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In 2017, Deloitte University Press published a business paper which
was a passion and worker engagement study titled If you love them, set
them free. The executive summary addressed a major concern:

American companies will spend over $1 Billion on employee engage-
ment in 2017 and over $100 billion on training and development activ-
ities. Yet, despite this investment, employee engagement remains low, at
34 percent. Perhaps more troubling, in an increasingly unpredictable
business environment, most US workers, even those who are engaged,
lack the disposition to seek out challenges; even among engaged
employees, only 38 percent reported seeking challenges. An even small-
er number, 13 percent, have what we call the passion of the explorer,
meaning not only do they seek out difficult challenges-they are com-
mitted to making a significant impact with others to gain the skills and
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insights to do so. The lack of passion for taking on challenging problems
exists at all levels and job types, with 64 percent of all surveyed work-
ers, including half of executives and senior management, being neither
passionate nor engaged.!

As we would expect, Deloitte gives its recommendations in the sec-
tion Beyond Engagement on how to turn employees into explorers:
1) lead by example, act with passion, connect the passionate, 2) pro-
vide focus, broaden perspective, make impact visible, connect workers
across silos, 3) create the environment, provide latitude at the team
level, revisit metrics-knowledge creation over status quo, and use team
structure to maximize team learning.2

The psychologist Abraham Maslow began more than others the
movement towards an organizational, humanistic psychology of a hier-
archy of needs fulfillment and intrinsic motivation. He also introduced
the need for a radical, transpersonal psychology that seeks to under-
stand intrinsic motivation by means of personal transcendent values,
such as truth, goodness, beauty, perfection, excellence, simplicity, ele-
gance, etc. He used the phrase B-values to describe these as values of
an ego-transcendence level. Maslow wrote, referring to his book,
Eupsychian Management, about the need for a nonmaterial, soulful-
spiritual, motivational psychology:

The fully developed (and very fortunate) human being, working under
the best conditions, tends to be motivated by values which transcend his
self. They are not selfish anymore in the old sense of that term. Beauty

! Deloitte. “If You Love Them, Set Them Free.” Deloitte Insights, 2017, 2, accessed
November 17, 2025, https://www2.deloitte.com/content/dam/insights/us/articles/
2725 if-you-love-them-set-them-free/DUP_If-you-love-them-set-them-free.pdf.

2 Deloitte, “If You Love Them, Set Them Free,” 17-22.
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is not within one’s skin nor is it justice or order. One can hardly class
these desires as selfish in the sense that my desire for food might be. My
satisfaction with achieving or allowing justice is not within my own
skin; it does not lie along my arteries. It is equally outside and inside;
therefore, it has transcended the geographical limitations of the self.3

Maslow was a clinical psychologist who developed a school of
humanistic psychology. He contended that mainline psychology did
not consider as its subject matter human needs and values.
Furthermore, to his credit, he disparaged empirical psychology for
ignoring the spiritual nature of the person as unworthy of scientific,
materialistic methodology. His main contribution to organizational
psychology was his emphasis on the issue of worker performance as
driven by intrinsic motivation. Present organizational research on
worker motivation has studied the issue in terms of three subject mat-
ter categorical variables. They are: 1) Normative motivation: the work-
er has a moral sense of responsibility of commitment to his/her work
responsibilities, 2) Compliance motivation: the worker has a sense of
commitment to the performance to his/her job because of the financial
rewards, health, and retirement benefits. This is commonly known as
an incentives agreement, which means the employee has too much at
stake to leave the company, and 3) Affective motivation: the worker is
committed to the company because there is a goodness of fit between
the values of the worker and the organization e.g., “I feel good about
working in this company.”4

3 Maslow, Abraham H. “The Farther Reaches of Human Nature,” Journal of Trans-
personal Psychology 1, no. 1 (1969): 1-9.

4 Deci, Edward L. “An Overview of Work Motivation.” In Readings in Industrial
and Organizational Psychology, ed. Victor H. Vroom and Edward L. Deci (McGraw-
Hill, 1972), 308-14.
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Maslow held that the issue of understanding the person as driven by
a transcendent power had always been considered as a matter for psy-
chology as far back as Aristotle’s teaching on the psyche.

Finally, we have learned a great deal from the psychotherapists, partic-
ularly from the discussions of the processes and the goals of psy-
chotherapy. What this amounts to saying is that we may agree with
Aristotle when he assumed that the good life consisted in living in
accordance with the true nature of man, but we must add that he simply
did not know enough about the true nature of man. All that Aristotle
could do in delineating this essential nature, or inherent design of human
nature, was to look about him, to study people, to observe what they
were like. But if one observes human beings only on the surface, which
was all Aristotle could do, one must ultimately wind up with what
amounts to a static conception of human nature.>

The problem is, as is apparent in this quote, Maslow had a very
superficial understanding of Aristotle’s psychology, especially in sug-
gesting that Aristotle had a static conception of human nature. Aristotle
is a social behaviorist who studied the orderly interactive dynamics of
community life, activity, and persuasion (motivation). Far from the
study of nominal empirical observations, Aristotle observes the actions
of people in organizational wholes, e.g., city government, military,
craft, medicine, trade, art, and family. Within these organizational sit-
uations, Aristotle is interested in people who are at their best and their
worst in terms of interacting and doing. He forms a classification of
behavior based on activities and operations that explain the participant
behavioral interaction in organizational wholes in terms of virtue (best
habits) and vices (worse habits). What could be more a dynamic psy-

5Maslow, A. H. Motivation and Personality (Harper & Row, 1954), 270.
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chology of the person than Aristotle’s approach to virtue as totally con-
cerned with human capacities, activities, and involvements within the
human drama of organizational interactive situations? Aristotle is fun-
damentally an organizational philosophical psychologist who studies
the virtuous habits of the human person as the best expressions of
interactive organizational behavior and participative activity.

Aristotle is not a theologian, poet, or mystic. He is a philosophical
psychologist who studies the human person as driven by reasonable
intrinsic motivation related to virtuous actions that are about doing
good deeds ordered to right and noble organizational actions. Robert
Prus, the symbolic interactionist scholar, explains that Aristotle writes
about virtuous lifestyles to motivate a more viable individual and com-
munity social behavior. Furthermore, he contends that Aristotle’s
Nicomachean Ethics [NE] is “a remarkably generic consideration of
reflectivity, deliberation, and interchange amidst a focused and more
pervasive emphasis on biologically and linguistically enabled activi-
ty.”’6 Prus offers this extremely important insight into understanding
Nicomachean Ethics that most commentaries of Aristotle miss and
overlook except for Thomas Aquinas: “Whereas Thomas Aquinas rep-
resents a particularly notable exception, Aristotle’s emphasis on activ-
ity has been comparatively neglected by most commentators. This is
most unfortunate since activity is central to understanding Aristotle’s
conceptualization of the human condition.””

6Prus, Robert. “Aristotle’s Theory of Deviance and Contemporary Symbolic
Interactionist Scholarship: Learning from the Past, Extending the Present, and Engaging
the Future.” The American Sociologist 46 (2015): 132.

7 Prus, “Aristotle’s Theory of Deviance,” 132.
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Aristotelian-Thomistic,? Radical Organizational
Psychology and Soulful Motivation

I contend that the principles and methods of empirical organizational
behavioral and humanistic psychology are insufficient for addressing
the issue of leadership, motivation, commitment, and high perfor-
mance in the 21st century, with increasing attention being focused on
the relationship between worker commitment (organizational engage-
ment) and the motivational dimensions of the human person.
Aristotelian-Thomistic (A-T) organizational psychology is grounded
in the Aristotelian concept of psyche in the classical, philosophical-
psychological understanding of the faculties of the soul as the moving
force of life. This A-T comprehension of human psychology is in many
ways similar to Edward L. Deci’s self-development and intrinsic moti-
vation psychology in that “Inherent in the nature of human develop-
ment is the movement toward greater consistency and harmony with-
in... intrinsic motivation and organismic integration together can be
thought of as a kind of life force, a postulate of an implicit direction-
ality to development.” Therefore, we put forth the foundational prin-
ciples for an organizational, radical A-T psychology as the moving
motivational force of personal and organizational best performance in
the business workplace. It is a radical psychology that maintains that
with exemplary leadership-management, the best employees are inher-
ently proactive and inclined to bring to the workplace their best efforts
and the desire to learn and to grow. In other words, they are predomi-
nantly intrinsically motivated. The soulful desire to develop an inte-

8 A-T is the abbreviation used further in this article.
9Deci, Edward L. Why We Do What We Do: Understanding Self-Motivation
(Penguin Books, 1995).
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grated sense of self is thus a central feature of who we are as people
and the nature of human activity. The soul (psyche) can be thought of
as the moving force of life as (soulfulness) and the moving force of
workplace motivation. Therefore, A-T radical organizational soulful
psychology holds the following:

1. Personal integration is the central feature of human development.

2. In terms of workplace motivation and commitment, the best
employees are inherently proactive and inclined to learn and to
grow in their careers.

3. There is a soulful, organismic principle in human life towards a
more complex, yet organized, condition.

4. A-T radical psychology considers human behavior and community
life as comprised of ordered, intersubjective, and interactive activi-
ty.

5. A-T radical organizational psychology’s foundational principle of
the soul refers to Aristotle’s life energy or Aquinas’s Christian soul.
Also, in Aristotle and Aquinas, “Psyche or de anima refers to an
organically-achieved, activity based, linguistically-enabled, devel-
opmentally-engaged, and a community-sustained process.”!?

