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Abstract:  
Human resources have become the key source of competitive advantage for the organizations that 
strive in challenging environments. In order to retain and satisfy their employees, organizations should 
design their human resource (HR) functions and practices consistent with the expectations of their 
employees. In this sense, organizational commitment of employees has become very important for 
especially retaining the employees in the organization. Human resource managers can increase the 
organizational commitment levels of their employees by designing HR functions and practices 
according to their expectations and by that way employees can feel that they are the most important 
assets of the organizations. The purpose of the research is to investigate the relationship between 
organizational commitment dimensions and HR practices. Also determining the perceptions of 
employees for organizational commitment levels and HR practices is another purpose of this research. 
According to the results of the research it will be possible to give insights that can contribute to 
develop organizational commitment by HR practices in organizations.  
 
Keywords: human resource management, globalization, organizational commitment, normative 
commitment, affective commitment, continuance commitment 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

1025



 

 

1. INTRODUCTION 
 

Human resources are considered as the most important asset of an organization and human 
resources management function plays a vital role for organizations to gain competitive advantage. 
Several studies have shown that human resources (HR) practices have an impact on performance and 
competitive strategies of organizations. Taking into account that human resource management (HRM) 
has a strategic role for organizations; it is possible to say that the design of HR functions and practices 
should also be aligned with the expectations of employees. 
 
The rapid change of factors such as globalization, economical and legal arrangements, technology 
has influence on organizational structures. These changes will have a positive impact on organizations 
only if the attitudes of employees to the organization are positive. Otherwise these changes may 
cause negative results such as job dissatisfaction, high turnover rate or absence of employees. In 
order to manage these change factors, organizations need to have and retain talented employees to 
work with high performance. In order to retain these employees, organizations should make efforts to 
increase the motivation and commitment of their employees. HRM function of organizations has an 
important role on increasing the motivation and commitment of employees because the development 
of organizational commitment needs effective HRM practices.  
 
The aim of the research is to investigate whether there is a relationship between employees' 
perceptions on human resources management practices and their organizational commitment or not. 
In this sense, HRM practices and organizational commitment literatures are reviewed in the paper and 
then an empirical research is given in order to investigate the relationship between HRM practices and 
organizational commitment dimensions.   
 
 
2. ORGANIZATIONAL COMMITMENT AND HRM PRACTICES 
 

2.1. Organizational Commitment 
 

Organizational commitment emerged in 1970s and 1980s as a key factor of the relationship between 
individual and the organizations (Mowday et. al., 1982). Today organizational commitment is even 
more important since it is considered as the driving force behind organizational performance and a 
desirable quality which can reduce employee turnovers (Meyer et all, 1989). The concept of 
commitment has been defined in different ways in the literature by various researchers (Kumar & 
Krishnaveni, 2008). Organizational commitment as defined by Porter et al. (1974) has three major 
components; a strong belief in and acceptance of the organization's goals, a willingness to exert 
considerable effort on behalf of the organization, and a definite desire to maintain organizational 
membership (Angle & Perry, 1981). 
 
Organizational commitment is the individual’s psychological attachment to the organization. 
Commitment represents something beyond loyalty to an organization. It involves an active relationship 
with the organization such that individuals are willing to give something of them in order to contribute 
to the organization’s well-being (Lamba & Choudhary, 2013). According to another definition, 
organizational commitment can be interpreted as the employee’s long-term relationship and intention 
to stay in the workplace with a devoted effort to reach the goals and objectives of the organization 
(Steers, 1977; Mowday, Steers & Porter, 1979).  
 
Allen and Meyer (1990) identified and developed measures of three forms of commitment; affective, 
continuance and normative. Affective commitment reflects an emotional attachment and involvement 
in the organization. Continuance commitment is based on the perceived costs associated with 
discontinuing employment with the organization. Normative commitment reflects a sense of obligation 
on the part of the employee to maintain membership in the organization (Meyer & Smith, 2000). In 
brief, while employees with strong affective commitment continue employment with the organization 
because they want to, those with strong continuance commitment remain because they need to and 
those with strong normative commitment because they feel they ought to do so (Meyer & Allen, 1991). 
 
