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    From Hackman, J.R. and Oldham, G.R. 1976. Motivation Through the Design of Work:Test of Theory. Organizational Behaviour and Human Performance :: 
Hackman and Oldham (1975) proposed five "core" dimensions for evaluating the immediate work environment constituting the Job Diagnostic Survey JDS. These core dimensions turned out to be associated significantly with job satisfaction and a high sense of workers' motivation. That is, the work environment source consisted of five dimensions, namely those of skill variety, task identity, task significance, autonomy and feedback. 
Hackman and Oldham's model proposes that attention to five job design characteristics (skill variety, task identity, task significance, autonomy and feedback) produce three critical psychological states (experienced meaningfulness of the work, experienced responsibility for outcomes of the work, and knowledge of the actual results of the work activities) which increase the likelihood of positive personal and work outcomes, especially from employees with a high growth-need strength, including: high internal work motivation, high quality performance, high satisfaction with the work, and low absenteeism and turnover. 
The most important characteristic that receives huge attention in Hackman and Oldham's study is the meaningfulness of the work that means to what extent the individual perceives the work as significant and important. Job meaningfulness can be defined as the product of three dimensions: skill variety (activities that challenge skills and abilities); task identity (the extent to which the job requires completion of a "whole", identifiable peace of work); task significance (how substantially the job has impacts on other people's lives. 
------------------------------------------------------------------------------------------------------- 


   HACKMAN & OLDHAM'S FIVE DIMENSIONS OF MOTIVATING POTENTIAL :: 
Hackman and Oldham (1975) broke "The job itself" into five dimensions. They say that any given job can be analyzed, utilizing these five dimensions for its motivating potential. The job can then be redesigned to eliminate what is bothering the workers. Listed below are the five dimensions of motivating potential: 

Skill variety 
   - Doing different things; using different valued skills, abilities, and talents.
   - The degree to which a job requires a variety of challenging skills and abilities.

Task identity 
   - Doing a complete job from beginning to end, the whole job rather than bits and pieces.
   - The degree to which a job requires completion of a whole and identifiable piece of work.


Task significance 
   - The degree of meaningful impact the job has on others; the importance of the job.
   - The degree to which the job has a perceivable impact on the lives of others, either within the organization or the world at large.

Autonomy
   - Freedom to do the work as one sees fit; discretion in scheduling, decision-making, and means for accomplishing a job.
   - The degree to which the job gives the worker freedom and independence in scheduling work and determining how the work will be carried out.

Feedback
   - Clear and direct information about job outcomes or performance.
   - The degree to which the worker gets information about the effectiveness of his or her efforts, either directly from the work itself or from others.

