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Introduction
Friedrich Nietzsche, the great German philosopher once said that “He who has a why to live for, can bear almost any how.” Today, this philosophy has been employed in the business world, as a way of coping with the dynamism of the corporate sector. It is empirical that throughout the world, the business world is in a permanent state of dynamism. As such, business owners and leaders are continually inventing novel approaches that will help them evolve to match the changes, and thrive in the competitive business environment. It is in this course that the notion of purpose driven organization was invented as the new leading edge. Entrepreneurs and leaders in the business world have now realized that purpose can be leveraged to enhance performance and profitability, and to obtain a competitive advantage against rivals. The idea of purpose in business organization points out to the fact that  finding a meaning in any work matters; not just in an abstract sense, but in terms of today’s business metrics. However, like any novel approach, purpose driven business organization has its own challenges. This paper will take a critical assessment of purpose driven organization, citing the key findings in literature, the challenges, and then propose recommendations.
Quinn and Thakor  (2018) noted that contrary to many people’s thinking, purpose in business management does not entail economic exchanges. Rather, it is an aspirational element that entails giving the organizational human resource a sense of meaning, and drawing their support and contribution towards making a difference in the organization. Therefore, leaders who follow the purpose driven organizational management create platforms through which they inspire the organizational human resource (Sinek, 2010). 
Framework for Purposeful Organization
However, Quinn and Thakor (2018) argue that most business leaders have the traditional economic mindset that employees only carry their own interest in their hearts, but ignore the organization’s interest. As such, the leadership aligns the organizational practices and culture based on this belief; by endorsing practices such as putting more restrictions. On the contrary, an organizational leadership and management that realizes the importance of purpose driven leadership are able to develop valid purpose that is in line with the business strategic plan, and one that acts  as a guide into effective decision making. Such leadership is usually successful in creating a workforce that is innovative, eager to learn and apply, and to go an extra mile in their organizational contribution. 
Beer (2014) argue that the only way to initiating and sustaining a purpose driven organization is by  drifting away from the conventional transactional notion of employee motivation, and instead helping them find purpose in what they do. Quinn and Thakor (2018) have provided a framework, through which companies can initiates and develop a purposeful organization. The first step of the framework entails envisioning a purposeful workforce. This can be achieved by moving out of the principal-agent mindset which views the employees as an agent who can only contribute effort based on a salary and other incentives. 
After removing the principal- agent mindset, the next step entails discovering the purpose. Different employees may hold different opinions regarding the purpose. In the same line, it is not for the leader to independently discover the purpose and impose it on the employees. On the contrary, the leadership should liaise with the organizational workforce in discovering the common purpose. This will yield optimal utilization of all the available resources (including the human resource), to achieve the organizational goals, and still maintain a purpose driven organizational  culture. 
The third step entails recognizing the need for authenticity. Quinn and Thakor (2018) insists that developing a purpose is not enough. On the contrary, the purpose must be implemented. As such, the company should not just identify and wait upon the workforce to implement it. Rather, the leadership should be in the forefront of living and upholding the identified values and purpose. All leaders must act in one accord, and avoid politicizing the purpose. In short, the identified purpose and values must shape the behavior of the leaders and the employees alike.
The next step entails turning the authentic message into a constant message. This is a hard task which involves developing the purpose driven culture. All the activities following the identification of the purpose and the culture should be in line with the purpose. It is the responsibility of the leadership to communicate the purpose, live up to it, and inspire the employees to do the same. This change starts from the top management, going down to the workers. When the employees realize that the leadership has embraced the change and they are committed to it, they too will follow suit. In the same line, if the employees realize that the leadership is not committed to the purpose, they too will be lax.
The next step entails stimulating individual learning. Unlike the transactional approach which creates motivation from external factors, purpose driven organization focus on internal motivation, which comes from thinking, learning and growing. One way of stimulating individual learning is by assigning a challenging task to an employee. This move indicates that the leader believes in the potential of that employee, and it also helps the employee to think hard, and invent ways of implementing the task at hard. Through this process, the employee learns and grows. 
The next step entails turning middle level managers into purpose driven leaders. Quinn and Thakor (2018) opine that the middle managers must not only identify with the purpose, but they must be deeply rooted in it. They must also have the authority to lead within the purpose. For this to happen, they must be promoted to purpose driven leaders. By doing so, the leadership will not only strengthening the purpose, but will also create an inspired and committed workforce.
The next step entails connecting the people to the purpose. After the leaders have embraced the purpose and helped the middle level management to be deeply rooted into the purpose, what follows is to connect the rest of the employees to the purpose. The employees are significant stakeholders in the purpose driven management. As such, they must take a central position in driving the process. They will pervade the culture throughout the organization, and live to it, on their own accord. This step can be achieved by sharing experiences  and stories on their contribution towards the purpose (Beer, 2014).