Organizational commitment is the heart of HRM which help to explain a range of human attitudes and 
behaviors at work. It is the central feature that distinguishes HRM from traditional personnel 
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management (Guest, 1995). The concept of organizational commitment has been investigated and 
proven to be a consequence of HR practices in many studies. Delaney & Huselid (1996) empirically 
suggested that fair rewards, competence development, empowerment, recognition and information 
sharing all affect organizational commitment. Previous studies of the effects of HRM practices on 
commitment have typically measured affective commitment. Meyer and Allen (1997) suggested that 
HRM practices might also influence continuance and normative commitment. Employees who get 
attractive benefits package might view the organization as supportive and therefore develop a stronger 
affective commitment. They also believe that loosing such a package would be costly and experience 
greater continuance commitment and/or feel indebted to the organization and develop a stronger 
normative commitment (Meyer & Smith, 2000).  
 

2.2. HRM Practices and Organizational Commitment  
 
It is important to highlight the point that HRM is not the property of particular specialists. HRM should 
be seen as an aspect of all management levels. HRM is concerned with both the structure of work in a 
company and with all the related employment practices that are needed to carry out the work. HRM is 
not simply about HR or people practices; it is about the management of work and people in the 
company. HRM is concerned with managing people both individually and collectively (Boxall & Purcell, 
2003). In today’s competitive business world both HR managers and line managers have become 
responsible for all HRM processes and practices. 
 
HRM functions and practices are the infrastructure elements of strategic HRM process. Organizations 
should strategically utilize these infrastructure requirements to gain competitive advantage, particularly 
through their human resources and human resource management practices. Infrastructure 
requirements consist of those functions and activities are necessary for effective management of an 
organization’s human resources. The major purposes of these activities traditionally have been to 
attract, retain, and motivate employees. They are referred as HRM practices and the key HRM 
practices include; human resource planning, staffing including recruitment, selection and socialization, 
appraising, compensation, training and development. The result of effectively managing human 
resources is an enhanced ability to attract and retain qualified employees who are motivated to 
perform, and the results of having the right employees motivated to perform are numerous. They 
include greater profitability, low employee turnover, high product quality, lower production costs, and 
more rapid acceptance and implementation of corporate strategy (Schuler & MacMillan, 1984). 
 
Effective HRM acquires quality employees, motivates them to maximize performance and helps meet 
their psychological and social needs. This leads to long term relationships with skilled and happy 
employees (Stewart & Brown, 2011). HRM focuses on people in organizations. People are a major 
component of any organizations so organizations with more productive employees tend to be more 
successful. Employee productivity increases when organizations hire and motivate employees 
effectively. In addition, good human resource practices create more satisfied employees (Stewart & 
Brown, 2011). It is imperative that management retains its best employees and keeps them committed 
to the organization in order to attract other quality employees (Zaitouni, Sawalha & Sharif, 2011). With 
the high costs involved in employee selection and recruitment, companies are increasingly concerned 
with retaining employees. Generating employee commitment is an important consideration for large 
and small organizations. Commitment is one of the factors of HRM policy for an effective organization 
(Shahnawaz & Juyal, 2006). The commitment and motivation built through well designed HR practices 
can lead high performance of employees. Especially innovative HR practices increase the commitment 
of employees and help them to achieve the goals of the organization. The satisfaction of employees 
with HR practices elicits the commitment of employees towards the organization (Kumar & 
Krishnaveni, 2008).  
 
 
In this perspective; HR functions as employee selection and recruitment, training and development, 
performance evaluation, compensation management and investigating their relationships between 
organizational commitments have become very important. Monetary compensation is important but not 
sufficient to keep employees. Praise, appreciation and positive feedback from managers and peers for 
a job well done is imperative to generate job satisfaction and commitment. Recognition is considered 
as a main objective to maintain the feeling of high involvement (Zaitouni, Sawalha & Sharif, 2011). 
Koys (1988, 1991) found that employees’ commitment is related directly to their faith in the intention of 
the organization’s HRM practices to keep skilled employees and treat the fairly. Employee’s skill, 
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training, personal development practices including job redesign/enrichment shows positive results in 
building employee’s confidence level as a result of affective commitment (Meyer, Becker & 
Vandenberghe, 2004). Also attractive benefits package are viewed by employees as a sign that the 
organization cares and supports its employees, resulting in the development of a strong affective 
commitment (Meyer & Allen, 1997). From this point, it is possible to say that good HRM practice can 
improve commitment and efficiency in organizations by motivating employees.  
 
