideas and learning from mistakes. These practices illustrate 

how leadership can simultaneously strengthen all four pillars 

while improving organizational performance. 

4.2 Implications for Human Resource Management 

Theory Alpha offers a comprehensive framework for 

designing human resource practices that promote both 

employee wellbeing and organizational performance. 

Recruitment, onboarding, performance management, 

leadership development, employee recognition, career 

progression, and workplace wellbeing programmes should 

all be aligned with the four pillars. 

Performance management, for example, should move 

beyond evaluating productivity alone and incorporate 

indicators of employee development, collaboration, 

innovation, learning, ethical behaviour, and wellbeing. 

Likewise, employee recognition systems should 

acknowledge contributions that strengthen organizational 

culture and collective flourishing rather than focusing 

exclusively on individual outputs. 

Human resource professionals can also translate Theory 

Alpha into everyday organizational practice. Recruitment 

processes may assess not only technical competence but also 

value alignment, collaboration, and commitment to 

organizational purpose. Employee development 

programmes can combine technical training with leadership 

development, mentoring, resilience building, and wellbeing 

initiatives. Similarly, promotion and reward systems can 

recognize teamwork, innovation, ethical conduct, and 

contributions to organizational culture in addition to 

individual productivity. These practices reinforce the view 
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that organizational success depends on developing people as 

well as improving performance. 

4.3 Implications for Organizational Development 

Organizations undergoing change frequently focus on 

structural redesign, technological innovation, or operational 

efficiency while paying comparatively less attention to the 

human systems that determine whether change succeeds. 

Theory Alpha suggests that successful organizational 

transformation depends upon maintaining the four pillars 

throughout periods of uncertainty. 

Organizational development initiatives should therefore 

include interventions that strengthen psychological safety, 

reinforce organizational purpose, increase employee 

participation in decision making, and promote fairness 

throughout change processes. These interventions may 

improve organizational resilience while reducing resistance 

to change and sustaining employee engagement. 

For example, organizations implementing digital 

transformation can involve employees in planning and 

decision making to strengthen autonomy while reducing 

uncertainty. During organizational restructuring, transparent 

communication, fair consultation processes, and accessible 

psychological support services can help maintain trust and 

wellbeing. Likewise, organizations seeking to build cultures 

of continuous improvement may establish cross functional 

innovation teams, regular learning forums, and employee 

feedback mechanisms that reinforce purpose, collaboration, 

and organizational justice. These examples demonstrate that 

successful organizational development requires attention to 

both structural and human dimensions of change. 

4.4 Implications for Public Policy and Workforce 

Development 

The principles of Theory Alpha extend beyond individual 

organizations to inform labour policy, workforce 

development, occupational health, and public sector reform. 

Governments increasingly recognize that healthy workplaces 

contribute to national productivity, economic resilience, and 

population wellbeing. Theory Alpha provides a framework 

through which policymakers can encourage organizational 

practices that simultaneously improve employee wellbeing 

and organizational performance. 

Policies promoting mental health, decent work, flexible 

employment arrangements, inclusive leadership, lifelong 

learning, and organizational fairness align closely with the 

theoretical foundations of Theory Alpha and support broader 

international development priorities, including the 

Sustainable Development Goals (United Nations, 2015). 

At the policy level, governments can encourage flourishing 

workplaces by developing national standards for 

psychological health and workplace wellbeing, 

strengthening labour policies that promote fair employment 

practices, and supporting lifelong learning through 

workforce development initiatives. Public institutions may 

also encourage organizations to adopt flexible working 

arrangements, inclusive leadership practices, and employee 

mental health programmes through legislation, incentives, or 

accreditation systems. Such initiatives contribute not only to 

healthier workplaces but also to national productivity, 

economic resilience, and social wellbeing. 

4.5 Implications for Cross-Cultural Organizations 

One of Theory Alpha's distinguishing characteristics is its 

applicability across diverse organizational and cultural 

contexts. Rather than prescribing universal managerial 

practices, the framework recognizes that organizations 

operate within different social, economic, and cultural 

environments. Consequently, while the four pillars remain 

constant, the ways in which they are implemented may vary 

across countries and organizational settings. 

For example, expressions of autonomy may differ between 

highly individualistic and collectivist cultures, while 

perceptions of organizational justice may be influenced by 

local governance structures, labour relations, and cultural 

expectations. Theory Alpha therefore encourages culturally 

responsive implementation rather than standardized 

organizational solutions. 

For instance, multinational organizations operating across 

different countries may adapt leadership styles to reflect 

local cultural expectations while maintaining consistent 

organizational values of fairness, dignity, and respect. 

Employee recognition programmes may also be tailored to 

local preferences, with some cultures placing greater value 

on individual recognition and others emphasizing team 

achievements or collective success. Likewise, participation 

in decision making may be implemented through direct 

employee involvement in some organizational settings and 

through collaborative consultation with teams or community 

representatives in others. These examples illustrate how 

Theory Alpha promotes cultural responsiveness without 

compromising its core principles. 

4.6 Theory Alpha as a Framework for Organizational 

Assessment 

Beyond its theoretical contribution, Theory Alpha provides 

a practical framework for evaluating organizational health. 

Organizations can assess the strength of each pillar, identify 

areas requiring improvement, and monitor progress over 

time using validated measurement instruments. This 

assessment approach enables organizations to move beyond 

traditional employee satisfaction surveys toward a more 

comprehensive evaluation of organizational flourishing. 

Such assessments also create opportunities for 

benchmarking organizations, evaluating organizational 

interventions, guiding leadership development, and 

informing strategic planning. In this respect, Theory Alpha 

provides the conceptual foundation for developing integrated 

organizational assessment systems capable of measuring 

flourishing across multiple organizational levels. 

For example, organizations may use periodic employee 

surveys to measure wellbeing, purpose, autonomy, and 

justice, combine these findings with organizational 

performance indicators such as employee retention, 

absenteeism, innovation, and customer satisfaction, and use 

the results to guide strategic planning and leadership 

development. Repeating these assessments over time enables 

organizations to monitor progress, evaluate interventions, 

and identify areas requiring further improvement. In this 

way, Theory Alpha functions not only as a motivational 

framework but also as a practical tool for continuous 

organizational learning and improvement. 