6. The soul is, in A-T radical organizational psychology, real. It is as
true a reality of human existence as is oxygen. We do not consider
the soul as a type of descriptive and poetic metaphor unifying meta
theory for an organizational spiritual motivational psychology or a
promising management motivational technique. On the other hand,
an A-T organizational radical psychology understanding of the soul
is based on Aristotle’s teaching on the soul and his metaphysics. A

10Prus, Robert. “Aristotle’s Theory of Deviance and Contemporary Symbolic
Interactionist Scholarship: Learning from the Past, Extending the Present, and Engaging
the Future.” American Journal of Sociology 46 (2015): 129.]
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worthy advocate of the importance of classical scholarship to the
contemporary study of social behavior is the sociological symbolic
interactionist Robert Prus who writes “Aristotle’s works on ethics,
rhetoric, politics and poetics amongst others, have provided the
foundations for virtually all instances of pragmatists social thought
in western social theory.”!! Most important, in constructing a rad-
ical organizational psychology, Prus draws attention to Aristotle’s
Nicomachean Ethics and states “not only does his text address a
great many aspects of human lived experience, but it also has great
instructive value for the more enduring study of human group
life.”12

7. Aristotle was a natural philosopher who studied the world that
lived. He studied the nature of motion because he was striving to
understand the cause of change and organization in the observable
universe. As a Greek philosopher, he was interested in understand-
ing the nature of the physical universe as an organizational whole.
Aristotle initially observes the life experience in terms of action
(motion), and he divides his world into three life forces (souls):
vegetative, animal, and human. He defines the person as a rational
animal. He initially comes to know this rational animal by his/her
actions; then, Aristotle studies these rational animals by their lan-
guage, thoughts, and emotions and most importantly, how their life
is organized. Aristotle is the organizational psychologist who pre-
sents, according to Peter Redpath, “the human person with faculties
of self-understanding that generates rudimentary principles of
moral awareness out of which grows cultural awareness; and out of

11 Prus, Robert. “Aristotle’s Nicomachean Ethics: Laying the Foundations for a
Pragmatist Consideration of Human Knowing and Acting.” Qualitative Sociology
Review 3, no. 2 (August 2007): 2.

12 Prus, “Aristotle’s Nicomachean Ethics,” 1.
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principles of cultural awareness (the habits of the human soul) are
generated all other human virtues leadership qualities of the soul,
including the virtue of prudential leadership.”!3

8. It is Thomas Aquinas (1225-1274) the Christian philosopher, psy-
chologist and theologian who totally immersed himself in the
works of Aristotle; as a result, he became the radical scholar of the
13t century. For the purpose of constructing a radical organization-
al motivational psychology for the 21st century, we maintain that
Aquinas is the philosophical psychologist and theologian who
enriches Aristotle’s concept of the person and the universe.
Aquinas, building Aristotle’s organizational pragmatism in his
Commentary on the Nicomachean Ethics of Aristotle, teaches the
importance of being a moral contemplative. An organizational
exemplar (virtuous) practitioner is a spiritual and moral searching
contemplative who seeks for his/her place in the universe, and with-
in that context lives the best life possible by means of proper pur-
pose, good orderly direction, and rational-emotional prudent deci-
sion making.!4

This essay is not focused on a full development of an A-T psycholo-
gy of the human person. The most recent and complete treatment of the
subject matter is in the work The Human Person, What Aristotle and
Thomas Aquinas Offer Modern Psychology by Spalding, Stedman, and
Kostelecky.!s Our focus is on the issue of organizational motivation and
worker commitment as a critical issue of leadership-management in the

13 Redpath, Peter A. The Moral Psychology of St. Thomas Aquinas: An Introduction
to Ragamuffin Ethics (En Route Books & Media, 2015), 23.

14 Redpath, Moral Psychology of St. Thomas, 14-15.

15 Spalding, Thomas L., James M. Stedman, Christina Gagne, and Matthew
Kostelecky. The Human Person: What Aristotle and Thomas Aquinas Offer Modern
Psychology (Springer Nature, 2019).
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21st century. We have argued that empirical academic psychology has
discovered many necessary insights into worker motivation as it relates
to job performance, yet it has insufficiently defined the worker as an
interacting human rational, passionate, and moral person within the
dynamics of a business organization. The reason for empirical organiza-
tional psychology’s shortcoming is instrumentalism. The practice of an
instrumental psychology generally portrays individuals’ and groups’
strategic expertise in reaching their goals as independent of the kinds of
person they are and their character. Strategies, techniques, methods, skill
sets and so on are spoken of as tools that can be acquired by anyone with
the resources to do so. “In an instrumental framework, communication
skills, leadership skills, interviewing skills, diagnostic skills are no dif-
ferent from house painting skills or driving skills. These technical capa-
bilities are separate from the quality of the person possessing them.”16

Since we are constructing a radical A-T organizational motivation-
al soulful psychology, we use as our foundational text Aquinas’s
Commentary on Aristotle’s Nicomachean Ethics (we will abbreviate
this work as CNE).!7 As stated above in principle 4, an A-T radical
soulful psychology is about human organized behavior (community
life) as comprised of ordered, intersubjective, and interactive activity.
A-T organizational motivational psychology is achieved by means of
an organizational-cultural motivational causation. It is the same Aris-
totelian teleological causation that W. Edwards Deming rediscovered
in his theory of management. An organization wherein every employee
must be motivated by constancy of purpose, or in terms of A-T psy-
chology, by the final end (the end user customer) and every activity
(process) committed to this end.

16 Fowers, Blaine J. Virtue, and Psychology (American Psychological Association,
2005), 56.

17 Aquinas, Thomas. Commentary on Aristotle s Metaphysics. Translated by John P.
Rowan (Dumb Ox Books, 1961).
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According to Aristotle-Aquinas, the first business principle is that
leadership-management and worker motivation is caused by an organi-
zational teleological architectonic,!8 i.e., the whole organizational uni-
fying structure. Using military warfare as an analogy, Aristotle teaches
that the military commander must have the goals and processes in terms
of the chief ends: “The end is more important than the means—in fact,
the means have goodness from their relation to the end.”!® This is
important to the understanding that organizational worker motivation is
not a moral law textbook as much it is basically an organizational psy-
chology of human flourishing. At least we maintain that this is the suit-
able manner to approach worker motivation as we examine issues of
21st-century organizational psychology. It would be completely incon-
ceivable for Aristotle and Aquinas to imagine a psychology of the
human person (especially a social behavior) that excludes the moral and
spiritual nature and habits of the person. Although Aristotle was not a
theologian, as a natural philosopher and pragmatic social behaviorist,
he begins his comprehension of the person by understanding the indi-
vidual good and the common good as resulting from intrinsic motiva-
tion (as we have explained the moving force of life), as is apparent in
Aquinas’s Commentary on Aristotle’s Nicomachean Ethics [abbrevia-
tion CNE] in Book One: “But since good properly is the moving prin-
ciple of the appetite, good is described as the movement of the appetite,
just as motive power is usually manifested through motion. For this rea-
son, he [Aristotle] says that the philosophers have rightly declared that
good is what all desire.”20

Note carefully, CNE points out the good “is what all desire.” It is a
natural appetite that belongs to our soulful nature. It is the foundation

18 Redpath, Moral Psychology of St. Thomas.

19 Aquinas, Thomas. Commentary on Aristotle s Nicomachean Ethics. Translated by
C. L. Litzinger (Dumb Ox Books, 1964), book 1, lecture 1, n. 14.

20 Aquinas, Commentary on Aristotle s Nicomachean Ethics, book 1, lecture 9, n. 9.
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of a moral and behavioral psychology of human flourishing as opposed
to a Kantian or utilitarian morality of universal laws or rules. CNE
morality is not based on being focused on a categorical imperative of
a rational principle or on a utilitarian pleasure social impact rule. CNE
presents Aristotle as a social behaviorist, a virtue ethicist teacher, and
soulful organizational psychologist of human motivation:

If it be asked what good is sought in every art and, in every activity, we
must know that it is the object for the sake of which all other things are
done. In medicine everything is done on account of health, in war every-
thing is done on account of victory, and in architecture everything is
done for the sake of the building to be constructed. Likewise, in every
other activity the goods sought is some one thing for the sake of which
all other things are done. The good, the object of every activity or
choice, is called the end, for the end is nothing else than that for the sake
of which other things are done.2!

We must carefully note in this CNE lesson that the object (the end)
is the motivational cause of the activity, which determines the moral
goodness of the choice leading to the performance of the activity.
Motivation starts with wishing for the object (the end) but wishing is
not a choice. Even though the agent is moved by his/her own desire, it
is still not an act of choice, because choice requires focused activity
(the means): “He [Aristotle] says that wishing is directed rather to the
end than to the means because we wish the means on account of the
end...He says that choice seems to be directed to the things that are
within our power.”22

In order to achieve the end object, we must deliberate and plan the
action steps. In business, we most frequently think in terms of goals

21 Aquinas, Commentary on Aristotle s Nicomachean Ethics, book 1, lecture 9, n. 105.
22 Aquinas, Commentary on Aristotle s Nicomachean Ethics, book 3, nn. 446-447.
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and objectives, weekly targets, action plans, and project management.
These are fundamentally soulful, constitutive, motivational exercises
that involve the cognitive, emotive, and moral powers of the agent.
When an employee says to the manager that he/she is motivated and
committed to doing a good job, the manager assumes it is more than a
wish. There is a bond of trust between the manager and employee
based on the intrinsic motivation and commitment of the employee to
achieve the objective because of an intrinsic bond of moral motivation.
In a business performance relationship, there is always some element
of extrinsic motivation determined by the management task assign-
ment, but the deep level of motivation is based on the mutual intrinsic
moral bond of motivation and commitment to the best performance.

The agent wish maker becomes the committed agent when he/she
chooses to plan the means and engage in action. George Herbert Mead
says, “If you are going to be successful, you have to be interested in an
end in terms of the steps which are necessary to carry it out. A person
who is taking all the steps to bring about a result sees the result in the
steps.”23 Therefore, it is motivation that gets a person started towards
an end-objective, and it is commitment that keeps a person going. As
the motivated agent completes the steps, the commitment becomes
more rewarding, and motives are often directed to other innovative and
more rewarding ends.