3. RESEARCH METHODOLOGY 

 
The purpose of the study is to determine the relationship between HRM practices and organizational 
commitment of employees. Another purpose of the study is to reveal the relationship between the 
dimensions of organizational commitment and HRM practices. The study is important to show the 
HRM practices that can increase organizational commitment of employees. With the results of the 
research, it is possible to give valuable insights about the effect of HRM practices on organizational 
commitment. By considering the need of empirical studies in this field, it is obvious that both the 
theoretical and empirical results of this research will give an important contribution to the related 
literature.  
 

3.1. Sample and Data Collection 
 

Employees who are working in private companies from different sectors participated to the research (n 
= 88). The method of the research sampling is “convenience sampling” (Balcı, 2005). The research 
has been designed as a descriptive research which aims to determine the relationship between HRM 
practices and organizational commitment of employees.  
 
Two scales were used in the questionnaires as measurement instrument of the research. The first 
scale developed by Demo, Neiva, Nunes & Rozzett (2012) has 6 dimensions (recruitment and 
selection; involvement; training, development and education; work conditions; performance appraisal 
and compensation and rewards) and 38 items that measure HRM practices. The scale was translated 
to Turkish by the researchers and an academic at Foreign Language Faculty and then the two 
translations were compared with each other.  
 
The second scale developed by Allen & Meyer (1990) has 3 dimensions and 17 items that measure 
organizational commitment and the scale was translated to Turkish by Boylu, Pelit & Güçer (2007). 
The questions about social demographic qualifications such as gender, education, seniority, position 
and age were included to the items and the questionnaire form was developed. The questionnaires 
were sent to employees via e-mail and collected by the same way. Questionnaires were sent to 
employees who are working in different sectors. 
 

3.2. Data Analysis 
 

The items of HRM practices and organizational commitment scales were presented using a five-point 
Likert item as “1: strongly disagree” and “5: strongly agree. Data was analyzed by SPSS for Windows 
18.0 package program.  
 
Cronbach alpha reliability value was computed in order to find the reliability of the scales. The 
reliability values are 0,956 for HRM practices scale and 0,857 for organizational commitment scale. 
The reliability values of both scales are very high for researches in social sciences (Kalaycı, 2005). 
Kolmogorov-Smirnov test was used to determine the normality of data and it was shown that data was 
distributed normally so parametric tests were used for data analysis. 
 

3.3. Findings and Results 
 
Employees from different companies in various sectors participated to the research (n=88). The 
sample range due to the socio-demographic characteristics is shown in Table 1. 
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Table 1: Demographic Characteristics 
Variables Frequency Percentage (%) 

Gender Male 52 59,1 
 Female 36 40,9 

Education Two year college or lower  18 20,4 
 Graduate school 40 45,5 
 Post graduate school  29 33 
 Unreplied   1 1,1 

Age 18‐25  15 17 
 26‐35  51 58 
 36 and over 21 23,9 
 Unreplied   1 1,1 

Marital  
Status 

Single 48 54,5 
Married 38 43,2 

 Unreplied   2 2,3 
 

Organizational 
seniority 

Less than 1 year  20 22,7 
Less than 1-4 years 43 48,9 

 Less than 4-7 years  12 13,6 
 More than 7 years 13 14,8 
 
When we examine the descriptive statistical analysis, the arithmetic mean of the human resources 
management practices` scale is computed as 3,10  (std.dev.: 0,72) and this score indicates that 
participants answered the HRM practices almost as “neutral-agree”. According to the arithmetic means 
of the HRM practices` dimensions, the highest computed arithmetic mean is 3,42 (std dev.: 0,77) for 
the dimension of “recruitment and selection”, besides the lowest mean is 2,32 (std dev.: 1,08) for 
“compensation and rewards”. 
 
The arithmetic mean of the second scale which investigates organizational commitment is computed 
as 3,12 (std dev.: 0,63). According to this result, the participants answered the organizational 
commitment scale nearly to “neutral-agree” as well. The scores of organizational commitment` 
dimensions indicate that  the highest computed arithmetic mean is 3,44 (std dev.:0,87), for the 
dimension of “affective commitment”, while the the lowest mean is 2,85 (std dev.: 0,84) for 
“continuance commitment”. The following Table 2 shows the descriptive statistics results. 
 