5.0 Discussion 
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5.1 Repositioning Motivation Theory in Contemporary 

Organizations 

The development of Theory Alpha reflects a broader shift in 

how organizations understand human motivation in an 

increasingly complex and interconnected world. Classical 

motivation theories emerged during periods when 

organizational success was largely associated with industrial 

efficiency, hierarchical management, and standardized work 

processes. Although these theories continue to offer valuable 

insights into human behaviour, the nature of work has 

changed substantially over the past several decades. Digital 

transformation, globalization, demographic change, hybrid 

work arrangements, growing awareness of employee mental 

health, and increasing demands for socially responsible 

organizations have altered both the conditions under which 

people work and the expectations they bring to 

organizational life (Grant & Parker, 2009; Kniffin et al., 

2021). These developments invite a reconsideration of 

whether existing motivational frameworks adequately 

explain contemporary organizational behaviour. 

The history of organizational psychology demonstrates that 

theories of motivation have generally evolved by responding 

to changing workplace realities rather than replacing one 

another outright. Taylor's scientific management addressed 

problems of industrial efficiency. Maslow expanded 

attention to human needs beyond economic rewards. 

Herzberg differentiated between dissatisfaction and genuine 

motivation. McGregor challenged assumptions about 

managerial control, while Self-Determination Theory 

highlighted autonomy, competence, and relatedness as 

fundamental psychological needs (Maslow, 1943; Herzberg 

et al., 1959; McGregor, 1960; Ryan & Deci, 2000). Each 

theoretical development reflected an attempt to explain 

organizational behaviour more comprehensively than its 

predecessors. 

Theory Alpha follows this tradition of theoretical evolution 

but argues that contemporary organizations require a broader 

conceptual lens. Rather than viewing motivation primarily as 

a psychological process occurring within individuals, Theory 

Alpha conceptualizes motivation as an emergent property of 

interactions among individuals, organizational systems, 

leadership practices, social relationships, and cultural 

contexts. This systems orientation acknowledges that 

employee behaviour cannot be fully understood by 

examining personal characteristics alone. Organizational 

structures, institutional norms, justice perceptions, 

leadership behaviour, and cultural values continuously shape 

how employees experience work and whether they remain 

motivated over time (Senge, 1990; Cameron & Spreitzer, 

2012). 

One of the principal limitations of many established 

motivational theories is their tendency to isolate specific 

determinants of behaviour while paying comparatively less 

attention to the interactions among them. Self-Determination 

Theory, for example, has generated extensive empirical 

evidence demonstrating the importance of autonomy, 

competence, and relatedness for intrinsic motivation (Ryan 

& Deci, 2020). However, organizational life often involves 

circumstances where these psychological needs interact with 

broader structural conditions such as organizational justice, 

leadership quality, workload, economic insecurity, or 

cultural expectations. Employees may possess autonomy yet 

experience persistent injustice. They may find meaning in 

their work while facing chronic burnout. They may 

demonstrate competence without perceiving fairness in 

organizational decisions. These situations illustrate that 

motivational processes rarely operate through isolated 

variables but instead emerge through interconnected 

organizational systems. 

Theory Alpha therefore shifts attention from individual 

motivational drivers toward organizational conditions that 

enable sustainable human flourishing. This distinction is 

important because motivation alone does not necessarily 

translate into long-term organizational effectiveness. 

Employees may remain highly motivated while experiencing 

emotional exhaustion, role conflict, or deteriorating 

wellbeing. Such conditions often contribute to burnout, 

declining engagement, increased turnover, and reduced 

organizational resilience despite short-term improvements in 

performance (Bakker & Demerouti, 2017; Warr, 2017). 

Theory Alpha proposes that organizations should evaluate 

success not only by the extent to which they stimulate 

motivation but also by the extent to which they cultivate 

environments in which employees can flourish 

psychologically, socially, and professionally. 

The theory also responds to growing recognition that 

organizational performance cannot be separated from 

employee wellbeing. Traditionally, wellbeing has frequently 

been treated as a desirable consequence of organizational 

success rather than as one of its principal determinants. 

Contemporary evidence increasingly challenges this 

assumption. Studies consistently demonstrate that 

psychological safety, meaningful work, supportive 

leadership, and healthy organizational climates predict 

innovation, learning behaviour, collaboration, resilience, and 

sustained organizational performance (Edmondson, 2019; 

Harter et al., 2020; Cameron, 2013). These findings suggest 

that organizations benefit not merely by maximizing 

employee effort but by creating conditions that enable 

employees to remain healthy, engaged, and committed over 

extended periods. 

Another important contribution of Theory Alpha lies in its 

recognition of organizational justice as a central motivational 

mechanism rather than a peripheral contextual factor. 

Organizational justice has traditionally been examined 

within separate streams of organizational behaviour 

research, focusing on distributive, procedural, interpersonal, 

and informational fairness (Colquitt et al., 2013). Although 

substantial evidence demonstrates that justice influences 

trust, commitment, engagement, and performance, it has 

rarely been incorporated as a foundational element within 

major motivational theories. Theory Alpha argues that 

perceptions of fairness influence the effectiveness of every 

other motivational process. Employees who perceive 

persistent injustice may struggle to experience purpose, 

autonomy, or psychological wellbeing regardless of other 

organizational initiatives. Justice therefore functions not 

simply as an outcome of effective management but as one of 

the conditions necessary for sustainable human flourishing. 
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The contemporary workplace has also become increasingly 

culturally diverse, challenging the assumption that 

motivational processes operate uniformly across societies. 

Many influential theories originated within Western 

organizational contexts characterized by relatively 

individualistic cultural values and comparatively stable 

labour markets. While these theories retain considerable 

explanatory value, their assumptions may not fully capture 

the realities of organizations operating within Africa, Asia, 

Latin America, or other regions where communal identities, 

extended family responsibilities, informal employment, and 

socioeconomic uncertainty significantly influence employee 

experiences (Budhwar & Debrah, 2013; Nkomo, 2011). 

Theory Alpha does not reject universal psychological needs 

but argues that their expression, prioritization, and 

organizational implications are shaped by cultural and 

structural contexts. This perspective supports a more 

globally inclusive understanding of motivation without 

abandoning theoretical coherence. 