In A-T radical psychology, it is the power of passion and reason that
nurtures a state of confident commitment grounded on a reasonable
desire of achievement. First, we look at passion, which today is usual-
ly understood as emotions. We, however, opt intermittently to remain
with the terminology of passions. In the original Latin understanding,
“passion” is understood as a compelling desire, and in classical Greek,

23 Mead, George Herbert. Mind, Self & Society: From the Standpoint of a Social
Behaviorist (University of Chicago Press, 1934), 383.
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it means to be acted upon. We prefer to remain with the terminology of
the passions, because it is more expressive of the spirit of a psycholo-
gy of motivation as the soulful experience of a compelling desire or
being acted upon by. It is what Michael Novak writes about in
Business as a Calling, Work, and the Examined Life.2* Perhaps the
greatest need for a radical organizational psychology in the 21st centu-
ry is the need to inspire leadership-management and follower passion.
It is interesting that this radical soulful psychology is already increas-
ing with non-academic business and life coaching.

To get to a precise understanding of the applicability of an A-T
motivational soulful psychology to organizational behavior, we have to
turn to an A-T explanation of appetite. A-T organizational psychology
is constructed on the concept of reason, mastery of the passions (emo-
tions) and moral virtue. We stated above that it is necessary to realize
that Aristotle is a pragmatic social behaviorist who constructs his orga-
nizational psychology from observation of human activity in commu-
nity living. In terms of understanding community life at its best and
most excellent expression, he gives attention to “intellectual and moral
power as derived from customary activity that pertains to the human
intellectual and sense appetites that operate as they are moved by the
apprehended good. When the appetite operates it is moved by the
intrinsic desire for the good”2s A-T radical soulful psychology under-
stands this human motivation process as driven by two distinct yet
interactive appetites, i.e., the sensitive and intellectual powers.26

We are referring to A-T as a radical organizational psychology con-
structed on the social behavior of Aristotle and Thomas Aquinas.
Obviously, it is a social behavior completely unlike B.F. Skinner’s rad-

24 Novak, Michael. Business as a Calling: Work and the Examined Life (Free Press,
1996).

25 Aquinas, Commentary on Aristotle’s Nicomachean Ethics, book 2, lecture 1, n. 249.

26 Aquinas, Commentary on Aristotle’s Nicomachean Ethics, book 2, lecture 5, n. 291.
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ical stimuli and response behaviorism. We could perhaps refer to this
radical psychology as an A-T motivational behaviorism. If we pursue

29 G¢

this line of thinking, we avoid terminology such as “agent,” “stimuli”
and “response” and we think in terms of employee motivational pas-
sion and workers’ proper fit. A-T psychology does recognize that, at
one level of sensual soulfulness, the person is capable of acting like a
sense brute performing involuntary acts driven by fear and anger. The
brute is a threat to the organization because of his/her inability to mas-
ter emotions (passions) to the proper individual and social good of the
community.

For the sake of brevity, we will oversimplify the ontological
assumption of A-T radical soulful psychology and refer to the human
person as comprised of three natures, i.e., an animal nature, human
nature and transnature (given to higher spiritual powers). Aristotle, as
the pragmatic social behaviorist, argues that if man desires happiness,
it is found in human activity grounded in reason. “Happiness will more
properly be found in the life of thought controlled by reason than in the
sense appetite.”2? Aristotle, and Aquinas realized that this division of
the life force (the soul) between the intellect and the passions was the
critical issue in determining the rational and moral character of a per-
son because “choice pertains to the will but opinion to the intellect; we
are called good or bad by reason of choice but not by reason of opin-
ion.”28 In terms of a motivational psychology, it is perhaps more help-
ful to refer to the intellect as the higher motivational life force and the
passions as the lower motivational life force. In current empirical orga-
nizational psychology, much research and application are given to the
study of business leadership-management and emerging subject

27 Aquinas, Commentary on Aristotle’s Nicomachean Ethics, book 1, lecture 10,
n. 126.
28 Aquinas, Commentary on Aristotle’s Nicomachean Ethics, book 3, lecture 6, n. 451.
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domains of employee behavior and emotional intelligence, positive
psychology, and motivational affective behavior. Luthans, Youssef and
Avolio in Psychological Capital, Developing the Human Competitive
Edge introduce into mainstream empirical organizational psychology
concepts of a radical perspective: “For our purposes of potential
PsyCap, we integrate the views on spirituality to include the search, as
well as a sense of team membership, meaning and sense meaning, call-
ing, and intrinsic and extrinsic motivation. Such dimensions seem
most relevant to the role spirituality may play in PsyCap.”2?

In the 21st century, we often hear the expression that business is
presently experiencing a new normal. Yet, we are never sure what the
new business normal is or the projected GDP; furthermore, we are not
really able to predict with accuracy this new normal over a lengthy
time period. The new normal in business calls for a radical psycholo-
gy because in profit and nonprofit organizations there is always the
tension of the order desired and the actual emergent order. It is a sim-
ple motivational principle of awareness and action, but it is vital to
leadership-management success. For example, if [ ask a CEO “How is
it going?”’ they might say, “It has been good for three months, but right
now something strange is going on. [ hope it does not last long.” We
have here the basic motivating contrary (opposite) passions of A-T
motivational psychology known in CNE as the behavioral dynamic
principles of the contending passions of hope and fear. A-T motiva-
tional behavioral psychology divides the passions (emotions) into two
categories based on attraction to the good and aversion from the good.
Often in business, we refer to best case/worse case scenarios as a con-
stant existential business reality. Redpath uses a terminology to
describe the sense appetite that fits into a more A-T behavioral psy-

29 Luthans, Fred, Carolyn M. Youssef, and Bruce J. Avolio. Psychological Capital:
Developing the Human Competitive Edge (Oxford University Press, 2007), 189.
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chology. He refers to the passions as the propelling passions (emo-
tions) and the contending passions (emotions). The propelling emo-
tions are reactions to objects which are perceived simply as fitting or
unfitting in relation to sense desire. The mark of a contending passion
(emotion) is much like the mark of a contender in boxing. There is a
definite order of movement to the passions: 1) love and hatred,
2) desire and aversion, 3) hope and despair, 4) fear and daring, 5) anger
and 6) pleasure (+) and pain (-).3° The principles of this order are as
follows:

1. There exist two opposites (contraries): a) perfect pleasure that
attracts us, b) imperfect pleasure that repels us.

2. By nature, all animals have a natural inclination of the concupisci-
ble (propelling) appetite to move toward pleasure and away from
pain.

3. Passions in the irascible (contending) appetite are complicated
because species of opposition exist. The passions of hope and fear
simultaneously can have contrary terms (such as safety and danger)
and have opposite relational movements toward the same object
(like moving toward and away from the fear-generating subject). A
hopeful person might, for instance, attack something painful or
dangerous and, if the thing in question was a real danger to person-
al health or safety, get a pleasure of a qualitatively greater kind in
doing so.

4. The objects of the concupiscible (propelling) appetite attract us in
simple and straightforward ways (as pleasurable goods), while the
object of the irascible (contending) appetite attracts us chiefly as
useful goods, but secondarily as pleasurable or painful goods.

30 Redpath, Peter A. The Moral Wisdom of St. Thomas (University Press of America,
1983), 61-62.
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5. The passion of love is in the concupiscible (propelling) appetite and
is the first principle of all other passions. Love is present wherever
a human passion is present, and pleasure is present when love is sat-
isfied.

6. Nevertheless, hope, not love, is the chief passion of the irascible
(contending) appetite, the first principle of all the irascible (con-
tending) passions, all of which contain love and hope as essential
parts of the composite’s constitutional make up.

7. The passions of the concupiscible (propelling) appetite essentially
relate to anything imaginable, while the passions of the irascible
(contending) appetite focus only on doable deeds. The formal
object of the concupiscible (propelling) appetite is anything we
presently can imagine to be likable/loveable or unlikable/unlovable,
while the formal object of the irascible (contending) appetite is any-
thing we can imagine to be future, possible, and difficult.

We have established in detail from the classical tradition of a moti-
vational behavioral psychology the importance of the contrariety of the
propelling and contending passions (emotions). It is important to
understand this principle of A-T organizational motivational psychol-
ogy because it serves as the most existential explanation of business
leadership-management and follower motivational-commitment rela-
tionship. It is always a relationship experienced as an affective rela-
tionship of propelling and contending passions because organizational
business leadership is exercised in a real-world environment. As any
leader knows, leadership is about achieving the desired and emergent
organizational aims. Every successful leader is a realist because he/she
has real goals and objectives. However, the organizational environ-
ment is not predictable. Every student of business quickly learns from
experience, especially in the disruptive culture of the 21st century, that
he/she must motivate and lead under the tension of a desired order and
an emerging order.



Radical, Soulful Motivational Psychology and the 215-Century... 221

Every motivational leader-manager must confront systemic varia-
tions of order/ disorder daily and is responsible for the response and
control of variations and the emerging edge of chaos. Leading and
motivating in conditions of desired and emerging order requires that a
leader-manager has a highly developed estimative sense of employee
morale. This power of the estimative sense is the result of a confluence
of internal powers of the rational and passionate soul. We define this
confluence of estimative powers as a rational-sensing estimative intel-
ligence which is essential to the practical art of organizational leader-
ship-management. The ability to lead by means of the confluence of
the estimative powers enables a mastery of the interaction of the pro-
pelling and contending passions. Organizational motivational leader-
ship, nurturing employee commitment, and high performance are chal-
lenging on a daily basis and over extended arduous periods of time.
The demands of decision-making and risk-taking require extreme mas-
tery of the passions, especially by C-level leaders, department man-
agers, and team leaders. We, therefore, suggest that the estimative soul
and mastery of the passions is a much more important factor than emo-
tional intelligence.

In empirical psychology over the past decade, academic attention
has been given to several endeavors to develop a positive psychology.
The previously cited work, Psychological Capital, Developing the
Human Competitive Edge, even though it is a respected academic pub-
lication, unfortunately has a rather narrow understanding of science.
After citing academic researchers in the field of positive psychology, it
asserts that: “Under the leadership of these researchers, positive psy-
chology bases its conclusions on science rather than philosophy,
rhetoric, conventional wisdom, gurus or personal opinion.”’3! The pur-
pose of this essay is not to explain science and the application to orga-

31 Luthans, Youssef, and Avolio, Psychological Capital, 10.
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nizational behavior from the perspective of a philosophical psycholo-
gy. However, the above attitude implies the major argument of this
essay: that there is a need for a soulful radical psychology to bridge the
gap between a humanities study of the human person and empirical
psychology. Based on a classical understanding of the passions, an
A-T psychology responds appropriately to the stress of business lead-
ers and followers (employees) in an existential state of propelling-con-
tending passions.