The last step entails unleashing the positive energizers. According to Quinn and Thakor (2018), in each organization, there exists a network of change agents, whose potential has not yet been exploited. This network is spread throughout  the workforce, and it consists of people who are mature and purpose driven. Such people are also optimistic, and they have a tendency of being an inspiration to others. As such, other people in the organization tend to trust on this network of people. Such people should be used as a agents of change.
Importance of Purpose Driven Organization
Theoretically, the purpose driven organization has been deemed to generate good results, albeit not the commonly expected economic gains. For instance, a global survey that was conducted by the harvard business review (2015) gave a lot of insight towards the importance of purpose driven organization. The survey that interviewed 474 executives from all over the world revealed that 90% of the participants understood the importance of purpose in organization. Alternatively, 46% of the executives stated that their strategic and operational decision making is guided by their organizational purpose. Also,  89% of the executives indicated that collective purpose yields the satisfaction of the employees. In the same manner, 80% of the participants said that purpose can significantly ease any transition process in the organization, while 80% indicated that organizational purpose enhances customer loyalty.  There is no doubt that this survey points out out that purpose is a powerful yet underutilized tool.
The findings of the above survey have been backed by various scholars. For instance, Anwar and Hasnu (2012) developed a thematic network which identified purpose among the vital factors that influences the vision of an organization. They identified purpose as an element that “captures the soul and the spirit of an organization” (Anwar and Hasnu, 2012, p. 146). As such,  both authors  stressed that purpose provides the foundation for the development of a clear vision. In the same manner, they indicated that a purpose that is based on ideology, controls and inspires the vision of an organization. On the same vein, Christensen (2010) finds it really unfortunate that the traditional approach associates business with trading and obtaining economic gains. On the contrary, he emphasizes that the deeper reward while doing business is accrued from developing people, and fostering social justice in order to them in regard to honor, dignity, and equality. Christensen argues that economic gains should not be the greatest motivator, but getting the chance to learn, and develop while offering objective contribution is. This argument is the foundation of purpose driven organization.
In the same manner, a research conducted by Anwar and Hasnu (2013) placed purpose among the factors that influence the vision of an organization. The study identified purpose as the pathway to the creation of a vision.  The researchers noted that higher purpose enhances organizational integrity, and the commitment of the employees.  Besides, purpose helps the employees identify and optimize their potential through the recognition of their personal purpose and values. Purpose also help the employees to direct their work towards the organizational goals for high intrinsic reward, satisfaction, and motivation. Also, Hakimi (2015) noted that purpose driven organizations experience better performance. She attributed this effect to the fact that purpose drives people to achieve greater productivity and innovative heights.
While the idea of higher purpose has been proved effective in the business world, in an interview with Lily Halpern, sinek  opined that higher thinking can actually be used to solve the global problems (Halpern, 2015). He argues that the best leaders and organizations start by identifying the purpose of the actions or mission. Therefore, the social and political strategies that have led to the marginalization of some people should be corrected through his Golden Cycle model, whose foundation is finding the higher purpose “why”. Indeed, literature and studies back the importance of higher purpose in any business. 
Challenges Facing, and Questions Posed by Purpose Driven Approach
Despite the proved importance and benefits of purpose driven organization, the approach is faced with various problems. The first problem is lack of authenticity and especially in the leadership (Quinn and Thakor, 2018). As it is, leaders are human, and humans have a way of politicizing almost everything. Therefore, even in the organizations, politics and hypocrisy is evident. As such, some leaders may pretend to embrace the idea of purpose organization, while they are not committed to living up to it. Alternatively, some leaders do not believe in purpose driven organization. However, due to pressure from the other stakeholders, they pretend to embrace the idea. In both instances, authenticity is lacking. As such, it is expected that the leaders will not live up to the values and purpose they have identified. Such a scenario would yield detrimental effects on the employees, who look up to the leadership for directions, support and inspiration during the change process. Therefore, when the employees realize the hypocrisy in their leaders, they tend to be more cynical.
 
This problem can be dealt with by ensuring that every member of the organization is actively involved in the development of the purpose, and values. It is easier for people to commit to an idea that they have contributed to, than  the one that has just been decided and imposed on them. In fact, ( Quinn and Thakor, 2018) have given a real life scenario where the scepticism associated with authenticity in the development of purpose was solved by the leadership team working together on identifying the purpose and values, and living up to them. The disagreements and doubts were eliminated, and the team managed to effectively develop and sustain a purpose driven organization. 