The emergence of hybrid work, artificial intelligence, digital 

collaboration, and rapidly changing organizational structures 

further strengthens the need for broader motivational 

models. Contemporary employees increasingly seek 

flexibility, meaningful contribution, opportunities for 

development, psychological safety, and organizational 

values that align with their own beliefs (Grant & Parker, 

2009; Kniffin et al., 2021). At the same time, organizations 

face growing pressure to remain innovative while responding 

to uncertainty, technological disruption, and changing 

workforce expectations. These realities suggest that 

sustainable organizational performance depends not only on 

motivating employees but on creating adaptive 

organizational ecosystems capable of supporting continuous 

learning, resilience, trust, and human development. 

Viewed from this perspective, Theory Alpha should not be 

interpreted as a replacement for earlier motivational theories. 

Instead, it functions as an integrative framework that brings 

together established knowledge from organizational 

psychology, occupational health psychology, organizational 

justice, positive organizational scholarship, leadership 

research, systems thinking, and cross-cultural management. 

Its primary contribution lies in repositioning motivation 

within a broader theory of organizational flourishing in 

which wellbeing, purpose, autonomy, and justice operate as 

interdependent conditions supporting both individual and 

organizational success. By reframing motivation as part of a 

dynamic organizational system rather than as an isolated 

psychological construct, Theory Alpha offers a conceptual 

foundation that better reflects the complexity of 

contemporary workplaces and provides new directions for 

organizational research and practice. 

5.2 Theoretical Contributions of Theory Alpha 

The value of a new theory is determined not simply by its 

ability to combine existing concepts but by its capacity to 

explain organizational phenomena in ways that existing 

theories cannot. Theory Alpha contributes to organizational 

psychology by proposing a conceptual reorientation of 

motivation that extends beyond individual psychological 

processes to encompass the broader organizational systems 

within which employees work. While the theory draws upon 

established scholarship in motivation, organizational 

behaviour, occupational health psychology, positive 

organizational scholarship, and organizational justice, its 

contribution lies in integrating these previously separate 

domains into a coherent explanatory framework for 

understanding organizational flourishing. 

The first major theoretical contribution concerns the 

repositioning of human flourishing within organizational 

theory. Earlier motivation theories have generally 

conceptualized wellbeing as either a desirable consequence 

of effective organizational practices or a complementary 

factor that supports motivation. Theory Alpha proposes a 

different causal relationship. It argues that human flourishing 

is a primary antecedent of sustainable organizational 

flourishing rather than simply one of its outcomes. 

Employees who experience psychological wellbeing, 

meaningful work, opportunities for self-direction, and fair 

treatment are more likely to demonstrate creativity, 

resilience, organizational commitment, collaborative 

behaviour, and adaptive learning, all of which contribute to 

long-term organizational performance (Bakker & 

Demerouti, 2017; Cameron & Spreitzer, 2012; Warr, 2017). 

This shift represents an important theoretical departure from 

models that primarily evaluate organizational success 

through productivity or financial outcomes. Theory Alpha 

instead positions organizational performance as an emergent 

consequence of sustained human development. 

A second contribution lies in the integration of four 

interdependent pillars into a single conceptual system. 

Existing theories have frequently examined wellbeing, 

purpose, autonomy, or justice independently. Occupational 

health psychology has focused extensively on wellbeing, 

Self-Determination Theory has emphasized autonomy, 

positive psychology has explored meaning and purpose, 

while organizational behaviour has generated substantial 

scholarship on justice and fairness (Ryan & Deci, 2020; 

Colquitt et al., 2013; Seligman, 2011). Theory Alpha does 

not treat these constructs as parallel predictors operating 

independently. Instead, it proposes that they function as an 

interconnected system in which each dimension influences 

and reinforces the others. Improvements in one pillar may 

strengthen the effectiveness of the remaining pillars, whereas 

persistent weakness in one dimension may undermine the 

stability of the entire organizational system. This systems 

perspective provides a more comprehensive explanation for 

why isolated organizational interventions often produce 

inconsistent or short-lived outcomes. 

The theory also advances organizational psychology by 

explicitly incorporating organizational justice as a 

foundational motivational construct. Although fairness has 

received considerable empirical attention over the past three 

decades, it has rarely occupied a central position within 

dominant theories of motivation. Instead, justice has often 

been treated as a contextual variable influencing 

organizational attitudes after motivational processes have 

already been established. Theory Alpha challenges this 

assumption by proposing that perceptions of fairness shape 

the extent to which employees are able to experience 

wellbeing, exercise autonomy, and pursue meaningful work. 

Justice therefore becomes an enabling condition for 
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flourishing rather than merely an organizational outcome. 

This conceptual repositioning provides a stronger theoretical 

basis for integrating justice research with mainstream 

motivation theory and reflects growing evidence linking 

fairness to trust, psychological safety, engagement, and 

organizational commitment (Colquitt et al., 2013; 

Edmondson, 2019). 

Another significant contribution concerns the theory's 

systems orientation. Much of the motivation literature has 

traditionally relied upon linear explanatory models in which 

particular organizational practices generate predictable 

behavioural outcomes. Such approaches have advanced 

understanding of specific motivational mechanisms but often 

underestimate the complexity of organizational life. Theory 

Alpha adopts systems thinking by viewing organizations as 

dynamic social systems characterized by reciprocal 

interactions among employees, leaders, organizational 

structures, and broader cultural environments (Senge, 1990). 

Within this framework, motivation emerges from continuous 

interactions rather than simple cause-and-effect 

relationships. Organizational flourishing is therefore 

understood as a dynamic property of the system itself rather 

than the direct consequence of isolated managerial 

interventions. This systems perspective offers greater 

explanatory power for understanding organizational 

adaptation, resilience, and sustained performance under 

conditions of rapid change. 

Theory Alpha further contributes by extending the cultural 

relevance of motivation theory. Much of the foundational 

literature in organizational psychology emerged within 

Western societies and reflects assumptions associated with 

relatively individualistic cultures, stable labour markets, and 

formal organizational structures. Although these theories 

remain influential, questions have increasingly been raised 

regarding their universal applicability across diverse cultural 

contexts (McSweeney, 2002; Budhwar & Debrah, 2013). 

Theory Alpha addresses this limitation by acknowledging 

that the expression of wellbeing, purpose, autonomy, and 

justice is shaped by cultural values, institutional 

arrangements, and socioeconomic conditions. Rather than 

assuming that motivational processes are culturally uniform, 

the theory provides a framework capable of accommodating 

both universal psychological needs and culturally specific 

organizational realities. This broader perspective enhances 

the theory's applicability across both Global North and 

Global South contexts while contributing to ongoing efforts 

to develop more globally representative organizational 

theories. 

