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Abstract 

This paper examines the motivational factors influencing G4SOM employees in South 
Sudan, particularly their participation in energy-focused demining projects. It reviews 
foundational motivation theories such as Maslow's hierarchy of needs, the two-factor 
theory, and distinctions between intrinsic and extrinsic motivation. Intrinsic motivation 
relates to internal satisfaction and enjoyment, while rewards and external pressures drive 
extrinsic motivation. Understanding these theories provides valuable insights for 
managers, educators, and leaders to better comprehend and influence human behaviour 
toward goal achievement. The research highlights a gap in current literature, underlining 
the need for this study. A mixed-methods approach is adopted, guided by a pragmatic 
philosophy. Data will be collected through narration, semi-structured interviews, and a 
phenomenological design, with non-probability sampling targeting key G4SOM staff. 
Analysis will include thematic (qualitative) and SPSS-based (quantitative) methods. 
Findings will inform practical recommendations to enhance motivation strategies within 
the organisation. 

Keywords: Motivation and Motivation theories, Goal-orientation, Leadership, 
Communication, Emotional Intelligence 

INTRODUCTION 

Motivation in the Demining field remains unexploited; experiences on the ground show that many 
employees in the demining field have abandoned their work suddenly for unknown reasons 
(Farahmandpour & Voelkel, 2025). However, as the first assumption, employees lack motivation due 
to different aspects that require investigation (Başer et al., 2025) as the current study in the demining 
field will contribute to generate the body of knowledge, which will be a new knowledge in the 



demining context and innovation about motivation in the demining field, which will be a 
benchmark for professionals in the demining field and will contribute to changing implementation at 
both the employee and employer levels (Croes et al., 2025). 

This research evaluates motivation benefits among G4SOM employees in South Sudan to determine 
how they will engage with energy in demining projects. As per the article Clearing landmines to 
restore safety in South Sudan (G4s.com, 2019), these projects involve clearing the threats of 
landmines and Explosive Remnants of war in the contaminated zone to enable the community to 
utilise the land more securely and to maximise productivity, which will boost the economy of South 
Sudan. Our research objectives are to identify motivation factors, such as intrinsic and extrinsic 
factors, to keep employees motivated, to evaluate how motivation impacts the overall G4SOM 
performance, to identify the influences of motivation factors on measuring job performance, to assess 
the relationship between motivation factors, to research and analyse them and their impact on the 
G4SOM performance, and to provide recommendations regarding factors affecting employee 
motivation in a demining context. 

With research, we would like to broadly highlight the importance of motivation and emphasise why 
this context (demining in South Sudan) is under-researched or significant. The introduction discusses 
several theories and empirical studies on motivation, but does not effectively integrate them into the 
research context (demining). We will review motivation theories and try to clearly articulate how 
these relate to the demining sector's unique challenges. While general significance is discussed, this 
section lacks a compelling argument for studying motivation within the demining field. 

However, some reasons for studying employee motivation in the demining context are mentioned 
(e.g., its critical role in improving productivity), but not tied to the research gap or practical need. This 
research will emphasise identifying key motivation factors of employees within G4SOM South 
Sudan, elaborate on the strength and power of motivation within the organisation, establish strategies 
to keep employees motivated, and identify its impacts on overall organisational performance (G4S, 
2018). For that reason, we set the following research questions: 

• What motivates G4SOM employee to remain loyal to their organisation? 

• What Leadership styles within G4SOM motivate employees? 

THEORETICAL CONCEPTS BACKGROUND 

This research emphasises employee motivation in the demining field by collecting data within the 
organisation G4SOM in South Sudan from the known and identified research questions and the 
conceptual framework. It includes a literature review, including the selection of a theoretical 
framework, a comprehensive review of the empirical research on motivation in different concepts to 
see whether the same result found in various contexts might apply in the demining field, and finally, 
the identification of the research gaps (Mehner et al., 2024). It will be with the current research 
contribution field, which will demonstrate the power of the current research. 