The other challenge that occur in purpose driven organization is the failure to align the business decisions to the purpose of the business. Sometimes the managers would be tempted to make decisions that are not aligned to the purpose of the business. This effect can lead to the collapse of the business in two ways. First of all, such a  contradictory move motivates the employees who are already committed to the purpose. The cynicism and confusion brought by such as a scenario can lead to low productivity, and reduce employee satisfaction. Alternatively, making decisions that are against the purpose is like setting a goal, and them walking away from it. This means that such a move is a hindrance to the achievement of the organizational goals.
This problem can be tackled by establishing a decision making model that evaluate the decision against the purpose of the organization. Any decision that is not in line with the purpose should be considered as unviable. Alternatively, minimizing sole-decision making could remedy this problem. This is because; if different people from the organization who are committed to the higher purpose are involved in a decision making, it is unlikely that they will support decisions that are against the cause to which they are committed. However, a single individual can make a misguided decision for personal gains.
The third challenge facing purpose driven organization is lack of cooperation from the employees. As noted before, it is important that the organization’s workforce live to the established purpose if a purpose driven culture is to effectively take roots. However, some employees may be opposed to the change, thus sabotaging the whole process of transition. This mostly occurs when the employees do not recognize the importance of the higher purpose, or they do not feel part of it. As such, the recommendation for mitigating this problem would be for the leaders to offer the employees enough chances to exercise the purpose. According to Santos (2016), the employees like hearing the positive impacts from the customers, colleagues, and the leadership. As such, the leadership should offer the employees more chances where they can directly engage with the purpose. This way, they will also realize their purpose, contribution to the higher purpose, and get motivated. In the same line, the organization should offer continuous trainings to the employees, for them to understand the idea of purpose. Similar, giving the employees opportunities to learn grow, and develop, will help them identify the importance of the higher purpose. Also, this problem can be solved by developing a recruitment process that enable the organization to recognize the candidates who share the organization’s purpose. The effectiveness of this solution has been tested and proven by the Acumen; which is a non-profit investment fund (Hakimi, 2015).
The fourth challenge in purpose driven organization is that as opposed to the expectations of many, the higher purpose fails to guarantee economic benefits. On the contrary, the organization can incur a lot of costs especially in the initial stages of establishing the higher purpose culture. The costs of training the employees are huge, and so are the strategies of creating meaning of the purpose to all the stakeholders. Thiswithnotstanding, this challenge should not discourage the organizations which wish to adopt the purpose driven organizational culture. What they should understand is that adopting the higher purpose culture is a long term investment, whose results are enjoyed when the culture is fully established. As a matter of fact, (Quinn and Thakor, 2018) noted that a survey conducted on 429 firms for a period between 2006 and 2011 indicated that purpose driven organization yielded positive effects on operating financial performance as well as forward looking measures of performance. What is more, as discussed in this paper, higher purpose has been found to foster optimal realization and utilization of the organizational resources. Of course, this effect would yield positive economic effects. 
There are also unanswered questions about the purpose driven approach. According to O’Brien (2013), purpose has a dark side in that when someone has committed to pursue it, he/she must be accountable to the many involved stakeholders. However, commiting to be  accountable to the society is a hard thing to bear. O’Brien cites this as the reason why the general motors remained silents after the ignition switch failure, and the same reason why toyota remained silent to the unintended acceleration.  Due to such incidents O'Brien notes that instead of admitting accountability, most organization opt to close down. This effect raises the question of what the future of higher purpose holds. Will it lead to the closure of businesses, or will companies be willing to break the silence and acknowledge the accountability of connection. Also, it is expected that as organizations commit to serve  a wide range of stakeholders, more holistic approaches will be employed to deal with issues. Will this complicate the purpose driven organization, or will organizations be able to uphold their commitment for all the stakeholders?
Conclusion
In conclusion, purpose driven organization is the novel business approach that every organization is looking forward to achieve. This is ironical, given that unlike the conventional organizational approaches, higher purpose approach is not pursued for economic benefits. However, this higher value has been recognized as an important element in the business world. Its importance is attributed to its ability to develop employee satisfaction, thus yielding enhanced productivity and innovativeness. The approach is also considered as a way of developing people, and promoting social justice. Higher purpose has also been identified as a vital factor in developing organizational vision. In Fact, it has been recognized as a prospective approach of solving the a variety of global problems. Due to its popularity and importance, scholars have developed frameworks for effective adoption of the purpose driven organization. This notwithstanding, this approach is faced by various problems among them lack of authenticity, making decisions that are not aligned to the higher purpose, opposition of the approach by the employees,a s well as its costly process. This paper has offered recommendation on how to go about these challenges, in order to enjoy the benefits of purpose based approach while standing up to its challenges.
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