ORGANIZATIONAL BEHAVIOUR
CHAPTER ONE 
Organizational behaviour is the field of study devoted to understanding, explaining and ultimately improving the attitudes and behaviours of individuals and groups in organizations.
 
Human resource management:  takes the theories and principles studied in OB and explores the 'nuts and bolts' applications of those principles in organizations.
 
Strategic management: focuses on the product choices and industry characteristics that affect an organizations profitability. 
 
The Role of Management Theory
 
Classical Approaches 
· Put emphasis on specialization, coordination and efficiency.
Scientific management method: using observation/measurement/experimentation to yield results]
Bureaucracy - organizing, coordinating, and controlling human work activities. 
 Human Relations Approach
· [involves needs/attitudes of workers and their effect on employees] productivity/light theory
Contemporary Management Theory - where we are today 
· We consider both aspects of a situation, meaning classical and human relations approaches are valid.  
Two outcomes of organizational behaviour are 
1. Job performance
1. Organizational commitment 
 
Factors that affect these outcomes are
1. Job satisfaction
1. Stress 
1. Motivation 
1. Trust, justice, ethics
1. Learning and decision making
 
Resource based view: ob is important because it expresses that organizations require not only profit but knowledge/wisdom/good reputation 
Things are of value if they are 
1. Rare: oil, diamonds but also people, to find motivated, talented knowledgeable workers is hard
1. Inimitable: cannot be copied. People are inimitable with history, numerous small decisions, and socially complex resources
 
Companies who value organizational behaviour have an increase in profit and decrease in turnover
 
Goals of Organizational Behaviour
Predicting organizational behaviour and events
Explaining organizational behaviour and events in organizations
Managing/improving organizational behaviour 
CHAPTER TWO
Job Performance
It is...
· Behaviour
· Under employees' control 
· Contributes positively or negatively 
Job Performance is 
1. Task performance 
Behaviours that are directly involved in the transformation of resources into the goods or services
Included in a job description 
Routine / adaptive / creative behaviours 
Routine task performance: well-known responses to demands that occur in a normal, routine predictable way. [flight attendant and the seatbelts]
Adaptive task performance: responses to the unexpected [plane crash]
Creative task performance: develop ideas or physical outcomes that are novel and useful
Behaviours that identify with task performance are discovered by a job analysis broken down into three steps
Activities for the job are listed
The activities are rated (frequency, importance) 
The ones with the highest rating are defined as task performance
Organizational Citizenship Behaviour
Voluntary activities that contribute to the organization by improving the work setting
They are voluntary and may or may not be rewarded
· Interpersonal 
· Helping 
· Courtesy 
· Sportsmanship
· Organizational 
Voice: offering suggestions for change
Civic virtue: deep involvement (meetings, readings)
Boosterism: acting properly in public 
Counterproductive Work Behaviours
Behaviours that intentionally hinder organizational goal accomplishment
Interpersonal 
 
Evaluating job performance 
 
Management by Objectives: employer gives a set of goals and a timeline to accomplish them, to which the employee agrees. Afterward an assessment of the completion of these goals is held
 
Behaviourally Anchored Rating Scales: uses critical incidents as a measuring tool for managers to evaluate employees
 
360-Degree Feedback: getting information from everyone who surrounds the employee. Does a personal assessment as well, then compares. 
 
Forced Ranking: three categories [top twenty percent (A players) the vital middle 70 percent (B players) and the bottom 10 percent (C players)]
 
Social Networking Systems: using social network-style system within the company to gain feedback, ask questions, post relevant information etc. 
	Organizational 
	Production Deviance
· Wasting Resources
· Substance Abuse
	Property Deviance
· Sabotage
· Theft

	Interpersonal
	Political Deviance 
· Gossiping
· Incivility 
	Personal Aggression
· Harassment
· Abuse
 
 

	 
	Minor
	Serious


CHAPTER THREE
Organizational Commitment 
 
Defined as: An employee's desire to remain in the organization
 
It is important because it influences whether an employee stays (is retained) or leaves to pursue another job (turns over)
Low commitment = withdrawal behaviour (avoid the work situation, may lead to quitting)
· 2/3 of Canadians are voluntary willing to quit their jobs 
· Risky for companies in a competitive market
· Particularly difficult if they have special skills 
Three Forms of Commitment
1. Affective commitment: emotion-based reasons [WANT TO]
1. Continuance commitment: cost-based reasons [HAVE TO]
1. Normative commitment: obligation-based reasons [OUGHT TO]
 