The theory also contributes methodologically to theory 

development within organizational psychology. Throughout 

much of the discipline's history, conceptual models have 

often evolved from single disciplinary traditions. Theory 

Alpha deliberately adopts an interdisciplinary approach by 

synthesizing evidence from psychology, management, 

sociology, occupational health, leadership studies, systems 

science, and cross-cultural research. This methodological 

integration reflects the recognition that organizational 

behaviour cannot be adequately explained through a single 

disciplinary lens. Contemporary organizational challenges 

involve psychological, social, cultural, economic, 

technological, and institutional processes that interact 

simultaneously. By drawing upon multiple knowledge 

traditions, Theory Alpha offers a more comprehensive 

conceptual architecture for understanding these complex 

interactions. 

Perhaps the most distinctive contribution of Theory Alpha is 

its reframing of the relationship between organizations and 

people. Traditional management theories have frequently 

approached employees as resources that contribute to 

organizational success. Even human-centred approaches 

often retain organizational performance as the primary 

objective while treating employee wellbeing as an important 

supporting factor. Theory Alpha reverses this emphasis by 

proposing that organizations flourish because people 

flourish. Human development is therefore not subordinate to 

organizational performance but constitutes the principal 

mechanism through which sustainable organizational 

success is achieved. This conceptual reversal represents the 

philosophical foundation of Theory Alpha and distinguishes 

it from earlier motivational frameworks that primarily sought 

to improve productivity through changes in employee 

behaviour. 

Taken together, these contributions position Theory Alpha as 

more than an incremental extension of existing motivation 

theories. It offers an integrative systems framework that 

reconnects organizational psychology with broader 

questions of human development, organizational 

sustainability, and social responsibility. By combining 

established theoretical traditions within a unified 

explanatory model centred on flourishing, Theory Alpha 

provides a foundation for future empirical research while 

offering a contemporary perspective capable of addressing 

the increasingly complex realities of twenty-first-century 

organizations. 

5.3 Implications for Organizational Psychology 

Theory Alpha carries implications that extend beyond 

motivation research to the broader field of organizational 

psychology. By positioning human flourishing as the central 

mechanism through which organizations achieve sustainable 

success, the theory challenges several long-standing 

assumptions regarding employee behaviour, organizational 

effectiveness, and leadership. These implications are 

relevant not only for future theoretical development but also 

for research design, organizational interventions, leadership 

education, and workplace policy. 

One important implication concerns the way organizational 

psychology conceptualizes employee performance. Much of 

the traditional literature has viewed performance as the 

primary outcome of successful management, with 

psychological variables such as motivation, engagement, or 

wellbeing functioning as predictors of productivity 

(Campbell & Wiernik, 2015). Theory Alpha proposes a 

broader understanding of organizational effectiveness by 

arguing that sustainable performance cannot be separated 

from the quality of employees' psychological and social 

experiences within the workplace. Performance therefore 

becomes one manifestation of organizational flourishing 

rather than its sole indicator. This perspective encourages 

researchers to evaluate organizational success using 

multidimensional outcomes that include employee 
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wellbeing, organizational resilience, innovation, 

psychological safety, ethical leadership, and long-term 

sustainability alongside conventional performance 

measures. 

The theory also encourages closer integration between 

organizational psychology and occupational health 

psychology. Although these disciplines increasingly overlap, 

they have historically developed along largely independent 

trajectories. Organizational psychology has traditionally 

focused on motivation, leadership, decision making, and 

organizational behaviour, whereas occupational health 

psychology has concentrated on stress, burnout, workplace 

safety, and employee health (Bakker & Demerouti, 2017). 

Theory Alpha bridges these domains by treating wellbeing 

as an integral component of organizational functioning rather 

than as a separate health-related concern. This integration 

reflects growing evidence that psychological health 

influences creativity, learning, collaboration, adaptability, 

and organizational effectiveness. Future research may 

therefore benefit from interdisciplinary models that 

simultaneously examine psychological wellbeing and 

organizational performance rather than treating them as 

separate research agendas. 

A further implication relates to leadership theory. Leadership 

research has progressively shifted from command-and-

control approaches toward transformational, authentic, 

ethical, and servant leadership models that emphasize 

employee development and relational processes (Hoch et al., 

2018; Eva et al., 2019). Theory Alpha supports these 

developments while extending them through the concept of 

organizational flourishing. Leaders are viewed not simply as 

individuals who influence performance but as architects of 

organizational environments that cultivate wellbeing, 

purpose, autonomy, and justice. Leadership effectiveness 

therefore depends less on directing employee behaviour and 

more on creating organizational conditions that enable 

individuals and teams to flourish over time. This perspective 

broadens the responsibilities of leaders beyond achieving 

organizational targets to include stewardship of human 

development and organizational culture. 

Theory Alpha also contributes to ongoing discussions 

surrounding employee engagement. Engagement has 

become one of the dominant constructs within organizational 

psychology and has generated substantial empirical research 

linking engagement to performance, commitment, and 

organizational citizenship behaviour (Schaufeli & Bakker, 

2010). However, engagement alone may not fully capture the 

complexity of healthy organizational functioning. 

Employees can remain highly engaged while simultaneously 

experiencing excessive workload, emotional exhaustion, or 

work-life imbalance. Theory Alpha therefore situates 

engagement within the broader construct of flourishing, 

arguing that sustained organizational effectiveness depends 

not only on employees investing energy in their work but 

also on their capacity to maintain psychological health, 

experience meaningful contribution, exercise responsible 

autonomy, and perceive fairness within organizational 

systems. This broader perspective may encourage future 

researchers to examine engagement alongside 

complementary indicators of flourishing rather than treating 

it as a sufficient indicator of organizational health. 

The theory further strengthens the movement toward 

culturally inclusive organizational psychology. For much of 

its history, organizational research has relied heavily on 

evidence generated within Western societies, raising 

concerns regarding the generalizability of many theoretical 

models across diverse cultural settings (McSweeney, 2002; 

Nkomo, 2011). Theory Alpha acknowledges that the 

fundamental aspirations for wellbeing, meaningful work, 

self-direction, and fairness may be widely shared while 

recognizing that their expression differs across cultural, 

institutional, and socioeconomic contexts. This perspective 

encourages researchers to move beyond simple cross-

cultural comparisons toward theories that incorporate 

cultural diversity into their conceptual foundations. Such an 

approach contributes to ongoing efforts to broaden 

organizational psychology beyond its traditional Euro-

American orientation and to strengthen scholarship 

emerging from Africa, Asia, Latin America, and other 

underrepresented regions. 