After the research gap is identified, it is time for research methodology (Bdair, 2025). We will employ 
qualitative research approaches (Busababodhin et al., 2025). In the sampling strategies, we have 
identified a group of top management for interviews, which will last 45 minutes for each, a list of 
key personnel for the same activities, and the team members who will be selected to participate in 
this exercise will answer the survey questions that help us test the hypothesis. For data analysis, we 



will use the qualitative approach, identify themes, and conduct thematic and discourse analysis, 
including content analysis in short cases. The results will then be analysed, and discussions will occur 
to identify findings and conclude with recommendations. 

IMPORTANCE OF MOTIVATION IN VARIOUS ASPECTS OF LIFE 

The reality of life is proof that nothing could have been achieved without motivation. In other words, 
motivation is critical in all aspects of life, according to McCoach and Flake (2018), and vital to 
success everywhere. For example, without motivation, the student cannot complete studies; without 
motivation, there is no promotion in the workplace. Milton (2025) indicates that motivation provides 
the fuel to ignite abilities and convert them into realisations or achievements. Siswanti and Muafi 
(2025) argued that natural aptitude or giftedness predicts academic and career success. Motivation is 
the catalyst that allows aptitude or ability to be harnessed to achieve those great successes (Shebani 
et al., 2025). Even when endowed with natural talent or potential, gifted students cannot fully develop 
their abilities without adequate Motivation (Seibert et al., 2024). 

Motivation is critical in maintaining a position or getting promoted in a respected organisation. For 
example, people moved from one position to another because of motivation and hard work. However, 
it has to be vice versa from the employee and the organisational perspective. According to Varma 
(2018), motivated and satisfied employees will have a committed approach toward organisational 
objectives; organisations must show similar commitment toward motivated employees' objectives. 
Mohebbi (2025) argued that human resources should accomplish its efforts by aligning the 
aspirations of motivated employees with the firm's goals. Mentioned authors emphasise that the 
organisation should create an inspiring working environment that develops, promotes, and addresses 
motivated employees' aspirations and needs for growth and development. 

However, not every employee is enthusiastic; some are moderate, and some are naturally weak. 
Varma (2018) argued that human resources should play the role of an intersection and challenges the 
fact that employee motivation counts many aspects, including turnover, but other adverse aspects of 
dissatisfaction, such as employee absenteeism, lower morale, low performance, low contribution to 
the team, less coordination, and less focus toward organisational aims and objectives which may 
affect the organisation to survive in the highly competitive world environment. Elkhwesky et al. 
(2022) argued that human resources must induce an organisational environment and promote a culture, 
considering the organisation's prevailing needs. 

WORK MOTIVATION AND ITS SIGNIFICANCE IN THE ORGANISATION CONTEXT 

Work motivation is deliberately volunteering and physically and mentally engaging in pursuing a 
goal. However, motivational factors may include wages, salary increments, the status of recognition 
at the workplace, achievement, relationships with colleagues, and a sense of recognition of others' 
work. 

Elmuratova and Óskinbeva (2024) developed the Hackman model that influenced employees to be 
in- ternally motivated to perform their jobs effectively. This model focuses on three variables: the 
internally motivated work behaviour underpinned by the psychological states, the characteristics of 
the work that underpin the psychological states, and the characteristics or attributes of the person 
who responds to challenging and complex tasks. Calluso and Devetag (2025) developed Scholl's self-



concept theory (Scholl & Leslie, 1999), which was studied in the past in sociological and 
psychological literature. They argued that the self-concept theory positively impacted work 
motivation and was used to develop the metatheories of work motivation. 

Motivation is a crucial element influencing employee engagement and is the critical amplifier of 
employee work performance (Abdullah et al., 2025). Within the organisation, human resources is the 
focal point for regularly updating the responsibilities of both employees and employers. In the article, 
The Role of Work Context in Work Motivation, Bradley (2004) develops a framework that identifies 
the vital contextual variables influencing employee engagement and work performance. Saleem et 
al., (2025) emphasises the critical role of the link that exists between performance through employee 
motivation best practices and the organisational goals achievement, considered a system, which is 
the vital factor enabling the company's performance by motivating employees to practice and adopt 
desired attitudes and behaviours for achieving the strategic objectives of the organisation. 