Embeddedness: employee's connection to and sense of fit in the organization and community 
Job satisfaction <=> affective commitment 
Social Network Diagram
The erosion model: employees with fewer bonds will be most likely to quit the organization 
(How many)
 
The social influence model: employees who have direct linkage with 'leavers' will be more likely to leave
(Who they are)
Reacting to Negative Events

Voice: an active, constructive response in which individuals attempt to improve the situation
Loyalty: a passive, constructive, response that maintains public support for the situation while the individual privately hopes for improvement 
Exit: active, destructive response by which an individual either ends or restricts organizational membership. Known as physical withdrawal.
Neglect: defined as passive, destructive response in which interest and effort in the job declines. Known as a psychological withdrawal. 
 
	Voice
	Active
	Constructive

	Loyalty 
	Passive
	Constructive

	Exit
	Active 
	Deconstructive

	Neglect
	Passive 
	Deconstructive 


 
Withdrawal Behaviour 
 
Psychological: daydreaming, looking busy, socializing, moonlighting, cyber loafing
 
Physical: tardiness, missing meetings, quitting, absenteeism, long breaks 
 
Models of Withdrawal
 
1. Independent forms model: no relationship between the behaviours, just does not like the job (engages at random)
 
1. Compensatory forms model: choosing one behaviour because the alternative is conflicting 
 
1. Progression model: begins as small behaviours of withdrawal, but grows into bigger behaviours. Late -> Absent
 
How they all relate: 1: not related 2: negatively related 3: positively related 
 
Trends That Affect Commitment 
 
Changing demographics: diversity in ethnicity/age/gender 
· Thinking about work differently 
· Younger generations are not on the same mindset about work as older generations
 
Changing employee/employer relationships 
· Psychological contracts
· How they relate to the organization
· A person's beliefs about what they owe the organization
 
Relational contracts = greater commitment 
 
Commitment can be increased …
· Perceived organizational support (POS)
Continuance = salary and benefits]
· What can we (organization) do to help?

 CHAPTER FOUR 

Job Satisfaction 
 
One way of looking at different topics in organizational behaviour 
· Is a pleasurable emotional state based on
· How you feel about your job
· What you think about your job
 
**81% of Canadians are satisfied with their jobs
From there 88% are satisfied with their coworkers  
 
Job provides the things that they value
 
· Value-percept theory 
Dissatisfaction = (Vwant-Vhave) (Vimportance)
           How much the employee wants, minus how much he/she actually gets times how important the value itself is to the employee?
Commonly Assessed Work Values 
 
· Difference in the specific value to a person 
 
Overall satisfaction is based on the individual makeups of worker satisfaction 
 
Most important facet of job satisfaction - work itself, then co-workers, supervision, promotion, pay 
 
Work itself - job satisfaction is then one very strong factor of life satisfaction 
 
Job Characteristics Theory
 
Green are mediators, they explain the process 
 
5 core job characteristics - high or low score 
 
Moderators say when it will or won't work 
 (Growth need strength and knowledge n skill)
 
1. Variety : extent that individuals get to use different skills at work 
· The more you have the more you experience meaningfulness in your work 
1. Identity : with regard to seeing a piece of work from beginning to end 
· Involved in a work campaign - start with customer- develop work with team- present to customer (high identity) 
· Compared to someone who manufactures a piece of a computer but never sees the final product (low identity) 
1. Significance : belief that the job really matters
1. Autonomy: freedom to do things, scheduling tasks, time spent on tasks 
1. Feedback: knowing how you are doing at work 
· Feeling good about your work 
 
Job enrichment: is about enriching a job, making it richer 
· Increasing the five characteristics 
 
Moods and Emotions 
 
Job satisfaction reflects what you think and feel about your job 
· Rational 
· Emotional 
· Moods - mild , longer and not directed at anything
· Emotions - intense , short lived directed at someone or something 
 
Distinctive based on how we express them to others
 
A satisfied employee feels good about their job on average 
 
Affective events theory explains job satisfaction: (attitude) - something happens (event), causes emotional reaction, affects attitude (job satisfaction) 
 
Tying it all together - value-percept theory 

Examples of commonly assessed work values are:
1. Pay
1. Promotions 
1. Supervision 
1. Co-workers 
1. The work itself
1. Altruism 
1. Status 
1. Environment
 