Theory Alpha may also influence the future direction of 

organizational assessment and intervention. Conventional 

organizational diagnostics frequently measure employee 

satisfaction, engagement, climate, or organizational 

commitment as separate constructs. The systems perspective 

proposed by Theory Alpha suggests that these outcomes 

should be interpreted within a broader framework that 

simultaneously evaluates wellbeing, purpose, autonomy, and 

justice. Such integrated assessment models may provide 

organizations with a more comprehensive understanding of 

their strengths and vulnerabilities while enabling 

interventions that address multiple dimensions of 

organizational functioning rather than isolated problems. 

This integrated perspective has practical significance for 

leadership development, organizational diagnosis, change 

management, and workforce planning. 

The emergence of artificial intelligence and advanced 

organizational analytics further expands the relevance of 

Theory Alpha. Contemporary organizations increasingly 

employ digital technologies to monitor performance, predict 

workforce trends, and support managerial decision making. 

Yet most existing systems continue to focus primarily on 

productivity, efficiency, and operational metrics. The 

systems architecture proposed by Theory Alpha provides a 

conceptual foundation for developing more human-centred 

organizational intelligence systems capable of monitoring 

indicators of flourishing alongside traditional performance 

measures. Such developments could enable organizations to 

identify emerging risks, evaluate organizational health more 

comprehensively, and design evidence-informed 

interventions that support both employee wellbeing and 

organizational sustainability. Although these technological 

applications extend beyond the scope of the present paper, 

they illustrate how Theory Alpha may stimulate innovation 

in organizational assessment and management science. 

Finally, Theory Alpha contributes to a broader philosophical 

shift within organizational psychology. Rather than viewing 

organizations principally as economic institutions that 

manage human resources, the theory conceptualizes 
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organizations as human systems whose long-term 

effectiveness depends upon the flourishing of the people who 

comprise them. This perspective aligns with growing 

international attention to decent work, sustainable 

development, workplace wellbeing, and socially responsible 

organizations (United Nations, 2015). It encourages scholars 

to reconsider the ultimate purpose of organizations, 

suggesting that organizational success should be evaluated 

not only by what organizations produce but also by the extent 

to which they enable individuals, teams, and communities to 

develop, contribute, and thrive. 

Taken together, these implications suggest that Theory 

Alpha has relevance beyond the development of another 

motivational framework. It offers an integrative perspective 

capable of informing future research, enriching 

organizational psychology, guiding leadership practice, and 

supporting more human-centred approaches to 

organizational development. As workplaces continue to 

evolve in response to technological, social, and economic 

change, theories that integrate human flourishing with 

organizational effectiveness are likely to become 

increasingly important for both scholarship and practice. 

5.4 Critical Evaluation of Theory Alpha 

Although Theory Alpha offers an integrative framework for 

understanding motivation and organizational flourishing, it 

should not be regarded as a definitive or universally 

applicable explanation of organizational behaviour. Like all 

conceptual models, its explanatory value depends on 

empirical validation, contextual sensitivity, and continued 

theoretical refinement. Recognizing these limitations 

strengthens rather than weakens the theory by clarifying its 

assumptions, identifying its boundary conditions, and 

establishing priorities for future research. 

One challenge concerns the complexity of the framework 

itself. Theory Alpha proposes that wellbeing, purpose, 

autonomy, and justice interact dynamically to influence both 

individual and organizational flourishing. While this systems 

perspective reflects the realities of contemporary 

organizations more accurately than linear models, it also 

introduces greater conceptual and methodological 

complexity. The relationships among the four pillars are 

unlikely to be uniform across organizational settings, 

industries, or cultures. Certain dimensions may exert 

stronger influence under particular circumstances, while 

others may become more prominent during periods of 

organizational change, crisis, or rapid growth. Future 

empirical studies will therefore need to examine not only the 

individual effects of each pillar but also their interactions, 

mediating mechanisms, and potential feedback relationships. 

A second consideration relates to cultural variation. Theory 

Alpha was intentionally developed as a globally relevant 

framework that recognizes both universal psychological 

needs and contextual differences. Nevertheless, concepts 

such as wellbeing, autonomy, purpose, and justice do not 

necessarily carry identical meanings across societies. 

Wellbeing may be understood primarily in psychological 

terms in some settings, while in others it may be inseparable 

from family stability, social relationships, or economic 

security. Likewise, autonomy may emphasize independent 

decision making in individualistic cultures but responsible 

self-direction within collective relationships in more 

communitarian societies (Ryan & Deci, 2020; Chirkov et al., 

2003). These differences do not undermine the theory but 

suggest that its operationalization should remain culturally 

responsive rather than assuming complete conceptual 

equivalence across contexts. 

The proposed role of organizational justice also warrants 

careful examination. Theory Alpha identifies justice as one 

of the foundational conditions for organizational flourishing. 

However, justice itself is a multidimensional construct 

encompassing distributive, procedural, interpersonal, and 

informational fairness (Colquitt et al., 2013). These 

dimensions may not contribute equally to organizational 

outcomes, and their relative importance may vary according 

to organizational culture, leadership style, institutional 

context, and employee expectations. Future studies should 

therefore investigate whether particular dimensions of 

justice exert greater influence within the Theory Alpha 

framework and whether additional forms of justice emerge 

in different cultural or organizational environments. 

Another important consideration concerns causality. Theory 

Alpha proposes that human flourishing contributes to 

organizational flourishing. While substantial empirical 

evidence supports associations between employee wellbeing 

and organizational performance (Bakker & Demerouti, 

2017; Harter et al., 2020), the direction of these relationships 

may be reciprocal rather than unidirectional. Successful 

organizations often possess greater resources to invest in 

employee development, leadership programmes, flexible 

work arrangements, and health initiatives. Consequently, 

organizational flourishing may also strengthen the 

conditions that promote human flourishing. The reciprocal 

feedback mechanisms proposed within Theory Alpha 

acknowledge this possibility, but longitudinal and multilevel 

research will be necessary to establish the temporal 

relationships among these variables more clearly. 