The problem with the concept of emotional intelligence is that emo-
tion is a passion that the body suffers and we consciously experience
when a complex set of bodily reactions occurs such as: changes in res-
piration and pulse, changes in epidermal electricity, increases of blood
sugar and adrenaline. In short, an emotion is widespread, violent bod-
ily communication that is consciously experienced and accompanied
by strong impulses to act in a certain way. When the emotion is thus
defined and understood as behavior, there would appear to be only two
violent bodily emotions that we experience: anger and fear. The sexu-
al passion that occurs when sexual desires are consummated may be a
third, but it is seldom a violent or as widespread a bodily commotion
as anger or fear.32 This is an extremely important observation because
W. Edwards Deming introduced Total Quality Management to profit
and non-profit organizations in the 1970s and 1980s in his famous
four-day management seminars, and in his pivotal work of the quality
movement Qut of the Crisis33 he insisted on the responsibility of exec-
utive leadership to eradicate management by fear. Throughout this
work, he gives clear and vivid examples of the destructive impact of
management by fear on the organizational dedication to quality and

32 Adler, Mortimer J. Intellect: Mind over Matter (Macmillan, 1990), 170.
33 Deming, W. Edwards. Out of the Crisis (Massachusetts Institute of Technology),
1986.
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excellence of performance. He taught that it is the fundamental chal-
lenge of management to drive out fear and inspire hope.

The business organization is not a place for academic reflection;
rather, it is an extremely serious environment of moral responsibility.
The welfare of the employees and their families, retirement plans of
employees and growth of the general economy depends on small and
large companies. Consequently, it is a domain of yearly, quarterly, and
everyday pressure of profit and growth, i.e., the existential passionate
state of contending. Deming in the 1980s declared that the sweeping
failure in the quality of American products, especially in the auto
industry, was not the problem of the American worker. It was a crisis
of executive leadership who did not understand the need for a psy-
chology of motivation, the difference between information and knowl-
edge and the lack of attention to systemic variation.34 Deloitte discov-
ered in their study that a major problem causing a lack of worker moti-
vational passion for their job and company is that “as organizations
come under pressure, they react with short term, risk-averse behavior,
demanding that employees deliver results quickly—and don’t mess it
up. Failure is unacceptable. Employees acting out of fear don’t take
risks or seek challenges.””3s

To date, the most authoritative and extensive research work on
business leadership-management and worker engagement is First
Break All the Rules by Curt Coffman and Marcus Buckingham.36 It is
based on research directed by Don Clifton of Gallup. In the 1990s,
over the course of 25 years, Gallup studied more than a million
employees about what motivated talented employees to commit to

34 Deming, W. Edwards. The New Economics: For Industry, Government,
Education (MIT Press, 1994), 52.

35 Deloitte. “If You Love Them, Set Them Free.” Deloitte Insights, 2017.

36 Coffman, Curt, and Marcus Buckingham. First, Break All the Rules (Gallup
Press, 2016).
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their jobs and companies. The major takeaway from the research was
the distinction between the leader of the organization who is the
visionary and planner of the company, and the character of the man-
agers who motivate their workers and estimate employees’ competen-
cies, skill, and talents to determine their proper fit in the organization.
From the perspective of an A-T psychology, we will first give attention
to the leader as an exemplary rational and moral-virtuous visionary.

In understanding the need for a radical psychology of 21st-century
business leadership and a soulful character, Fred Kofman, presently
vice president at Google, writes, “Transcendental leaders know that
human beings are moved not by money once their basic needs are sat-
isfied, but by meaningful and ethical purpose, and personal mastery.”’37
Kofman, a leading scholar of the modern-day digital economy, is dri-
ven by the major question of 21st-century leadership: “How do I moti-
vate people? The answer has to be with the human quest for meaning
and transcendence.””3® He elaborates in The Meaning Revolution, The
Power of Transcendental Leadership that motivation is achieved by
purpose, principle, people, granting autonomy and finding nonmateri-
al ways to motivate. It requires establishing intrinsic intellectual, emo-
tional, and moral principles that respect self-determination.3°

Similar to A-T organizational psychology, leadership-management
motivation and employee commitment is more than an emotional pep
talks or as Kofman puts it, “You can’t dangle carrots or wave sticks in
front of their people and get rote obedience.” A-T psychology refers
to the executive function as the organizational exemplar. The exem-
plar-executive leader is the organizational role model of virtuous
habits necessary for the architecture of a motivational culture. The

37 Kofman, Fred. The Meaning Revolution: The Power of Transcendent Leadership
(Currency, 2018), 121.

38 Kofman, Meaning Revolution, 122.

39 Kofman, Meaning Revolution, 122.
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behavioral dynamics of the moral virtues enhance a leader’s capacity
for rational and moral decision-making, problem-solving, strategic
planning, tactical execution, and operational activities. As opposed to
an imposed Kantian type of management—top-down ethics of duty
and human-resource monitoring—A-T radical psychology offers an
everyday, social behavioral psychology of soulful-passionate leader-
ship based on a unity of the intellectual and moral virtues. We hold that
business organizations have changed from authoritarian command and
control structures to a more decentralized, agile team decision-making
with extreme emphasis on intrinsic, rational, emotional, and moral
motivation. Yet the locus of organizational control has become the dif-
fusion of exemplary character and behavioral principles, as they are
apparent and practiced throughout the organization, especially at the
managerial level.

Principles of Passionate
Soulful Motivation-Commitment

The executive exemplar is responsible for the function of organiza-
tional motivation and employee commitment which means the vision,
beliefs, values and plans of the exemplar that they must diffuse
through the organization. We therefore start with the first principle:
that motivation is not a pep talk. Aquinas commenting on Aristotle
writes, “He [Aristotle] shows that habituation is required in order that
a man become good. First, he shows that persuasive words alone are
not enough.”# Further in this passage, he warns that it is persons
moved by what is really good and pleasant that open to true fervent

40 Aquinas, Commentary on Aristotle’s Nicomachean Ethics, book 10, lecture 14,
n. 2139.
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intrinsic motivation and the motivational imperative to do the next
right thing, for the right purpose and the right way. We look at a case
study of Southwest Airlines under the exemplary leadership of its
founding CEO, Herb Kelleher, and his approach of a passionate soul-
ful motivation. Southwest, under Herb Kelleher, was established on a
culture of habits of distributed leadership embedded in the organiza-
tion by means of a radical motivation based on the virtuous habit of
love. Kelleher taught: “If you are careful about hiring people, it should
come as no surprise that acts of love and generosity will naturally spill
out of them. It should come as no surprise that when you get enough
people with these attributes in the same company, a corporate charac-
ter is created that practices love as a way of doing business.”!

Southwest Airlines started in 1971 and grew into the fourth largest
airline in the United States, with 30 consecutive years of profitability,
in an industry in which no other company had been profitable for more
than five years. Total shareholder returns were almost double the
returns for the S&P 500. It managed to accrue a market capitalization
larger than the rest of the American airlines combined. Even in the
1970s, Herb Kelleher was a brilliant and extremely successful entre-
preneur who based his success on a radical motivation soulful (moving
force of the organization) psychology based on the passion of love. As
is expressed in this following passage:

1) “Power should be reserved for weightlifting and boats, and leadership
really involves responsibility.” 2) “A company is stronger if it is bound
by love rather than by fear.” 3) “We will hire someone with less experi-
ence, less education, and less expertise, than someone who has more of
those things and has a rotten attitude.” 4) “You must be very patient,

41 Freiburg, Kevin, and Jackie Freiburg. Nuts! Southwest Airlines’ Crazy Recipe for
Business and Personal Success. (Bard Press, 1996), 216.
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very persistent. The world isn’t going to shower gold coins on you just
because you have a good idea. You’re going to have to work like crazy
to bring that idea to the attention of people.” 5) “I forgive all personal
weaknesses except egomania and pretension.” 6) “One piece of advice
that always stuck in my mind is that people should be respected and
trusted as people.” 7) “It is my practice to try to understand how valu-
able something is by trying to imagine myself without it.” 8) “I’ve found
that many of the greatest ideas surface in bars because that’s where
many people cultivate inspiration.”42

As far back as 1935, Chester 1. Barnard, in his classic work, The
Functions of the Executive® maintained that the chief function of the
chief executive officer is to preserve the moral rectitude of the organi-
zation. It was the most critical factor in terms of employee morale and
long-term corporate success. It appears that Kelleher clearly under-
stood this principle of moral motivation and commitment. He did not,
however, impart business ethics as a Kantian categorical imperative,
rather as the executive exemplar, he lived by a moral psychology based
on the moral motivational imperative of: 1) Do the next right thing,
2) for the right purpose, 3) the right way. Of course, Kelleher called his
employees at all levels of employment to do the next loving deed.

Southwest became a culture of virtuous habits of executive leader-
ship embedded in the organizational whole by means of Herb
Kelleher’s belief in the virtuous habits of love and humility. Kelleher
founded Southwest on an organizational, soulful-spiritual first princi-
ple of love and cultural infusion of leader-worker virtuous habits.

42 Abraham Olmstead, “8 Herb Kelleher Quotes That Will Teach You Everything You
Need To Know About Life,” accessed November 17, 2025, https://www.uschamber.
com/co/good-company/growth-studio/herb-kelleher-leadership-quotes.

43 Barnard, Chester 1. The Functions of the Executive (Harvard University Press),
1968.
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Kelleher looked to recruit persons whose “acts of love and generosity
spill out of them.” It meant finding employees who are not working
just for a paycheck. They are working at Southwest because it is a cul-
ture that allows them to develop the virtue of love by doing acts of
goodness to others, while working at a job they love.