A job is a collection of tasks, relationships and rewards
 
Work itself is the biggest correlation with overall job satisfaction 
 
Three psychological states make work satisfying 
1. Meaningfulness of work : degree to which work counts as in the employees systems of beliefs
1. Responsibility for outcomes: degree to which they are the key drivers to the quality of work
1. Knowledge of results: reflects how much the employees know about how well they are doing
 
The job characteristics theory, which is the five items that explain intrinsically satisfying jobs (VISAF)
 
Knowledge and skill: degree to which employees have the aptitude and competence needed to do their job 
Growth need strength: degree to which employees wish to develop themselves further  
 
Job satisfaction is correlated with task performance 
 
More satisfied the employee the better the tasks required of them are completed 
Job satisfaction and citizenship behaviour 
 
Organizations are in control of job satisfaction based on JDI
JDI: job descriptive index
 
CHAPTER FIVE

Stress: psychological response to demands that taxes or exceeds a person's capacity or resources
Stressors: demands that cause stress response
Strain: the consequences that occur/stress reaction
Transactional theory of stress: explains how stressful demands are perceived and appraised
Primary appraisal: you encounter a demand - is this stressful?
· Not stressful requests are benign 
· Hindrance stressors get in the way of goal accomplishment 
· Challenge stressors help goal accomplishment  
People react to stress differently 
Coping can be behavioural or cognitive 
· Problem focused is targeting the stressor 
· Emotion focused 
Primary appraisal - significance and meaning of stressors / implication on personal goals and overall well-being 
Stress 
·  physiological strains : reactions from stressors that harm the human body
· Psychological strains : depression, anxiety and anger
· Behavioural strains : patterns of negative behaviours that are associated with other strains 
Types of Stressors
Hindrance: hinders progress toward a goal and growth
Challenge: stressors appraised for opportunities for growth and achievement 
Two moderators 
Social support - can make the difference in someone experiencing stress and the stress reaction can be diminished 
· Instrumental support addresses a stressful demand directly
· Emotional support is empathy and understanding people receive from others / alleviate emotional distress from stressful demands  
Type A personality - competitive, go-getters, aggressive, controlling impatient and hostile (perceive more stress) and (react with greater stress reaction) 
Stress audit assesses the sources of stress in the workplace
To reduce stress you may try job sharing which is two people sharing the responsibilities of one job 
To help cope with stress:
· Training interventions : practices that increase employees' competence and skills
· Supportive practices : ways in which organizations help employees manage and balance their demands 
To reduce strains 
· Relaxation techniques : calming activities to reduce stress
· Cognitive behavioural techniques : various practices that help workers cope with life's stressors in a rational manner
· Health and wellness programs : employee assistance programs that help workers with personal problems such as alcoholism and other addictions 
Challenge n work 
 
Time pressure- time allotted to do job is not enough 
Work complexity - tax or exceeds employee capabilities 
Work responsibility - number and importance of obligations that an employee has to others 
 
Hindrance n Non-work
 
Work-family conflict - work role hinders family role or vice versa
Negative life events - divorce, death of a family member
Financial uncertainty - potential loss of livelihood savings or ability to pay expenses 
 
Challenge n non-work 
 
Family time demands - amount of time committed to fulfilling family responsibilities 
Personal development - participation in activities outside work that foster growth and learning 
Positive life events - marriage, birth of a child
 Hindrance n work
 
Role conflict - whose needs do you tend to
Role ambiguity - don’t know what's expected of you 
Role overload - excess demands on an employee preventing effective work 
Daily hassles - minor day-to-day issues

Coping Strategies
	 
	Problem-focused 
	Emotion-focused 

	Behavioural methods
	Working harder
Seeking assistance 
Acquiring additional resources 
	Engaging in alternative activities 
Seeking support
Venting anger

	Cognitive methods 
	Strategizing
Self-motivation 
Changing priorities 
	Avoiding, distancing, ignoring
Reappraising 



Chapter Six

Motivation : the extra fuel 
 
Motivation determines the :
· Direction of effort : what are you going to do right now
· Intensity of effort: how hard are you going to work on it
· Persistence of effort : how long are you going to work on it for
 