Table 2: Descriptive Statistics Results and Reliability Values 
 

Scales and Dimensions 
 

n Mean  Std. Dev. 
HRM Scale  88 3,10 ,72 
Recruitment and Selection 88 3,42 ,77 
Involvement 88 3,22 ,80 
Training and Development 88 3,37 ,95 
Work Conditions 88 3,03 ,90 
Performance Appraisal 88 3,12 ,99 
Compensation and Rewards 88 2,32 1,08 
Organizational Commitment 88 3,12 ,63 
Affective  88 3,44 ,87 
Continuance  88 2,85 ,84 
Normative  88 3,01 ,85 
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Within the research, the relationship between employees' perceptions on the human resources 
management practices and the organizational commitment of the employees was investigated. In this 
context, the main hypothesizes of the research are given below: 

 
H1: There is a relationship between employees' perceptions on the human resources management 
practices and their organizational commitment. 
 
In order to investigate if there is a relationship between employees' perceptions on HRM practices and 
their organizational commitment, Pearson Correlation Analysis was carried out. The results show that 
there exists a medium positive relationship (p<0,01 ; Pearson correlation (r) =0,471) between the 
variables and H1 is accepted. This finding shows that for those who have positive perceptions about 
their companies, HRM practices are important variables and have the potential to foster the 
organizational commitment of employees. As the positive association has been proved using Pearson 
Correlation Analysis, the associations between the dimensions of HRM practices and organizational 
commitment are also examined.  
 
H2: There is a relationship between employees' perceptions on the human resources management 
practices` dimensions and their organizational commitment`s dimensions. 
 
The following Table 3 includes the correlations between HRM practices and organizational 
commitment`s dimensions. According to the correlation analysis results, there is a strong or medium 
positive relationship between all HRM practices (except “compensation and rewards”) and two 
organizational commitment dimensions (affective & normative commitment). However, continuance 
commitment did not correlate significantly with any of the HRM practices. 
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4. CONCLUSION 
 
Human resources are the key competitive advantage factor for all organizations. In this sense; 
appealing and retaining the qualified workforce to the organizations can be seen as one of the most 
important factors in HRM. Organizational commitment is very important for retaining the employees in 
the organization because only committed employees can feel the organization as a part of their life 
and family. Effective HRM practices can increase the organizational commitment levels of employees. 
Functions such as recruitment, participation to decision making process, training and development, 
performance evaluation, working conditions and compensation management can help to improve 
organizational commitment. 
 
By considering these factors; it is aimed to investigate the relationship between HRM practices and 
organizational commitment levels of employees in the paper. According to the research results, a 
medium-strong level relationship has been found between HRM practices and organizational 
commitment levels of employees. Also it has been found that there is a strong relationship between 
“affective commitment” dimension of organizational commitment and “involvement” dimension of HRM 
and there is no relationship between “affective commitment” dimension of organizational commitment 
and “compensation and rewards” dimension of HRM. It has been found that there is no relationship 
between “continuance commitment” dimension of organizational commitment and HRM practices. The 
results of the research can be seen as parallel with the related empirical results of the researches in 
the literature.  
 
REFERENCE LIST 
 

1. Allen, N.J. & Meyer, J.P. (1990). The measurement and antecedents of affective, continuance 
and normative commitment to the organization, Journal of Occupational Psychology, 63, 1-18. 

2. Angle, H. L. & Perry, J. L. (1981). An empirical assessment of organizational commitment and 
organizational effectiveness, Administrative Science Quarterly, 26 (1), 1-14. 

3. Balcı, A. (2005). Sosyal bilimlerde araştırma: Yöntem, teknik ve ilkeler. 5.baskı. Ankara: 
Pegema Yayıncılık. 

4. Boxall, P. & Purcell, J. (2003). Strategy and human resource management. Basingstoke and 
New York: Palgrave Macmillan. 

5. Boylu, Y. Pelit, E. & Güçer, E. (2007). Akademisyenlerin örgütsel bağlılık düzeyleri üzerine bir 
araştırma, Finans Politik ve Ekonomik Yorumlar Dergisi, 510, 55-74. 