Chester 1. Barnard was one of the great founders of American exec-
utive management theory. He felt large complex organizations are
characterized by an obvious lack of a complete understanding and
acceptance of the general purposes or aims of the organization. This is
a major problem, because each unit of the organization must know and
accept the organization’s main purpose as its own. It is the challenge
of leadership to instill the belief that the more a unit or individual
understands what the whole objective is, the intensity of its action will
ordinarily be increased.

It is the intrinsic motivational belief in the end vision rather than
intellectual understanding of the objective which is of chief impor-
tance. Passionate beliefs and soulful habits, not intellectual under-
standing, is the cause of motivation. Peter Drucker, W. Edwards
Deming, and Abraham Maslow taught similar principles to Herb
Kelleher about the importance of soulful leadership, virtuous habits,
and intrinsic motivation.

Understanding by itself is rather a paralyzing and divisive element,
as Kelleher believed. He taught from the conception of Southwest that
there was a simple strategy based on three objectives that required
extreme discipline and intensity of focus:

We basically said to our people, there are three things in which we are
interested. 1) The lowest costs in the industry cannot hurt you, having
the lowest costs. 2) The best customer service—that is an especially
important element of value. 3) We said beyond that, we are interest-
ed in intangibles—a spiritual infusion—because they are the
hardest things for your competitors to replicate. The tangible things your
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competitors can go out and buy. But they cannot buy your spirit. So, it
is the most powerful thing of all.44

Kelleher was asked in an interview the following question: “One of
your values in the mission statement is humility as a corporation. With
all your wonderful results, is Southwest really humble?”” He responded:

I have constantly warned our people over the years that, as we became
bigger and more successful, our primary potential enemy was ourselves,
not our competitors. Getting cocky, getting complacent, thinking that
the world was our oyster, disregarding our competitors, both new and
old. Humility is very important in keeping your eye on the carrot, keep-
ing focused outwardly instead of inwardly, and knowing when you have
to change. An investor in the airline industry some years ago that [ was
talking to said, “Southwest Airlines is the most humble and disciplined
airline that I deal with.” I said, “The two go together.”45

The mission statement of Southwest Airlines is written basically as
an inspirational statement of belief for employees, investors, and cus-
tomers. Mission statements are not worth the paper they are written on
unless the statement is put into daily and concrete action. The mission
statement must lay forth well-founded beliefs based on principles that
will lead to success. Kelleher makes it clear that the belief in the prac-
tice of humility is essential to greatness. Herb Kelleher, when asked
about his view on long term strategic planning, responded: “We’ve
never done the long-range planning that is customary in many busi-
nesses. When planning became big in the airline community, one of the

44 Lucier, Chuck. “Herb Kelleher: The Thought Leader Interview,” Strategy+
Business, accessed November 17, 2025, https://www.strategy-business.com/article//
04212?gko=8cb4f.

45 Lucier, “Herb Kelleher.”
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analysts came up and said, ‘Herb, I understand you don’t have a plan.’
I said that we have the most unusual plan in the industry: Doing things.
That’s our plan. What we do by way of strategic planning is we define
ourselves and then we redefine ourselves.”46

We must pay careful attention to the management philosophy and
motivational psychology of Herb Kelleher, who is one of the most
acclaimed entrepreneurs and Chief Executive Officers in the history of
American business. He declares that the real competitive edge is in
spiritual infusion. It is the infusion of the practice of observable habits
of love and humility. This spiritual infusion is achieved because man-
agers at all levels and workers are expected to participate in the action
principles of the mission statement. Often business organization mis-
sion and business statements are read as highbrow pep talks. Mission
statements and strategy plans should really serve as a call to C-level
executives and managers for a commitment to concrete action princi-
ples and an organizational motivational moral psychology. A-T orga-
nizational radical motivational psychology insists that organizational
business plans must also incorporate a moral psychology. It is an orga-
nizational moral behavioral psychology that is the moral responsibili-
ty of the exemplar-executive whose main function is the moral recti-
tude and “order of the organization.”4’ In business, exemplars must, as
we learn from Kelleher, inspire by intellectual and moral virtues.

The main task of the executive exemplar is to create an environ-
ment of leadership-management that is based on a radical soulful psy-
chology of intrinsic motivation. To achieve this purpose, the executive
exemplar must establish an inspirational vision of a constancy of pur-
pose and serve as the motivational exemplar of organizational practi-
cal action and moral behavior. In contemporary theory of organiza-

46 Lucier, “Herb Kelleher.”
47 Aquinas, Thomas. Commentary on Aristotle’s Nicomachean Ethics, book 1, n. 1.
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tional leadership, the closest to A-T radical psychology in theory and
practice is, “authentic leadership that describes leadership composed
of four related components: self-awareness, internalized moral per-
spective, balanced processing and rational transparency.”# In A-T
organizational psychology, the exemplar is the role model, motivator,
and teacher of the virtuous habits of leadership. As a result of the
habits of virtuous leadership, we claim in terms of 21st-century busi-
ness leadership that the soulful exemplar has the character of a dis-
coverer and teacher who instills hope and drives out fear, builds confi-
dence, energizes, and calms emotions.

Diffusion of Soulful Exemplar Passionate Leadership
and Motivational Social Intelligence

We turn our attention to the importance of the executive function and
the responsibility for the diffusion of a leadership based on an A-T rad-
ical motivational psychology. We stress in detail that the habit of
exemplary leadership requires especially the virtuous intellectual habit
of practical reason, and moral habits of prudence, justice, courage, and
fortitude. An executive exemplar with practical right reason keeps his
eye on the mark or the end (organizational continuous purpose). It is in
terms of A-T organizational psychology that motivational intention is
the driving and focused energy of a business enterprise. It is right rea-
son and passionate purpose that diffuses through the actions (vision,
strategic plan, goals, and processes) of the organization. Kelleher had
a Nicomachean sense of exemplar intrinsic motivation when he insist-

48 Northouse, Peter G. Leadership: Theory and Practice (Sage Publications, 2010),
207.
49 Aquinas, Summa Theologiae, 1-11, q. 12, a. 1.
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ed that acts of love must spill out of employees. In A-T radical moti-
vational psychology, “love is present wherever a human passion, emo-
tion, is present. And, because pleasure consists in knowing that a per-
son has achieved secure possession of something loved, pleasure is
always present when love is satisfied.”s® Therefore, managers and
workers express this Nicomachean intrinsic motivation when they say,
“I love my job, I love the people that I work with, I love working with
my customers.”

In the language of A-T radical psychology, love has a soulful con-
naturality of appetite with the good loved. Connaturality means that
the attraction to love and the doing of good deeds is natural and deeply
embedded in the human person.3! Evil, on the other hand, is a complete
distortion of human nature; when a person is attracted to evil, they are
motivated by a twisted good desire.52 Love is the principal human pas-
sion and the main passion of the propelling passions, but it is hope that
is the main passion of contending passions. The primary function of
the executive-exemplar in co-operation with managers is to instill hope
and drive out fear, to energize and calm emotions. We argue this
requires exemplary leadership grounded on an A-T radical psychology
leadership passion of practical reason and prudence.

The executive exemplar is the company visionary, planner, skipper,
and rational-moral principal decision maker, but he/she is not the day-
to-day manager. The manager is a different type of person with a dif-
ferent set of talents who besides their knowledge has their craft of
motivating people. We often say that the manager must have people
skills.s3 Contemporary organizations currently pay much attention to
the development and application of emotional intelligence to the edu-

50 Redpath, Moral Psychology, 131.

5T Aquinas, Commentary on Aristotle s Nicomachean Ethics, book 2, n. 293.

52 Aquinas, Commentary on Aristotle s Nicomachean Ethics, book 1, lecture 1, n. 10.
53 Coffiman and Buckingham, First, Break All the Rules, 58-65.
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cation of business leadership management. Nevertheless, we suggest
the issue from the perspective of an A-T radical organizational psy-
chology is that a manager through experience and learning must devel-
op 1) rational and moral self-understanding, 2) emotional (passions)
mastery and 3) social habits to manage and interact with other persons.
In classical psychology, this ability is called estimative intelligence,
and in contemporary social behavior, we should call it social scientif-
ic organizational intelligence.

The modern-day business organizational situation is where managers
and workers must function as highly passionate performers; conse-
quently, in business they are in the existential state of contending pas-
sions. It means that managers and workers are expected to perform ardu-
ous tasks on a daily basis, with hope and mastery of fear. This is a diffi-
cult and demanding task that requires the utmost in the mastery of the
contending passions of hope, daring, love, and the virtue of prudence.
Business in the 21st century has changed from authoritarian control to
motivational control while simultaneously expecting higher levels of
performance from employees. Furthermore, the nature of digital tech-
nology has restructured business into interactive agile teams. Increasing-
ly, managers must have exceptional motivational talent and mastery of
the contending passions (emotions) by means of virtuous habits.

It is the contending passions that most accurately describe the exis-
tential situation of managers and employees in the everyday 21st-centu-
ry business culture. It is a culture where managers have become partici-
pative team members, project managers, or ad hoc managers of cross-
functional, inter-departmental programs. The usual competitive stress of
quarterly profit-oriented business is intensified by the demand for man-
ager innovation and for team leaders who serve as flexible and innova-
tive problem-solvers under arduous and often highly stressful situations.
Recently, empirical organizational psychology has considered the need
for various approaches to leadership intelligence demanded by the new
organizational culture, e.g., organizational intelligence, moral intelli-
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gence, emotional-social intelligence, and strategic intelligence. It has
been argued that present and future business requires a soulful radical
psychology. Returning to a classical organizational Nicomachean psy-
chology does not mean that this radical psychology does not blend effec-
tively with present efforts in empirical psychology. We do, therefore,
assert that A-T organizational psychology is particularly comparable to
recent thinking on social intelligence by symbolic interactionism sociol-
ogists.