The theory also raises methodological challenges for future 

empirical investigation. Measuring each of the four pillars 

individually is feasible because validated instruments 

already exist for many underlying constructs. Demonstrating 

the integrated functioning of the complete Theory Alpha 

model, however, will require more sophisticated analytical 

approaches. Structural equation modelling, multilevel 

modelling, longitudinal research designs, and cross-cultural 

validation studies may be necessary to capture the dynamic 

relationships proposed by the framework. The complexity of 

these analytical requirements should not discourage 

empirical testing but instead highlights the need for rigorous 

methodological development alongside theoretical 

refinement. 

It is equally important to recognize that organizational 

flourishing may be influenced by factors that extend beyond 

the four pillars proposed by Theory Alpha. External 

economic conditions, labour market instability, 

technological disruption, political environments, 

organizational size, industry characteristics, and national 

policy frameworks all shape organizational behaviour in 

ways that individual organizations cannot fully control. 

Theory Alpha does not seek to explain every determinant of 

organizational success. Rather, it identifies four foundational 
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organizational conditions that remain influential across a 

wide range of contexts while acknowledging that broader 

environmental forces continue to affect organizational 

outcomes. 

Finally, Theory Alpha should be understood as an evolving 

theoretical framework rather than a completed body of 

knowledge. Organizational psychology continues to change 

in response to technological innovation, demographic shifts, 

globalization, environmental challenges, and new patterns of 

work. As these changes reshape organizations, the theory 

will require ongoing empirical evaluation and conceptual 

refinement. Such refinement is consistent with the 

development of major organizational theories, which have 

evolved through decades of empirical testing, theoretical 

debate, and interdisciplinary scholarship. 

These considerations should therefore be viewed as 

opportunities rather than weaknesses. They define the scope 

of Theory Alpha, clarify the contexts within which it should 

be interpreted, and establish a transparent agenda for future 

investigation. By acknowledging its limitations while 

remaining open to refinement, Theory Alpha positions itself 

as a progressive framework capable of evolving alongside 

the organizations and societies it seeks to explain. 

5.5 Future Research Agenda 

The development of Theory Alpha represents the beginning 

rather than the culmination of a broader programme of 

research. As a conceptual framework, its long-term 

contribution will ultimately depend on systematic empirical 

validation, theoretical refinement, and practical application 

across diverse organizational contexts. Future research 

should therefore move beyond testing isolated relationships 

and instead investigate the theory as an integrated model of 

organizational flourishing. Such work has the potential not 

only to strengthen Theory Alpha but also to advance broader 

scholarship in organizational psychology, leadership, 

occupational health, and management science. 

A first priority is the empirical validation of the theoretical 

model. The present paper proposes that wellbeing, purpose, 

autonomy, and justice function as four interdependent pillars 

that collectively influence human flourishing and, 

ultimately, organizational flourishing. While substantial 

evidence already exists for each of these constructs 

individually, their combined operation as a unified 

explanatory system has not yet been examined. Future 

studies should test the conceptual model using robust 

quantitative designs, including structural equation 

modelling, multilevel analysis, and longitudinal research. 

These approaches would enable researchers to examine both 

the direct and indirect relationships among the four pillars 

while exploring potential mediating and moderating 

mechanisms. 

Cross-cultural validation should form a second major 

research priority. One of the distinguishing features of 

Theory Alpha is its emphasis on cultural adaptability. 

Nevertheless, empirical evidence is required to determine 

whether the relationships proposed by the theory remain 

consistent across different cultural, institutional, and 

economic environments. Comparative studies involving 

organizations from Africa, Asia, Europe, North America, 

Latin America, and the Middle East would provide valuable 

insight into both the universal and context-specific 

dimensions of the framework. Such investigations could 

identify how cultural values influence the expression of 

wellbeing, purpose, autonomy, and justice while 

strengthening the theory's global applicability. 

Future research should also examine Theory Alpha across 

different organizational settings. Most motivational theories 

have been evaluated primarily within large private-sector 

organizations, yet contemporary workplaces include public 

institutions, healthcare organizations, universities, non-

governmental organizations, multinational corporations, 

entrepreneurial ventures, and informal enterprises. These 

settings differ considerably in leadership structures, resource 

availability, organizational cultures, and performance 

expectations. Testing Theory Alpha across diverse sectors 

would help establish its generalizability while identifying 

organizational characteristics that strengthen or weaken the 

proposed relationships. 

Longitudinal studies represent another important avenue for 

investigation. Organizational flourishing develops over time 

through continuous interactions among employees, leaders, 

and organizational systems. Cross-sectional research can 

demonstrate associations between variables but provides 

only limited evidence regarding causality. Longitudinal 

designs would allow researchers to examine how changes in 

wellbeing, purpose, autonomy, and justice influence 

organizational outcomes over extended periods. Such studies 

may also clarify whether improvements in human flourishing 

precede organizational flourishing or whether reciprocal 

relationships develop through ongoing organizational 

processes. 

Another promising direction involves intervention research. 

Theory Alpha provides a conceptual foundation for 

organizational change, but future studies should investigate 

whether interventions based on its principles produce 

measurable improvements in organizational outcomes. 

Researchers could evaluate leadership development 

programmes, organizational wellbeing initiatives, 

participatory decision-making strategies, justice-focused 

organizational reforms, and purpose-driven workplace 

interventions derived from the Theory Alpha framework. 

Experimental and quasi-experimental designs would provide 

valuable evidence regarding the practical effectiveness of 

these interventions while informing evidence-based 

organizational practice. 

The operationalization of Theory Alpha also presents 

significant opportunities for methodological innovation. 

Although this paper identifies existing validated instruments 

that correspond to each of the four pillars, future research 

should develop an integrated Theory Alpha Assessment 

Scale (TAAS) capable of measuring the framework as a 

unified construct. Such an instrument would enable 

researchers and practitioners to assess organizational 

flourishing systematically while facilitating comparative 

research across organizations, industries, and countries. 

Rigorous psychometric validation, including exploratory and 

confirmatory factor analyses, reliability testing, and cross-

cultural measurement invariance, would be essential 

components of this programme. 
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Beyond measurement development, Theory Alpha creates 

opportunities for innovation at the intersection of 

organizational psychology and digital technologies. 

Advances in artificial intelligence, organizational analytics, 

and data science increasingly enable organizations to 

monitor complex organizational processes in real time. 