6. Delaney, J. & Huselid, M. (1996). The impact of human resource management practices on 
perceptions of organizational performance, The Academy of Management Journal, 39 (4), 
949-969. 

7. Demo, G., Neiva, E. R., Nunes, I. & Rozzett, K. (2012). Human resources management 
policies and practices scale (HRMPPS): Exploratory and confirmatory factor analysis, 
Brazilian Administrative Review, 9 (4), 395-420. 

8. Guest, D. (1995). Human resource management: A critical text. London: Routledge. 
9. Kalaycı, Ş. (2005). SPSS uygulamalı çok değişkenli istatistik teknikleri. Ankara: Asil Yayın 

Dağıtım.  
10. Koys, D.J. (1988.) Human resource management and a culture of respect: Effects on 

employees` organizational commitment, Employee Rights and Responsibilities Journal, 1, 57-
68. 

11. Koys, D.J. (1991). Fairness, legal compliance and organizational commitment, Employee 
Rights and Responsibilities Journal, 4, 283-291. 

12. Kumar, N.R. & Krishnaveni, R.  (2008). Role of HRD practices in building organizational 
commitment, Journal of Contemporary Research in Management, April-June, 59-68. 

13. Lamba, S. & Choudhary, N. (2013). Impact of HRM practices on organizational commitment of 
employees, International Journal of Advancements in Research & Technology, 2 (4), 407-423. 

14. Meyer, J.P., Paunonen, S.V., Gellatly, I.R., Goffin, R.D. & Jackson, D.N. (1989). 
Organizational commitment and job performance: It`s the nature of the commitment that 
counts, Journal of Applied Psychology, 74 (1), 152-156. 

15. Meyer, J.P. & Allen, N.J. (1991). A three-component conceptualization of organizational 
commitment, Human Resource Management Review, 1 (1), 61-89. 

 

1032



 

 

16. Meyer, J.P. & Allen, N.J. (1997). Commitment in the work-place: Theory, research and 
application. Thousand Oaks, CA: Sage Publications. 

17. Meyer, J.P. & Smith, C.A.  (2000). HRM practices and organizational commitment: Test of a 
mediation model, Canadian Journal of Administrative Sciences, 17 (4), 319-331. 

18. Meyer, J. P., Becker, T.E. & Vandenberghe, C. (2004). Employee motivation and commitment: 
A conceptual analysis and integrative model, Journal of Applied Psychology, 89, 991-1007. 

19. Mowday, R.T., Steers, R.M. & Porter, L.W. (1979). The measurement of organizational 
commitment, Journal of Vocational Behavior, 14, 224-247. 

20. Mowday, R.T., Porter, L.W. & Steers, R.M. (1982). Employee-organization linkages: The 
psychology of commitment, absenteeism and turnover, New York: Academic Press. 

21. Schuler,R.S. & MacMillen, I.C. (1984). Gaining competitive Advantage through human 
resource management practices, Human Resource Management, 241-255. 

22. Shahnawaz, M.G.. & Juyal, R.C. (2006). Human resources management practices and 
organizational commitment in different organizations, Journal of the Indian Academy of 
Applied Psychology, 32 (3), 171-178.  

23. Steers, R. M. (1977). Antecedents and outcomes of organizational commitment, 
Administrative Science Quarterly, 22, 46-56. 

24. Stewart, G. L.  & Brown,K. G. (2011). Human resource management.  2nd edition, USA: John 
Wiley & Sons. 

25. Zaitouni, M., Sawalha, N.N & ElSherif, A. (2011). The impact of human resource management 
practices on organizational commitment in the banking sector in Kuwait, International Journal 
of Business and Management, 6 (6), 108-123. 