The most important work written on the science of classical moral
psychology is Moral Psychology of St. Thomas by Peter A. Redpath.
As a brilliant classical Aristotelian-Thomistic scholar, he understands
that before a person can master becoming a morally good leader or
employee, he/she has to be motivated to become a morally good per-
son. Redpath’s moral psychology is grounded firmly on his seminal
metaphysical interpretation of Aquinas’s metaphysics of organization
in A Not-So Elementary Christian Metaphysics. Without exploring the
necessary depth of his works, we are selecting an important concept
from these two works that is extremely applicable to the current issue
of executive management leadership and employee performance.
Redpath interprets Aristotle and Aquinas as basically developing
metaphysics from the perspective of philosophical psychologists. He
observes that human beings are, as agents of actions, relating their
actions always to organizational situations. In terms of a social plan
of action to be completed (the end), “people judge, estimate, hesitate
and argue with themselves, weigh alternatives, seek help from friends
and try to figure out how they should direct their movements
(actions).”s4

These human powers to estimate and evaluate sensible realities as
to their utility, advantage, and sensory suitability are known as partic-

54 Redpath, Moral Wisdom of St. Thomas, 7.
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ular reason.5s It is somewhat similar to what contemporary sociologi-
cal symbolical interactionists describe as “role taking” which is foun-
dational to social intelligence:

Taking the role of the other is necessary for love, friendship, coopera-
tion, teaching, learning, good parenting, being moral, making peace, and
compromising ... In short, it is central to success of all kinds that
involves other people. To be able to successfully take the role of the
other may lead us to compassion, sympathy, or empathy; however, it can
also aid us in successfully exploiting or destroying those we have come
to understand. Those who successfully play on our fears and hatreds
depend on this ability ... The successes of an Adolf Hitler or Joseph
Stalin on the one hand, and a Martin Luther King, Jr, or Mother Teresa,
on the other hand, depend on their ability to take the role of the other.

In a very basic sense, the ability to role take amounts to what I would
term “social intelligence.” It is basic to all interaction with others. If we
are capable in it, and if we actually use it as we act, then we are able to
understand others, communicate clearly to others what we desire, under-
stand the expectations of others so we are able to conform, rebel or pick
and choose, influence others, gain power, contribute to the welfare of
others, or build lasting friendship with others. I cannot think of a more
important ability as this one if an actor is going to achieve his or her
goals around other people.5¢

Business is oriented to action. Action requires goals. Getting to
goals requires strategies. Strategies require tactics. Each must suit the
available personnel and other resources. The need for practical realism
at every step is obvious. Therefore, business executives and managers

55 Redpath, Moral Wisdom of St. Thomas, 7.
56 Joel M. Charon, Symbolic Interactionism: An Introduction, an Interpretation, an
Integration (Pearson Prentice Hall, 2007), 88.
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do not exist in a world without complications and extreme stress.
There is an idiom often heard in moments of crisis in business when a
worker quotes, “Well, what will go wrong will go wrong.” Especially,
if the 21st century requires leaders and managers who are passionate
explorers, we argue that this type of person must be a person of char-
acter.

To be a person of character, more is required than social intelli-
gence, it also requires being a person of virtue. The concept of virtue
is essential in the development of a motivational organizational psy-
chology, because virtue is about action. CNE psychology comes to an
understanding of the virtues as impact upon the community in terms of
praiseworthy social behavior:

It follows that there are two kinds of human virtue. One of these is
placed in what is rational by nature and is called intellectual. The other
is placed in what is rational by participation, that is, in the appetitive
part of the soul, and is called moral. Therefore, he says, we call some of
the virtues intellectual and some moral. Wisdom, understanding, and
prudence are said to be intellectual virtues while liberality and sobriety
are called morals. He proves this point from human praises. When we
wish to praise someone for good morals, we do not describe him as wise
and intelligent, but a sober and mild-tempered. We do not praise a man
for good morals alone but also for the habit of wisdom. Praiseworthy
habits are called virtues.57

The above passage from CNE Book One, The Good For Man,
Lecture XX, Subdivisions of the Irrational Soul, expresses the essence
of an A-T radical organizational psychology. In Nicomachean method-
ology, Aristotle comes to his conclusion from observing the habits of

57 Aquinas, Commentary on Aristotle’s Nicomachean Ethics, book 1, lecture 20,
n. 241.
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good and effective leaders who motivate friends and followers to make
the right and good choice. Aristotle concludes that to do the next right
thing, the right way and for the right purpose requires two kinds of
human virtue, i.e., intellectual and moral virtues. The exemplar is the
practical business leader who practices the virtue of wisdom “which is
the most powerful perfection of reason whose characteristic is to know
order”s8 and movement to its end purpose.3

The virtue of prudence demands careful attention, especially if we
are expanding the contemporary concept of social intelligence as an
underlying component of a radical A-T organizational psychology. The
virtues are habits that we develop to guide our actions. We could say
that virtuous habits are for the purpose of soulful attraction to the truly
pleasurable and social praiseworthy good. For the purpose of under-
standing organizational motivation, it is necessary to look at Aristotle’s
teachings on emotion from sources other than his Nicomachean Ethics.

To construct a robust A-T radical psychology of motivation, we turn
to W.W. Fortenbaugh’s work Aristotle on Emotion,% especially his
interpretation of Aristotle’s Rhetoric and Politics. Fortenbaugh pre-
sents Aristotle as the political scientist and expert in rhetorical persua-
sion. In these writings, Aristotle is the more cognitive behaviorist type
interested in the interplay of the parts of the logical (intellectual) and
the alogical halves of the soul. Aristotle, Fortenbaugh argues, in his
rhetoric, poetics, political and ethical theory, “focused on emotions as
distinct from bodily sensations and bodily drives and tries to explain
the involvement of cognition in emotional responses.”¢! For Aristotle,
all the emotions came to be collected together within the alogical half
of the soul. Although the emotions are gathered in the alogical half of

58 Aquinas, Commentary on Aristotle s Nicomachean Ethics, book 1, lecture 1, n. 1.
59 Aquinas, Commentary on Aristotle s Nicomachean Ethics, book 6, n. 1136.

60 W. W. Fortenbaugh, Aristotle on Emotion (Duckworth, 2002).

61 Fortenbaugh, Aristotle on Emotion, 9.
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the soul, the person is not a brute animal, Aristotle recognized that:
“The relationship of emotion to reasoned argumentation was discov-
ered in the obedience of the alogical half to the logical half, and the
distinction between moral virtue and practical wisdom was made to
coincide with this new psychic dichotomy.”62

Peter Redpath in Moral Psychology of St. Thomas—particularly in
Chapter Nine Voluntariness, Choice—as an intrinsic motivational prin-
ciple of moral activity explains that Aquinas developed Aristotle’s
teaching on moral virtue and practical wisdom. Throughout his work,
Redpath returns to the importance of Aquinas’s focus on the faculties
of the soul in personal life and the organization of social experience by
means of voluntary and praiseworthy moral activity. Aquinas argues
that the person possesses in the faculty of particular reason a cogitative
(estimative) sense that allows a person to sense from memory the suit-
ability (pleasure or pain) of a possible action. Therefore, it is necessary
that this estimative sense must learn the habit of deliberation which is
the function of the virtue of prudence that leads a person to seek reflec-
tion and truth in the intellect (reason).

We propose that Redpath in his moral psychology provides a
description of social intelligence that understands the human person in
an organizational situation engaged in particular reasoning, emotional
mastery, and moral deliberation in the social situation. Redpath did not
in his Moral Psychology set out to address the issue of an A-T social
intelligence, but we do suggest that such a definition of an organiza-
tional social intelligence is available in his explanation of the estimative
faculty of the prudent person in his A-T classical moral psychology:

Nonetheless, because the estimative faculty of the prudent man exists in
a healthy condition, inclines to be in touch with reality, while the esti-

62 Fortenbaugh, Aristotle on Emotion, 23.
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mative faculty of the vicious, imprudent, man naturally inclines not to
be in touch with reality, just as a person whose sense of taste is physi-
cally ill, or whose sense of sight is color-blind, is no sound judge of the
way in which what exists should appear to a sense faculty of taste or
sight, so the estimative sense of an imprudent man is no sound judge of
healthy and unhealthy, really good and really bad, pleasures...the pru-
dent man rightly judges about individual means that lead to really good
ends in the individual circumstance. And the imprudent man does not.
According to Aristotle, while vicious, imprudent people follow a badly
educated, unhealthy estimative sense (particular reason) and concupis-
cible (propelling) appetite in attempting rightly to relate means to ends
in the individual situation, morally virtuous, prudent, people do the con-
trary opposite.o3

The concept of an A-T estimative intelligence is at the essence of
an organizational radical psychology. The human soulful faculties are
primarily focused upon the intellectual and moral virtues. As we
claimed above, the symbolic interactionist theory of a person’s ability
for taking on the role of another is necessary for love, friendship, coop-
eration, teaching, being good, competitive, and for being an exemplary
leader. It is similar to the CNE view of the social behavior of friend-
ship. It is remarkable how much attention is given in CNE to the issue
of friendship and its relationship to social organization as “Aristotle
notes that a virtuous man is disposed to his friend as to himself because
a friend is—so to speak—another self by affection, that is, a person
feels for a friend what he feels for himself.”’64

In a sense, virtue is the true expression of intrinsic motivation.
Aristotle makes the point that it is easy to think that a person pursues

63 Redpath, Moral Psychology of St. Thomas, 266-7.
64 Aquinas, Commentary on Aristotle’s Nicomachean Ethics, book 9, lecture 4,
n. 1811.
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a life of virtue (excellence) for praiseworthy recognition and honor
whereas “virtue for whose sake honor is sought, is better than honor.”’65
Virtue offers a person its own intrinsic motivation. In other words,
virtue is desired because it gives a pleasurable personal integration and
harmony with others living by virtuous habits of actions. In organiza-
tional life, a radical organizational psychology insists upon the need
for the soulful intellectual principles, beliefs and thoughts and passions
(emotions) of hope and daring. It is by means of the virtuous habits
that the intellect and the passions are properly motivated, intensified
and directed by the executive-exemplar and the exemplary level of
management to achieve the organizational continuous purpose.

