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                                                                   Introduction
          Ability is the possession of the required skills to do a given task assigned to someone. Ability can be in form of cognitive ability which is referred to as the capacity to mentally process, comprehend and manipulate as well as being able to learn from the behavior of the surrounding human beings. Cognitive abilities largely entail what some people can call intelligence.
              Industrial-organizational psychology is a branch in psychology that applies psychological theories and principles to organizations.it is usually referred to as I/O psychology, this field focuses on increasing workplace productivity, the micro environment and related issues such as the physical and mental well-being of employees. Industrial-organizational psychologists perform a wide variety of tasks, including studying worker attitudes and behavior, evaluating companies, and conducting leadership training. The overall goal of this field is to study and understand human behavior in the workplace.
              People who work in this area might assess employee characteristics and then match these individuals to jobs in which they are likely to perform well. Other functions that fall on the industrial side of I-O psychology include training employees, developing job performance standards, and measuring job performance.
               The organizational side of psychology is more focused on understanding how an organization`s setting affects individual behavior. Organizational structures, social norms, management styles, and role expectations are all factors that can influence how individuals behave within an organization.  (The US Bureau of labor statistics). By understanding such factors, I-O psychologists hope to improve individual performance and health while at the same time benefiting the organization as a whole.
[bookmark: _GoBack]For industrial and organizational psychology to be well understood there has to be a detailed understanding of the individuals within the organization and this will demand for cognitive ability and the employee`s ability to perform tasks well (Triandis,1990).
Literature review
            Neil Anderson and Silvia Moscoso both professor from Spain argued in their journal international validity generalization of general mental ability and cognitive abilities that the operational validity of GMA and other specific cognitive abilities, including verbal, numerical, spatial‐mechanical, perceptual and memory are very good predictors of job performance and training success across Europe and the US. Evidence for the international validity generalization of GMA and specific cognitive abilities was presented. They went ahead to conduct an analysis in the US alone, only to realize a higher operational ability. I agree with them because in a normal setting, before an employee is given a job there is an interview done to prove if the individual is qualified to handle the job. 
              The interview is usually aimed as testing the intelligence of the person to take the job and it is assumed that a more intelligent person be it natural or artificial intelligence is more likely to execute a given task in a more efficient way than an individual who is not. However, they failed to factor in outstanding characters in the society who have talents at certain tasks for instance leadership. These individuals do not require to possess cognitive ability or any other skills, they naturally have the ability work effectively. This makes interviews that aim at cognitive abilities somehow in accurate in selecting an employee who is able to do an outstanding job 
             Melanie Ohme and Hannes Zachery in their journal titled Job performance ratings argued that routine tasks at work places give little outcome to the employee as e is only exposed to the daily process of performing a given task which is repetitive over and over again. The individual’s ability to handle something else out of what he is used to in the daily routine becomes an uphill task to him which may have a negative psychological effect.  They also conducted a research across America to check the level of mental health and social satisfaction between individuals doing routine jobs and those doing non routine jobs which are more interactive. They concluded that individuals who carry out non routine tasks at their work places are more satisfied psychologically and have good mental health compared to their routine task counterparts. I agree with them because they go ahead to recommend that organizations should expose most of their employees to constant problem solving tasks that include the need to collaborate with other members within or outside the organization (Kozlowski, 2012). 
                  This is very practical because, not only will the individuals be exposed to the “outside” world but they will also have an opportunity to create links and network to professionals in the same field but from different organizations. Reduction of these routine tasks at the workplace can be dealt with through adoption of modern ways of operations like the use of mechatronics engineers (in the case of mechanical engineers, electric engineers and computer engineers) which helps to combine different disciplines into one occupation that is able to meet a wide range of multidisciplinary job demands and solve the same problems but with a better advantage to the employee since there is more exposure.
              As argued by Bruch Spychala and Wiegel, 2013, collaborative problem solving abilities have been identified as the key factors in producing organizational transformations to a higher level. With the help of collaborative problem solving researchers and empirical research, tools necessary for incorporation of these abilities at various levels at the work place have been made easier and more research is being done concerning the same. I agree with these scholars because their argument brings the clear picture of the daily problems faced by organizations like resource management deficiencies, inadequate market and inability to effectively compete in the market and many more need to be solved and the only way to solve these problems is by having a problem solving mental perception at all times and levels in any given organization. However, this may defer from country to country because some nations have their constitution clearly stating how industrial operations should be carried out. This is majorly for the case of organizations that have the executive involved in decision making process of the organization (Sinangil, 2018).
              Michael J. Stevens in his journal implications of human resource management argues that focus on knowledge, skills and abilities should be routinely mentioned as desirable team member characteristics  rather than personality which includes attributes like trust, openness, flexibility, helpfulness and supportiveness as this will give a more positive outcome since the technical part will have been solved and there is minimal contribution by the personality of the individual at the workplace. He went ahead to argue that if there is any need to have a certain personality at work along with the technical requirements, there should be some programs put in place to train individuals at the work place on the need to have the attributes. I disagree with him because as much as the technical competence of an individual at the workplace is important, interpersonal attributes are also important as they will lead to a better overall relationship among workmates (Jex, 2002).
                 The mental health of an individual should also be well looked into because for instance an employee is given a task to deal with customers yet the individual is introverted naturally, there will be a mental pressure for the person to possess a certain personality for them to fit well in their occupation which will be ill psychologically since there will be less comfort at work. The need to have training programs at work will not only be costly and time wasting, it will also be in efficient because it is really hard to inflict a certain personality to an adult due to the psychological nature of adult human beings. Instead, the desirable traits for a workmate should be both technical (consisting of skills, knowledge and ability) and interpersonal attributes like trust, helpfulness, openness and flexibility) so that an individual is able to effectively execute a given task with passion and dedication with or without supervision. This will also ensure good mental health and better outcomes (Rogelberg, S. G. 2007).

        In conclusion, many theory development and empirical investigation of cognitive ability have shown this measure to be valid and a fair predictor of important job outcomes in organizations throughout the world. Despite its success compared to other instruments, researchers using various technologies to conduct this test have not been able to access many parts of the world it ensures it is adopted. Ability of an individual is easily affected by the work environment and nature of the workplace and can easily affect the psychological state of an individual. This should be looked into by various heads of institutions to ensure a taskforce welfare so as to ensure as much as the organization is making progress financially it is also progressing socially. Requirements for job offers at various workplaces should ensure both interpersonal attributes and technical competence are factored in so as to ensure some rights are not violated and effectiveness of solving various problems is achieved. Ability and industrial-organizational psychology are closely related challenging various human resource departments across the world to ensure the ability of an individual is well looked into as well as other attributes to ensure success in any given organization. 
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