Engagement: can mean motivation or affective commitment 
 
Extrinsic and Intrinsic Outcomes 
 
Extrinsic: pay , bonuses 
Intrinsic: interestingness, accomplishment 
 
Three Theories of Work Motivation 
 
Expectancy Theory : tries to explain the level of effort someone is going to put into a task based on effort and performance. Describes the cognitive process of making a choice 
· Expectancy : if I exert a lot of effort will I perform well? 
· Instrumentality : If you perform, what is the probability you will get outcomes 
· Valence : will the outcomes be satisfying/ of value
 
Commonly Studied Needs in OB
 
Needs: cluster of outcomes viewed as having critical psychological or physiological consequences
 
	Need Label
	Alternative Labels
	Description

	Existence
	Physiological/safety 
	The need for food, shelter, safety and protection required for human existence

	Relatedness
	Love, belongingness 
	The need to create and maintain lasting, positive, interpersonal relationships

	Control 
	Autonomy, responsibility 
	The need to be able to predict and control one's future

	Esteem 
	Self-regard, growth
	The need to hold a high evaluation of oneself and to feel effective and respected by others

	Meaning 
	Self-actualization 
	The need to perform tasks that one cares about and that appeal to one's ideals and sense of purpose 


 
Extrinsic motivation: desire to put forth work due to some contingency that depends on task performance
Intrinsic motivation: desire to put forth work due to the sense that task performance serves as its own reward
 
Goal Setting Theory 
 
Goals as the primary drivers of the intensity and persistence of effort
· Assigning employees specific (goal specificity) and difficult (goal challenge) goals will result in higher levels of performance 
· Works well with complex tasks 
 
Self-set goals: internalized goals people use to monitor their own progress
Feedback, task complexity and goal commitment 
 
Two Types of Goals 
 
Performance goals : focus of the individual is on the outcome
Learning goals : focused on the learning 
 
SMART Goals
Specific, Measurable, Achievable, Results-based, Time-sensitive 
 
	Strategy 
	Description

	Rewards
	The goal achievement to the receipt of monetary or non-monetary rewards.

	Publicity
	Publicize the goal to significant others and co-workers to create some social pressure to attain it.

	Support 
	Provide supportive supervision to aid employees if they struggle to attain the goal.

	Participation 
	Collaborate on setting the specific proficiency level and due date for a goal so that the employees feels a sense of ownership over the goal. 

	Resources 
	Provide the resources needed to attain the goal and remove any constraints that could hold back tasks efforts.


 
Equity theory 
 
Employees create a mental ledger of the outcomes they receive for their job inputs, relative to some comparison other
 
Key components of the theory
 
Comparison other: another person who provides a frame of reference for judging equity 
"cognitive calculus" 
 
1. Your outcomes / your inputs = other's outcomes/ other's inputs 
No actions are needed because you feel equal
1. Your outcomes / your inputs < other's outcomes/ other's inputs 
Triggers equity distress, internal tension can only be alleviated by restoring balance
1. Your outcomes / your inputs > other's outcomes/ other's inputs 
Increase your inputs
 
Psychological Empowerment 
 
Energy rooted in the belief that tasks are contributing to some larger purpose
1. Meaningfulness: state reflecting one's feelings about work tasks, goals and purposes, and degree to which they contribute to society 
1. Self-determination: sense of choice in the initiation and continuance of tasks
1. Competence: capability to perform work tasks successfully
1. Impact: sense that a person's actions 'make a difference' -  that progress is being made toward fulfilling a certain purpose
 