 

1033



<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /None
  /Binding /Left
  /CalGrayProfile (Dot Gain 20%)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile (U.S. Web Coated \050SWOP\051 v2)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Error
  /CompatibilityLevel 1.4
  /CompressObjects /Tags
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJDFFile false
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.0000
  /ColorConversionStrategy /CMYK
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams false
  /MaxSubsetPct 100
  /Optimize true
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness true
  /PreserveHalftoneInfo false
  /PreserveOPIComments true
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Preserve
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages true
  /ColorImageMinResolution 300
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages true
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 300
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /CropGrayImages true
  /GrayImageMinResolution 300
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 300
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /CropMonoImages true
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Bicubic
  /MonoImageResolution 1200
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /CheckCompliance [
    /None
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError true
  /PDFXTrimBoxToMediaBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXSetBleedBoxToMediaBox true
  /PDFXBleedBoxToTrimBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXOutputIntentProfile ()
  /PDFXOutputConditionIdentifier ()
  /PDFXOutputCondition ()
  /PDFXRegistryName ()
  /PDFXTrapped /False

  /SyntheticBoldness 1.000000
  /Description <<
    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000410064006f006200650020005000440046002065876863900275284e8e9ad88d2891cf76845370524d53705237300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002000d>
    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef69069752865bc9ad854c18cea76845370524d5370523786557406300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002000d>
    /CZE <>
    /DAN <>
    /DEU <>
    /ESP <>
    /FRA <>
    /GRE <>
    /HRV (Za stvaranje Adobe PDF dokumenata najpogodnijih za visokokvalitetni ispis prije tiskanja koristite ove postavke.  Stvoreni PDF dokumenti mogu se otvoriti Acrobat i Adobe Reader 5.0 i kasnijim verzijama.)
    /HUN <>
    /ITA <>
    /JPN <FEFF9ad854c18cea306a30d730ea30d730ec30b951fa529b7528002000410064006f0062006500200050004400460020658766f8306e4f5c6210306b4f7f75283057307e305930023053306e8a2d5b9a30674f5c62103055308c305f0020005000440046002030d530a130a430eb306f3001004100630072006f0062006100740020304a30883073002000410064006f00620065002000520065006100640065007200200035002e003000204ee5964d3067958b304f30533068304c3067304d307e305930023053306e8a2d5b9a306b306f30d530a930f330c8306e57cb30818fbc307f304c5fc59808306730593002000d>
    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020ace0d488c9c80020c2dcd5d80020c778c1c4c5d00020ac00c7a50020c801d569d55c002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e000d>
    /NLD (Gebruik deze instellingen om Adobe PDF-documenten te maken die zijn geoptimaliseerd voor prepress-afdrukken van hoge kwaliteit. De gemaakte PDF-documenten kunnen worden geopend met Acrobat en Adobe Reader 5.0 en hoger.)
    /NOR <>
    /POL <>
    /PTB <>
    /RUM <>
    /RUS <>
    /SLV <>
    /SUO <>
    /SVE <>
    /TUR <>
    /ENU (Use these settings to create Adobe PDF documents best suited for high-quality prepress printing.  Created PDF documents can be opened with Acrobat and Adobe Reader 5.0 and later.)
  >>
  /Namespace [
    (Adobe)
    (Common)
    (1.0)
  ]
  /OtherNamespaces [
    <<
      /AsReaderSpreads false
      /CropImagesToFrames true
      /ErrorControl /WarnAndContinue
      /FlattenerIgnoreSpreadOverrides false
      /IncludeGuidesGrids false
      /IncludeNonPrinting false
      /IncludeSlug false
      /Namespace [
        (Adobe)
        (InDesign)
        (4.0)
      ]
      /OmitPlacedBitmaps false
      /OmitPlacedEPS false
      /OmitPlacedPDF false
      /SimulateOverprint /Legacy
    >>
    <<
      /AddBleedMarks false
      /AddColorBars false
      /AddCropMarks false
      /AddPageInfo false
      /AddRegMarks false
      /ConvertColors /ConvertToCMYK
      /DestinationProfileName ()
      /DestinationProfileSelector /DocumentCMYK
      /Downsample16BitImages true
      /FlattenerPreset <<
        /PresetSelector /MediumResolution
      >>
      /FormElements false
      /GenerateStructure false
      /IncludeBookmarks false
      /IncludeHyperlinks false
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles false
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /DocumentCMYK
      /PreserveEditing true
      /UntaggedCMYKHandling /LeaveUntagged
      /UntaggedRGBHandling /UseDocumentProfile
      /UseDocumentBleed false
    >>
  ]
>> setdistillerparams
<<
  /HWResolution [2400 2400]
  /PageSize [612.000 792.000]
>> setpagedevice