Future research may explore how Theory Alpha can inform 

intelligent organizational assessment systems capable of 

integrating multiple indicators of wellbeing, purpose, 

autonomy, justice, leadership, engagement, and 

organizational performance. Such systems could support 

evidence-informed decision making, identify emerging 

organizational risks, and provide predictive insights that 

strengthen organizational resilience. Although these 

technological applications extend beyond the scope of the 

present paper, they illustrate the theory's potential to 

influence the next generation of organizational intelligence 

and management systems. 

Theory Alpha may also stimulate interdisciplinary 

collaboration. The framework naturally intersects with 

organizational psychology, occupational health psychology, 

leadership studies, public health, sociology, behavioural 

economics, human resource management, systems science, 

implementation science, and artificial intelligence. Future 

interdisciplinary research could generate richer explanations 

of organizational behaviour by integrating perspectives that 

have traditionally developed in relative isolation. Such 

collaboration would strengthen both the theoretical 

robustness and practical relevance of Theory Alpha. 

Finally, future scholarship should continue refining the 

conceptual boundaries of the theory itself. As empirical 

evidence accumulates, researchers may identify additional 

mechanisms that influence organizational flourishing or 

discover conditions under which the relative importance of 

the four pillars changes. Theoretical development should 

therefore remain iterative, allowing Theory Alpha to evolve 

in response to new evidence while preserving its central 

proposition that sustainable organizational success emerges 

through the flourishing of people rather than through 

organizational systems alone. 

Taken together, these research priorities establish Theory 

Alpha not merely as a conceptual contribution but as the 

foundation of a broader scholarly programme. They provide 

a roadmap for empirical investigation, methodological 

development, interdisciplinary collaboration, and 

organizational innovation. By encouraging rigorous testing 

across diverse contexts, Theory Alpha has the potential to 

evolve from a theoretical model into a mature evidence-

based framework capable of shaping future research, 

informing organizational practice, and advancing the science 

of human flourishing in organizations. 

6.0 Strengths and Limitations of Theory Alpha 

Theory Alpha has been developed to provide an integrative 

framework for understanding motivation and organizational 

flourishing within the realities of contemporary workplaces. 

Like any emerging theory, it possesses important strengths 

while also presenting limitations that require continued 

empirical investigation and theoretical refinement. 

Recognizing both aspects contributes to the scientific 

credibility of the framework and establishes a transparent 

foundation for its future development. 

One of the principal strengths of Theory Alpha is its 

integrative nature. Rather than introducing an entirely 

independent explanation of motivation, the theory 

synthesizes insights from organizational psychology, 

positive psychology, occupational health psychology, 

organizational justice, leadership studies, systems thinking, 

and cross-cultural management into a coherent conceptual 

framework. This interdisciplinary approach reflects the 

complexity of modern organizations, where employee 

behaviour emerges from multiple interacting psychological, 

organizational, cultural, and structural influences rather than 

from isolated motivational processes. By bringing these 

previously fragmented perspectives together, Theory Alpha 

offers a more comprehensive explanation of organizational 

functioning than theories that focus primarily on individual 

motivation alone. 

A second strength lies in its systems perspective. Traditional 

motivation theories have frequently emphasized linear 

relationships between managerial practices and employee 

behaviour. Theory Alpha instead conceptualizes 

organizations as dynamic systems in which wellbeing, 

purpose, autonomy, and justice continuously interact to 

influence both individual and organizational flourishing. 

This systems orientation acknowledges the reciprocal 

relationships that characterize organizational life and 

provides a conceptual framework capable of explaining 

adaptation, resilience, and sustainable performance within 

increasingly complex organizational environments. 

The theory also contributes through its explicit commitment 

to cultural inclusivity. Much of the existing motivation 

literature was developed within Western organizational 

settings and subsequently generalized to diverse contexts. 

Theory Alpha was designed from the outset to accommodate 

cultural variation while recognizing universal human 

aspirations for wellbeing, meaningful work, self-direction, 

and fairness. By incorporating evidence and perspectives 

from both the Global North and the Global South, the 

framework contributes to ongoing efforts to broaden 

organizational psychology beyond traditional Euro-

American paradigms and to develop theories that are more 

globally representative. 

Another important strength is the practical relevance of the 

framework. The four pillars of Theory Alpha correspond to 

organizational domains that can be translated into leadership 

development, organizational assessment, employee 

wellbeing programmes, human resource management, 

organizational change initiatives, and policy development. 

The theory therefore provides a conceptual bridge between 

academic scholarship and organizational practice. Its 

emphasis on measurable constructs further enhances its 

potential for empirical testing and practical implementation 

across a wide range of organizational settings. 

Despite these strengths, several limitations should be 

acknowledged. First, Theory Alpha remains a conceptual 

framework that has not yet undergone comprehensive 

empirical validation as an integrated model. Although 

substantial evidence supports each of its individual 

components, future research is required to determine 
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whether the proposed relationships among wellbeing, 

purpose, autonomy, justice, human flourishing, and 

organizational flourishing operate as predicted across 

different organizational contexts. 

Second, the complexity that strengthens the explanatory 

capacity of Theory Alpha also presents methodological 

challenges. The dynamic interactions proposed by the 

framework may require sophisticated analytical techniques, 

including longitudinal designs, structural equation 

modelling, multilevel analysis, and cross-cultural validation 

studies. Researchers seeking to evaluate the complete model 

may therefore encounter greater methodological demands 

than those associated with more narrowly focused 

motivational theories. 

A further limitation concerns contextual variability. 

Organizations operate within diverse economic, political, 

institutional, and cultural environments that influence 

employee experiences and organizational outcomes. While 

Theory Alpha intentionally incorporates contextual 

sensitivity, the relative importance of its four pillars may 

differ across industries, organizational structures, national 

cultures, and stages of organizational development. 

Consequently, the framework should not be interpreted as 

prescribing identical organizational interventions for every 

setting but rather as providing a flexible conceptual model 

that requires contextual adaptation. 

The theory also does not attempt to explain every 

determinant of organizational success. External influences 

such as economic conditions, technological disruption, 

regulatory environments, labour market dynamics, 

geopolitical instability, and organizational resources remain 

important contributors to organizational performance. 

Theory Alpha focuses specifically on the human and 

organizational conditions that support flourishing, while 

acknowledging that broader environmental factors continue 

to shape organizational outcomes. 