 Chapter 7

Organizations reputation matters to potential customers, but also potential employees 
· Employees value companies with clean reputations
Reputations depend on trust
Trust: the willingness to be vulnerable to a trustee based on positive expectations about the trustee's actions and intentions
· Trustee(manager, organizations) is trustworthy and will act in a way that benefits the trustor(employee, customer)
Trust in organizational authorities 
· CEO
· Top management team
· Supervisors/ managers
They are the face of the company and have significant influence on performance and commitment of employees
Trust depends on justice and ethics
Justice: the perceived fairness of an authority's decision making
Ethics: the degree to which the behaviours of an authority are in accordance with generally accepted moral norms
TRUST
1. Disposition-based: trust that is rooted in one's own personality as opposed to a careful assessment of the trustee's trustworthiness 
Some trustors are high in (trusting)
Trust propensity: general expectation that words, promises and statements of an individual can be relied upon
1. Cognition-based: rooted in a rational assessment of the authority's trustworthiness 
Depends on trustworthiness (characteristics/attributes of a person that inspire trust-competence, benevolence, character
Ability: skills, competencies and areas of expertise that enable an authority to be successful in some specific area
Benevolence: belief that an authority wants to do good for a trustor, apart from any selfish/profit-centred motives
Integrity: perception that an authority adheres to a set of values and principles that the trustor finds acceptable
1. Affect-based trust: trust that depends on feelings toward the authority that go beyond any rational assessment of trustworthiness 
JUSTICE
It provides behavioural evidence that an authority might be trustworthy
1. Distributive justice: perceived fairness of decision-making outcomes
(pay, promotions etc allocated fairly using proper norms)
1. Procedural justice: perceived fairness of decision-making processes
Adhere to rules of fair process (voice: employees have a chance to say their opinions, correctability: request appeal)
Consistency, bias suppression, representativeness, accuracy  
1. Interpersonal justice: perceived fairness of the interpersonal treatment received by employees from authorities 
1. Informational justice: perceived fairness of the communications provided to employees from authorities 
ETHICS 
Why people behave in a manner consistent with generally accepted norms of morality 
1. Prescriptive: scholars in philosophy debating how much people ought to act using various codes and principles
(legal, medical and economics)
1. Descriptive: scientific studies to observe how people tend to act based on certain individual and situational characteristics 
(psychology) 
Whistle blowing: employee's exposing illegal or immoral actions by their employer 
Four-component model: a model that argues that ethical behaviours result from the multistage sequence of moral awareness, moral judgement, moral intent and ethical behaviour
1. Moral awareness: recognition by an authority that a moral issue exists in a situation
Moral intensity: degree to which an issue has ethical urgency
Moral attentiveness: the degree to which people chronically perceive and consider issues of morality during their experiences
1. Moral judgement: when an authority can accurately identify the right course of action
Cognitive moral development: as people age and mature, they move through several states of moral development, each more mature and sophisticated than the prior one
Moral principles: prescriptive guides for making moral judgements
1. Moral intent: an authority's degree of commitment to the moral course of action 
Moral identity: the degree to which a person views himself or herself as a moral person 
HOW IMPORTANT IS TRUST
Economic exchange: work relationships that resemble a contractual agreement by which the employees fulfill job duties in exchange for financial compensation
Social exchange: work relationships that are characterized by mutual investment, with employees willing to engage in 'extra mile' sorts of behaviours because they trust that their efforts will eventually be rewarded 
 
Corporate social responsibility: a perspective that acknowledges that the responsibility of a business encompasses the economic, legal, ethical, and citizenship expectations of society
 
Chapter 8 

Learning and decision making go together 
 
Two kinds of knowledge
Explicit: can be transferred (like in class),readily available to most, processed cognitively 
Tacit: difficult to articulate to others, learn by experience, highly personal in nature, sometimes unaware they possess it (job/situation specific) 
Methods of learning 
1. Operant learning theory
· learning by doing 
Increase Desired Behaviours 
· When a behaviour you want happens, then the consequence is added (positive reinforcement)
· Negative reinforcement could be the nagging, getting it to stop, or removing an unwanted consequence 
Decrease Unwanted Behaviours 
· Extinction - decrease the probability of a behaviour by removing a wanted outcome (slowly taper off) 
· Punishment- must be aversive, unwanted outcome consequence is added
Schedules of Reinforcement 
· How often and at what time points do you apply the reinforcement [how effective will it be]
1. Social learning theory/cognitive learning theory
· learning by observing 
Learner focuses on the behaviours performed by the model
The observer has to remember the behaviours that the model used 
· Important the observer has the requisite skills 
Must observe the model receiving the reward (if I perform this way I will receive the same outcome)
Schedules of Reinforcement
	Reinforcement schedule
	Reward given following:
	Potential level of performance
	Example

