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Abstract - The objectives of this study are 1) to uncover
potential problems of the present working condition of the
case study company; 2) to gather attitude levels of
employees and opinions toward maintenance factors; and 3)
to employ as a medium of feedback communication from the
employees to the managements for helping to redefine
management policy as a framework to solve potential
employee problems. In-depth interview and questionnaire
survey were constructed to gather information from 2
groups of employees; 1) group of 100 employees with no
intention to quit; and 2) group of 50 employees who already
submitted resignation letter. Data was analyzed by SPSS to
find percentage, mean, standard deviation, and other
quantitative analyses. From the study, it is found that the
attitude levels of the employees toward maintenance factors

of Herzberg’s two factor theory of motivation was measured
and found that attitude levels between 2 groups (non-
quitters and quitters) toward salary and benefits, company
policy and administration, personal life, and supervision are
statistically different at 0.05 significant level.

Keywords - In-depth interview, maintenance factors,
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