Finally, Theory Alpha should be viewed as an evolving body 

of scholarship rather than a finished theoretical product. Its 

long-term contribution will depend upon ongoing empirical 

testing, conceptual refinement, interdisciplinary 

collaboration, and practical application across diverse 

organizational contexts. Such evolution is characteristic of 

influential organizational theories, which have matured 

through continuous scholarly dialogue and accumulated 

empirical evidence over many years. 

Taken together, these strengths and limitations indicate that 

Theory Alpha provides a promising framework for 

advancing organizational psychology while remaining open 

to critical evaluation and future refinement. This balance 

between conceptual innovation and scientific caution 

strengthens the credibility of the theory and establishes a 

solid foundation for continued theoretical development, 

empirical investigation, and practical application. 

7.0 Conclusion 

Theory Alpha was developed in response to an increasingly 

important question within organizational psychology: How 

can organizations sustain performance while also supporting 

the flourishing of the people who work within them? 

Although decades of research have expanded our 

understanding of work motivation, much of the existing 

literature continues to treat motivation, wellbeing, 

organizational performance, leadership, and organizational 

justice as related but largely separate domains. Theory Alpha 

proposes that these dimensions should instead be understood 

as components of an integrated organizational system. 

The theory advances a holistic perspective in which 

organizational success is fundamentally dependent upon 

human flourishing. Rather than viewing employee wellbeing 

as a desirable consequence of organizational effectiveness, 

Theory Alpha positions wellbeing as one of the primary 

conditions through which sustainable organizational success 

is achieved. This represents an important conceptual shift 

from models that emphasize productivity as the principal 

organizational objective toward a framework in which 

human development and organizational development 

become mutually reinforcing processes. 

A defining contribution of Theory Alpha is the integration of 

four interdependent pillars: wellbeing, purpose, autonomy, 

and justice. Individually, each of these constructs has 

received considerable scholarly attention. However, existing 

motivational theories have rarely examined them as 

interacting components of a unified system. Theory Alpha 

proposes that these dimensions continuously influence one 

another and collectively shape both individual flourishing 

and organizational flourishing. This systems perspective 

provides a broader explanation of organizational behaviour 

than approaches that focus primarily on isolated motivational 

factors or managerial practices. 

The theory also contributes to the growing 

internationalization of organizational psychology. Much of 

the classical literature was developed within Western 

industrial contexts and subsequently generalized across 

diverse societies. Theory Alpha recognizes that 

organizational behaviour is embedded within cultural, 

economic, and institutional environments. By incorporating 

evidence from both the Global North and the Global South, 

the framework offers a more culturally responsive 

understanding of motivation that acknowledges both 

universal human needs and contextual differences in how 

those needs are experienced and expressed. In doing so, the 

theory contributes to ongoing efforts to develop 

organizational scholarship that is globally relevant rather 

than geographically restricted. 

Beyond its theoretical contribution, Theory Alpha provides 

a practical framework for organizational leaders, human 

resource professionals, policymakers, and organizational 

consultants. The four pillars offer a foundation for designing 

healthier workplaces, strengthening employee engagement, 

developing leadership capabilities, improving organizational 

culture, and promoting long-term organizational resilience. 

As organizations continue to navigate technological 

disruption, changing workforce expectations, demographic 

transitions, and increasing attention to employee mental 

health, the principles of Theory Alpha may provide a useful 

guide for building organizations that are both productive and 

humane. 

The theory also establishes a substantial agenda for future 

research. The conceptual relationships proposed in this paper 

require empirical validation across different organizational 

settings, industries, and cultural contexts. Future studies 
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should examine the interactions among the four pillars using 

longitudinal, multilevel, and cross-cultural research designs. 

The development and validation of dedicated Theory Alpha 

measurement instruments will further strengthen its 

scientific foundation. Comparative studies evaluating 

Theory Alpha alongside established motivational 

frameworks may also clarify its explanatory power and 

practical utility. 

7.1 Priority Research Questions 

Theory Alpha provides a broad platform for future empirical 

investigation across organizational, cultural, and disciplinary 

contexts. To advance the theory and establish its empirical 

validity, future studies should address several priority 

research questions. 

1. To what extent do wellbeing, purpose, autonomy, 

and justice independently and collectively predict 

human flourishing within organizational settings?  

2. Does human flourishing mediate the relationship 

between the four pillars of Theory Alpha and 

organizational flourishing across different 

industries and organizational sectors?  

3. How do leadership style, organizational culture, 

and human resource practices influence the strength 

of the relationships proposed by Theory Alpha?  

4. Do the relationships among the four pillars remain 

consistent across different national and cultural 

contexts, or are some dimensions more influential 

in particular societies?  

5. Can Theory Alpha explain employee engagement, 

innovation, organizational commitment, and 

sustainable organizational performance more 

effectively than established motivational theories 

such as Self Determination Theory, Herzberg's Two 

Factor Theory, and Theory Z?  

6. How do changes in organizational conditions over 

time influence the reciprocal relationship between 

human flourishing and organizational flourishing?  

7. What organizational interventions are most 

effective in strengthening the four pillars and 

improving long term organizational outcomes?  

8. Can reliable and valid Theory Alpha measurement 

instruments be developed and psychometrically 

validated for use across different organizational and 

cultural contexts?  

Addressing these questions will provide important evidence 

regarding the explanatory power, practical applicability, and 

cross-cultural relevance of Theory Alpha. Such 

investigations will also contribute to refining the theory and 

strengthening its position within contemporary 

organizational psychology. 

As organizational life continues to evolve, theories of 

motivation must also evolve. The increasing complexity of 

contemporary workplaces requires conceptual models 

capable of integrating psychological, organizational, 

cultural, and structural dimensions of work rather than 

examining them in isolation. Theory Alpha represents an 

effort to contribute to that evolution by offering a framework 

that reflects the realities of modern organizations while 

maintaining a clear commitment to human flourishing. 

Ultimately, Theory Alpha argues that organizations achieve 

their greatest and most sustainable success not simply by 

managing work, but by enabling people to flourish. When 

wellbeing, purpose, autonomy, and justice become 

embedded within organizational systems, they create 

conditions in which individuals, organizations, and societies 

can develop together. It is within this reciprocal relationship 

that Theory Alpha locates the future of organizational 

motivation and organizational psychology. 
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