	Continuous 
	Every desired behaviour
	High, but difficult to maintain 
	Praise

	Fixed interval 
	Fixed time intervals 
	Average 
	Paycheque 

	Variable interval 
	Variable time periods
	Moderately high
	Supervisor walk by

	Fixed ratio
	Fixed number of desired behaviours
	High
	Pierce-rate pay

	Variable ratio
	Variable number of desired behaviours
	Very high
	Commission pay


Goal Orientation
Learning orientation
· Focus on building competence
Performance-prove orientation
· Focus on demonstrating competence to gain favourable approval
· Show that you mastered the skill
Performance-avoid orientation
· Focus on demonstrating competence to avoid disapproval 
· Trying to avoid looking incompetent 
Methods of Decision Making
Programmed Decision
· You have done it before
· Level of intuition
Non-programmed Decision 
· Seeing this problem for the first time 
Rational decision making model
· Makes big assumptions about our capacity to be rational decision makers
Decision making problems
· Limited information (bounded rationality model - there are bounds to our capabilities and resources)
· Satisficing: accept first accepted alternative considered 
Faulty Perceptions
1. Selective perception: environment only affects them and their own expectations  
1. Projection bias - how you think feel act you think the other person would too
1. Contrast - job interview after someone who is superior/less than you 
1. Heuristics: simple efficient rules allow for more effective decision making
1. Availability bias: decisions based on the easier accessed information 
Faulty attributions
Attribution - how we explain people's behaviour
1. Fundamental attribution error: something internal (lazy, don't care)
1. Self-serving bias: own successes explained based on internal factors, but failures are external factors 
3 determinants of someone's behaviour
1. Consensus: everyone engaging in the behaviour, only them engaging in the behaviour (did others arrive late)
1. Distinctiveness: circumstances [helpful at work but at home they don’t go out of their way for anything] 
1. Consistency: always engage in ocb, internal 
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Personality/cultural values
· Capture what people are like as individuals
Ability
· Captures what people can do as individuals 
Key elements of personality
1. Relatively stable set of characteristics 
1. Genetically determined
1. Affects people's attitudes and behaviours
1. Can change over time 
Locus of control 
Internal: you can make your own destiny
External: fate has already made a plan for you 
 
 
The Big Five
	C
	A
	N
	O
	E

	Conscientiousness 
IT IS 
· Dependable
· Organized 
· Reliable 
· Ambitious 
· Hardworking 
· Persevering
IT IS NOT
· Careless 
· Sloppy
· Inefficient 
· Negligent 
· Lazy 
· Irresponsible  
	Agreeableness 
IT IS
· Kind
· Cooperative 
· Sympathetic 
· Helpful 
· Courteous 
· Warm 
IT IS NOT
· Critical 
· Antagonistic 
· Callous 
· Selfish 
· Rude 
· Cold 
	Neuroticism 
IT IS
· Nervous
· Moody 
· Emotional 
· Insecure 
· Jealous 
· Unstable 
IT IS NOT
· Calm
· Steady 
· Relaxed 
· At ease 
· Secure 
· Contended 
	Openness 
IT IS 
· Curious 
· Imaginative 
· Creative
· Complex
· Refined
· Sophisticated 
IT IS NOT
· Uninquisitive 
· Conventional 
· Conforming 
· Simple
· Unartistic 
· Traditional 
	Extraversion
IT IS
· Talkative
· Sociable 
· Passionate 
· Assertive
· Bold 
· Dominant 
IT IS NOT
· Quiet 
· Shy 
· Inhibited 
· Bashful 
· Reserved 
· Submissive  
 


Cultural Values
 
Individualistic: loose knit social framework which people take care of themselves and immediate family
Collectivistic: tight social framework in which people take care of the members of a broader in-group and act loyally to it
LOW Power Distance: distributed more equally
HIGH Power Distance: unequally distributed 
LOW Uncertainty Avoidance: culture tolerates uncertain and ambiguous situations/values unusual ideas
HIGH Uncertainty Avoidance: threatened by ambiguous situations 
Masculinity: assertive and acquisition of money and things
Femininity: caring for others and caring about quality of life
Short-term orientation: values are past and present
Long-term orientation: future values (persistence, prudence, thrift)
 
Cognitive Abilities
· Verbal 
· Quantitative 
· Spatial 
· Perceptual 
· Reasoning 
Emotional Intelligence 
· Self-awareness 
· Other awareness 
· Emotion regulation 
· Use of emotion 
Physical Abilities
· Strength
· Stamina 
· Flexibility  
· Coordination
· Psychomotor abilities 
· Sensory abilities 
ABLE: cognitive, emotional and physically able 
Reasoning ability: diverse set of abilities associated with sensing and solving problems using insight rules and logic
Spatial ability: visual and mental, manipulation of objects and space
Perceptual ability: perceive, understand, recall patterns of information 
 


 
 