We, therefore, assert that the primary force of motivation in a busi-
ness organization in the 21st century is, as Kelleher the exemplary
leader of Southwest realized, the virtue of love. It is the motivational
energy that must be embodied in exemplary leadership and manage-
ment levels and emulated in passionate, work-engaged employees. Yet,
in an A-T radical psychology, there are other virtues that intensify the
intrinsic motivation for a radical commitment to performance. They
are the four fundamental radical moral virtues of prudence, justice, for-
titude, and temperance: 1) Prudence is the most important, since it
resides in the rational part of the person, and also resides in the sens-
ing (passions, emotions) part of the person. Prudence is about deliber-
ation, judgment, and choice. “It is a habit dealing with action directed
by genuine reason about things good and bad for man himself.”¢6
2) Justice (often referred to as fairness) as motivational is described as
interpersonal justice regarding the quality of personal treatment,
respect, and sensitivity, especially during decision-making procedures.
It also includes friendship, friendliness, customer relationships, civili-

65 Aquinas, Commentary on Aristotle’s Nicomachean Ethics, book 1, lecture 5, n. 65.
66 Aquinas, Commentary on Aristotle’s Nicomachean Ethics, book 3, n. 1168.
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ty, veracity, gratitude, respect for persons and kindness.¢7 3) Fortitude
is courage, confidence, reasonable optimism, and resilience, and
4) temperance is self-control, emotional mastery of the passions (emo-
tions).

Organizational leaders from the CEO to all levels of management
are known for the virtue of love and the four virtues that contribute to
a motivational work environment. The motivational impact of virtue is
not achieved in training sessions or policy manuals. It is achieved by
establishing a culture built on a radical psychology of exemplars who
practice virtuous habits. Radical psychology insists that a leadership-
management culture is a process of leader-follower emulation of best
habits and virtuous principles of action. Therefore, a motivational cul-
ture is attained by worker-follower emulation of virtuous action of the
leadership habits, particularly of love, prudence, justice, and friend-
ship.

The problem with constructing a radical organizational psychology
from a classical tradition is that it too easily becomes a matter of inter-
preting classical language and contextual situations and adapting to
modern business situations. If we are not careful, in the process the
dynamic nature and contemporary importance of A-T radical psychol-
ogy is missed. Consequently, we miss the motivational force of the
vibrant confluence of love, prudence, justice, and hope in a contending
(irascible) business cultural situation.

Perhaps the most significant concept that differentiates a radical
organizational from empirical psychology is the CNE emphasis on
friendship as critical to an understanding of the motivational passionate
organization. Above, we established the principle that motivation is not
a pep talk; rather it is a matter of creating a motivational culture. Such

67John Meyer and Natalie J. Allen. Commitment in the Workplace: Theory,
Research, and Application (Sage Publications, 1997), 42, 45-48, 83-84.
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a culture comes about by the character of the exemplary leader-manag-
er and worker emulation. This character is grounded on the acceptance
of an organizational rational-moral imperative of doing the next right
thing, for the right purpose, the right way. Love is the driving force of
all habits of excellence (virtuous habits). The virtue of prudence is of
paramount importance to executive, C-level and line managers’ charac-
ters that is observable in everyday work situations and rational, moral,
and emotional decision-making. To illustrate the dynamic confluence of
love, prudence, and justice, friendship as the salient force of passionate,
intrinsic, motivational, best performance, we will use two concise busi-
ness cases or motivational performance case studies.

Campbell Soup
and A Passionate Motivational Turnaround President

Doug Conant was recruited from Nabisco to become CEO of the old
Campbell Soup company. By 2001, the one-time great company was
hemorrhaging. It was rated as the poorest-performing food company in
the world. In a survey, Gallup found 62 percent of the company man-
agers were not actively engaged in their jobs, and another 12 percent
felt actively disengaged.

By 2009, the company had been turned around. Old managers were
replaced; half the new leaders were promoted from within and morale
had increased tremendously. Earnings climbed as did earnings per share.
Employees and managers became actively engaged with only 3 percent
disengaged. Conant’s maxim and vision for Campbell Soup was that to
win in the marketplace, you must first win in the workplace.

Conant made showing that he cared about employees a priority by
his personal commitment to his everyday leadership character of com-
mitment. He always inquired after everyone. In the employee cafete-
ria—where he regularly ate his lunch to be with folks—he asked how
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the cooks were doing, how their kids were. He shook hands. He put an
arm around people. The place felt more like a home than a big compa-
ny, which made a lot of sense since the brand is strongly associated
with moms and home.

He knew the names of thousands of employees and personally
wrote thirty thousand thank-you notes to them. He mentored hundreds
of people. He sent roughly twenty thank-you notes a day to staffers on
all levels. “And every six weeks,” he said, “I had lunch with a group
of a dozen or so employees to get their perspective on the business, to
address problems and to get feedback.”’68

This is a powerful concise case study on the habit of executive
friendship as a behavioral activity that reinforces on a continuous basis
to create an atmosphere of sincere commitment to employees. It is
because of this friendship and commitment that there is a diffusion of
a perception of commitment that leads to fairness, trust, and loyalty
throughout the company. The attitude is, “Yes, we trust this CEO as a
prudent and committed leader because he sincerely respects and listens
to us. He listens, he talks (gives feedback), he listens (he cares), he
talks (he sums up), he (listens), and he follows up. If serious problems
come up, he takes time to deliberate and return with the best option. He
is known as consistently prudent and scores high on social intelligence
because the workers feel like he can see and feel things from their per-
spective. A radical psychology holds that we sense with our intellect
and intellectualize with our senses.”

In this case, we observe that the confluence of friendship and jus-
tice finds a reality much more promising for organizational harmony
than the elixir of empathy and sentiment. It is the habit and organiza-
tional activities of the virtue of justice and friendship. It is the heft of
the just and friendly behavior of the exemplar-executive at all levels of

68 Kofman, Meaning Revolution, chap. 2, 51.
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leadership and workers. In A-T radical psychology, friendship is the
highest organizational moral excellence, second even to the individual
virtues and justice; this particular categorical form, this form of moral
intelligence, is the highest kind of moral thinking. Friendship is not
just an impulse or feeling; like justice, it involves calibration, but of a
different kind. It demands that in the contingencies and vicissitudes of
life, we possess the insight and the character to truly achieve the good
of another. Friendship, therefore, requires an act of intelligence; it has
to understand the needs, inclinations, and emotions of the friends so
that it can calibrate the equation that is the friendship between them.

In terms of organizational friendship and justice, we can be just and
friendly in the administration of corporate codes even when we do not
share in the reciprocity and intimacy of close friendship.
Organizational friendship is not a best friend and clique system. It is a
friendship that is grounded on a common allegiance to the mission. It
is best expressed as the camaraderie of serving a purpose and serving
with workers besides, below, and above us and respecting their rights
as friends at work.

In this next case, we examine an action principle where we learn
experience and emulation. In A-T radical psychology, a principle is a
clear starting point when a decision has to be made to perform the right
action, especially in business under contending situations. In business,
it is necessary for managers, team leaders, and workers to be guided by
action principles when contending with customer service and opera-
tional problems. In the 21st century, not only managers but knowledge
workers are expected to practice action principles on a daily basis.
These are principles acquired by senior-level employees who are high-
ly motivated and have learned best practice principles from formal and
informal work education. The following case study is a case study of
passionate engaged performance and radical action of passionate prin-
ciples of love, temperance (emotional mastery) and kindness and
friendliness.
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Zappos:
“I Love My Job, I Love Serving People”

A small story from Zappos illustrates the importance of passionate rad-
ical principles. Several years ago, the firm’s founder and CEO was
attending an all-day, out-of-town meeting with individuals from
Skechers, a manufacturer of shoes. The group went back to the hotel
after the meeting and drank too many drinks at a local bar. They want-
ed to order pizza, but it was past the 11 p.m. deadline for room service
at the hotel. One person in the group suggested that they order out from
a pizzeria. Zappos’ CEO Tony Hsieh suggested, half in jest, that they
call Zappos 1-800 number for ordering shoes. He said they should,
without telling the Zappos call-center employees who they were, ask
for help in finding a pizzeria that would deliver to the hotel. Hsiech made
a bet that the Zappos call-center employee would help because his firm
is dedicated to serving others, regardless of the request. One of the
Skechers people took the CEO up on his boast, and made the call, with
others in the group listening in on the speakerphone. The Zappos call-
center employee was initially confused as to how to respond. But as
Hsieh predicted, she then helped locate the desired pizza establishment.
Tony Hsieh tells this story to illustrate that his firm’s first priority is not
selling just shoes but, instead, creating happiness through service to
others. This statement is more than rhetoric at Zappos. The company,
for example, trains team members on how to fully engage callers, with
the goal of meeting their needs whenever possible. It wants each caller
to Zappos to leave the interaction happier. The company does not use
efficiency metrics (number of calls per hour) to reward its call-center
employees. Nor does it promote “upselling,” where the callers are
encouraged to buy more products beyond their initial purchase. Zappos
like to publicize that some customers stay on the line with its call-cen-
ter reps for hours at a time (with a recent call breaking the firm’s previ-
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ous record in lasting 10 hours and 43 minutes). Paying its employees to
stay on the phone for hours is hard to justify from a profit perspective—
yet that is what Zappos does.®

This case study illustrates clearly how organizations decide to focus
on a virtuous and moral purpose. It also speaks to the executive-exem-
plar function that is responsible for the diffusion of the vision into the
concrete operations and daily practices of virtuous principles and an
intrinsic moral motivation to do the next right thing, for the right pur-
pose, the right way. In the story of Zappos’ call-center, we learn that
the call center employees respond to a challenging, unexpected, and
demanding call (the contending) with the virtuous habits of friendli-
ness and respect, while remaining obedient to the organizational
vision.

Conclusion

In the preparation of this essay, we conducted a brief telephone con-
versation with a small number of organizational psychologists in aca-
demic and teaching roles regarding the concepts of organizational
leadership and spiritual motivation. Quickly during the conversations,
the organizational psychologists stated that they had never considered
the concept worthy of academic attention. They went on to suggest if
they did approach the topic, then it would be important to accurately
design a definition of spirituality and motivation and to develop a mea-
surement instrument. They also indicated that spirituality and the issue
of spiritual motivation was problematic because spirituality is funda-
mentally a matter of individual and highly subjective interpretation.

69 Shaw, Robert Bruce. Extreme Teams (American Management Association, 2017),
78-79.



Radical, Soulful Motivational Psychology and the 215-Century... 247

Scientific management-leadership has separated the planning levels
of leadership from down-the-line action workers. The worker is pro-
grammed by external motivation—outside forces (causation). It re-
moves the need for the worker’s intrinsic moral-spiritual love of the
job or any need for the worker’s moral judgment on how the job should
be done. Regarding the issue of the integration of technical and moral
planning and doing as part of participative management, the organiza-
tional psychologists maintained that they were incompatible.”’70

Although spirituality, as empirical organizational psychologists
claim, is highly subjective, we have argued that there is sufficient and
adequate research on leadership and the attitudes of workers on spiri-
tuality within profit and nonprofit organizations that allows us to con-
struct a philosophical psychology of soulful exemplary leadership-
management that creates a culture of spiritual motivation. Specifically,
for the purpose of this essay, we are encouraged in this endeavor by in-
depth and extensive research. For example, in A Spiritual Audit of
Corporate America: A Hard Look at Spirituality, Religion, and Values
in the Workplace by lan 1. Mitroff and Elizabeth A. Denton, they study
one basic question: what is missing at work. The answer is the soul.
This age calls for a new “spirit of management.” For us, the concepts
of spirituality and soul are not merely add-on elements of a new phi-
losophy or policy of management. Instead, they are the very essence of
a radical organizational, spiritual, and philosophical psychology. We
refuse to accept that whole organizations cannot learn always to foster
soulful and spiritual intrinsic motivation in the workplace.

Mitroff and Denton raise the question that if spirituality defines us
and work plays a large role in our self-definition, why then is there not

70 Edward L. Deci, “An Overview of Work Motivation.” In Readings in Industrial
and Organizational Psychology, ed. Victor H. Vroom and Edward L. Deci (McGraw-
Hill, 1972), 313.
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a more systematic study of spirituality in the workplace? “The short
answer is that there is a strange alliance of influences from conven-
tional academics to New Age thinkers to guardians of U.S. culture and
history which have all put strong barriers in the way of the serious
study of spirituality.”7! A cursory online search will present an over-
whelming number of works on the spirit or the soul, and a growing
number of these books pertain to religion. However, most of the books
on spirituality and business are based on personal, anecdotal accounts
of a single author’s experience with a few organizations. They are not
based on the systematic study of the actual experience of a wide range
of managers. It is not to say such work is not important, but it’s not
clear how applicable it is to a broad range of executives and organiza-
tions. Mitroff and Denton claim that there are two main obstacles to the
development of knowledge of the soul and spirituality in the work-
place, namely 1) impediments from the academe, and 2) language bar-
riers.

Even more comprehensively, we aver in this essay that empirical
organizational psychology is insufficient to address the leadership-
management issue of employee intrinsic motivation of the 21st-centu-
ry business organization. We have proposed a radical psychology
because we believe that business in the 21st century will confront an
environment of radical cultural change of shattering implications, pri-
marily caused by the consequences of Artificial Intelligence. We
believe that Artificial Intelligence will have an impact on the global
economy greater than the impact of the Industrial Revolution of the
19t century. The revolution is not so much that jobs are going to be
replaced by robots as much as it is a revolution driven by Al algorithm
engineers, big data, and computing power.

7Ian 1. Mitroff and Elizabeth A. Denton. 4 Spiritual Audit of Corporate America
(Jossey-Bass, 1999), 14.
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Exploring the full implications of this change is well beyond the
task of this essay, but we mention the matter because it adds credence
to our argument that in the coming days of business and the symbiotic
confrontation of the human person and artificial agency, a soulful
motivational psychology is required. We conclude, therefore, by rec-
ommending a decisive and moral visionary work on this issue: A/
Super-Powers China, Silicon Valley, and the New World Order by Kai-
Fu Lee. The work presents Kai-Fu Lee as one of the world’s leading
experts in Artificial Intelligence research, as a technology executive
and highly successful venture-capital investor in both China and the
United States. He is the chairman and CEO of Sinovation Ventures and
the President of the Artificial Intelligence Institute. As a researcher at
Apple, he led Al projects in speech and natural language.

His predictive theory on the Al revolution is grounded on General-
Purpose Technologies (GTPs) that drive economic growth. In the
Industrial Revolution, technologies like the railroad, steam engine,
electricity, television, etc. led to growth and jobs in the economy. Kai-
Fu adroitly points out that, unlike GPTs of the first and second
Industrial Revolutions, the Al revolution , “will take over the execu-
tion of tasks that meet two criteria: they can be optimized using data,
and they do not require social interaction... much of today’s white-
collar work is paid to take in and process information, which is pre-
cisely what Al algorithms do best.”72 Kai-Fu presents a summary of
predictions of unemployment figures over the next twenty years and
estimates a best case of 35 to 50% global. He offers his social politi-
cal response to this situation, and it is his response to the Al
Revolution that appeals to the Radical Soulful Spiritual Psychology of
this essay.

72 Lee, Kai-Fu. AI Superpowers: China, Silicon Valley, and the New World Order
(Houghton Mifflin Harcourt, 2018), 152.
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Kai-Fu, as one of the top Al researchers in the world, founder of the
best computer science research institute in Asia and founder of Google
China, created his own successful venture-capital fund, authored best-
selling books in Chinese, and amassed one of the largest social media
followings in China. In the last three chapters of A/ Superpowers, he
proposes his social political response to the Al Revolution. The title of
Chapter Seven, “The Wisdom of Cancer,” clearly bespeaks a version
of a radical motivational psychology. At the peak of his career, this rec-
ognized scientist and entrepreneurial leader of the Al global revolution
was diagnosed with stage four lymphoma. He immediately began writ-
ing his will, sought treatment with an exceptional Chinese oncology
medical team, and began his own algorithmic methodology research in
tandem with the medical team. Furthermore, soon after the diagnosis,
he spent time at the Fo Guang Shan Buddhist monastery in the south
of Taiwan with the Venerable Master Hsing Yun. Kai-Fu was fortunate
because of excellent treatment and some radical-progressive medical
techniques, his cancer went into remission, but there is also the story
of the spiritual, psychological, radical motivational transformation that
began in the Buddhist monastery.

The spiritual story of Kai-Fu is typical of so many driven business
types today. They are the “I am spiritual, but not religious.” He writes:
“I had practiced Christianity while growing up in the United States,
and although I no longer ascribe to a religious faith, I maintain a belief
in a creator of this world a power greater than our own ... but for
decades had never critically examined or doubted this core motivating
belief in me.”73

Then one morning over breakfast Master Hsing Yun asks him the
critical existential teleological question: “Kai-Fu, have you ever
thought about what your goal is in life?” Kai-Fu without hesitation

73 Lee, AI Superpowers, 188.
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gives his patent algorithmic answer, “To maximize my impact and
change the world.”74 Master Hsing Yun for a moment remained silent
and responded:

What does it really mean to ‘maximize impact?” When people speak in
this way, it’s often nothing but a thin disguise for ego, for vanity. If you
truly look within yourself, can you say for sure that what motivates you
is not ego? It’s a question you must ask your own heart, and whatever
you do don’t try to lie to yourself ... Kai-Fu, humans aren’t meant to
think this way. This constant calculating, this quantification of every-
thing, eats at what’s really inside of us and what exists between us. It
suffocates the one thing that gives true life: love...Many people under-
stand it, but we have to feel it in our bones just how small we are, and
we must recognize that there’s nothing greater or more valuable in this
world than a simple act of sharing love with others. If we start from
there, the rest will begin to fall into place. It’s the only way we can truly
become ourselves.”s

Kai-Fu honestly admits in his book that he discovered in his soul-
ful battle with cancer the real threat of the AI Revolution. He realized,
in a truly real sense, that “This algorithmic way of thinking wasn’t just
‘suboptimal’ at allocating time.” It robbed him of his humanity;
indeed, he thought and advocated algorithmic soulless leadership. In
his spiritual dialogue with the monk, we can point out the critical rea-
son for a radical, soulful, spiritual motivational psychology for the 21st
century in the question: “What does it mean to maximize impact? This
constant calculating, this quantification of everything, eats at what’s
really inside of us and what exists between us.” We need a truly radi-

74 Lee, AI Superpowers, 188.
75 Lee, AI Superpowers, 188-9.
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cal soulful spiritual motivational business psychology for 21st century.
The constant soulless calculating and quantification of everything
destroys true intrinsic motivation.

— G

Radical, Soulful Motivational Psychology
and the 21s-Century Passionate Organization
SUMMARY

This essay examines the problem of employee motivation as it relates to job per-
formance in a business organization. We begin the examination by presenting the
situation from a recognized study released by Deloitte University Press in 2017,
titled “If you love them, set them free.” It was published as a business paper
addressing the problem of low worker engagement as a motivational issue of
worker passion. We address the topic of leader-management motivation from the
perspective of an organizational psychology. However, we argue in this essay that
it is a problem beyond the meta-theory, principles, and methodology of empirical
psychology. We do, however, hold that empirical organizational psychology on
the subject of the relationship of leadership-management motivation and employ-
ee engagement does offer necessary ideas worthy of application; however, the
meta-theoretical assumptions and applications of empirical organizational psy-
chology are insufficient for addressing the issue of leadership-management moti-
vation. We argue that motivation for the 2 15t-century passionate organization is a
matter best treated from the perspective of a radical soulful organizational moti-
vational psychology based on Aristotelian-Thomistic principles.

Keywords: Aristotelian-Thomistic Radical Organizational Psychology,
Intrinsic Motivation, Virtue/Virtuous Habits, Exemplar-Executive Leader,
Love (Virtue of), Passions (Emotions), Hope and Fear, Prudence, Social
Intelligence/Estimative Intelligence, Friendship (Organizational), Aristotle,
Thomas Aquinas, Herb Kelleher, Abraham Maslow, Kai-Fu Lee
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