The workplace experience shows that satisfied and motivated employees have always committed to 
reaching the organisation's objectives. On the other hand, the organisation should analyse and satisfy 
its employees to reach that level and keep them motivated. Kanfer and Chen (2016) argue that HR 
maintains and aligns employees' needs and aspirations with the organisation's goals. Imran et al. 
(2025) claimed that satisfied and motivated employees will have a committed view of the 
organisation's objectives. 

In the research, we analyse the effect of work motivation, job satisfaction, and organisational 
performance on employee engagement from the employee engagement perspective. The following 
motivation variables are job satisfaction and employee engagement. Kassa and Worku (2025) argued 
that motivation variables impact job motivation; conversely, they argued that job satisfaction does 
not affect organisational performance: employee motivation and Job satisfaction. Rahmawati and 
Setiawan (2024) argued that Motivation and employee engagement are crucial for the organisation's 
performance. 

Sanusi and Yudhyani (2025) argued that the three variables, work motivation, job satisfaction, and 
employee performance, are correlated. When workers are motivated, they perform their duties 
diligently and score high in production. On the other hand, employee performance is critical, and it 
can only be reached when hard work is performed and the team members are engaged. Recent 
research conducted in the IT field in Indonesia by Riyan et al. (2021) argued that job satisfaction 
does not impact organisational performance. Organisational performance can be agreed upon by 
considering an employer who cares for lazy employees, even if they get everything. While they 
cannot perform their duty properly, it will harm the organisation's performance. However, Ali and 
Anwar (2021) argued that satisfied employees or job satisfaction played a massive role in employee 
performance and at the organisational level. After discussing a few points of view, the authors agree 
that rewarding employees is key to employee motivation. 

Liu et al. (2025) argued that employees are essential to the organisation, and job satisfaction 
conditions play an enormous role in employee performance and work satisfaction. The work 
motivation culture has an impact on job satisfaction. However, it can only be reached for 
communication between employees and managers. Managers and employees need better 
communication, as it helps both parties be on the same page to understand where the problem lies 
and what action plan shall be implemented to remedy the situation. To illustrate the above statement, 



the case has been studied in the Banking sector in Nigeria to elaborate on the importance of 
communication between employees and employers and how they are essential for the organisation's 
overall performance (Ali & Anwar, 2021). Communication plays a commensurable role and is the 
power of success in winning for both parties. 

The communication between the employee and the manager was unpacked in research conducted 
among primary school teachers. The findings unpack the role of managers to listen to their employees 
with tact and diligence, which contributes to motivating employees and employers, as well as the 
performance of the organisation and the reinforcement of the management systems. However, 
employee salary has been identified as a stimulus of employee motivation and engagement in the 
overall organisation performance (Forson et al, 2021). The salary scale has been aggregated as the 
key element in employee motivation in most industries, as it has been seen that work motivation is 
the Benchmark of the organisation's performance, and it has a positive and significant effect on the 
organisation's performance. 

External rules, for example, how the organisation's employees shall behave, have limited influence 
on the organisation's performance. Then, internal rules within the organisation have a limited impact 
on employee behaviour. On the other hand, intrinsic motivation is critical for the employee's well-
being, behaviour, and attitudes. It is more powerful to predict the organisation's citizenship behaviour 
(Forson et al., 2021). Arshad et al. (2021) argued that organisational citizenship behaviour is 
mandatory and that managers must ensure the culture adopted within the organisation is accepted and 
adopted by everyone within the company. It was evident that ensuring the climate within the 
organisation's environment is in the best interests of all employees. In this way, the employees' 
motivations will be boosted, resulting in good productivity and keeping the organisation competitive 
in the agile business world. 

The organisation's management team needs to manage stress in the workplace. Arief et al. (2022) 
argued that an organisation's lack of stress containment is the source of employee turnover. For 
example, stress impacts employees' engagement and overall Motivation in South Sudan. On the other 
hand, research conducted on work stress by Arief et al. (2022) has argued that management shall be 
vigilant and control the work atmosphere within the organisation's environment. For example, 
management experiences, the work environment, and the relationship between employer and 
employees are key success factors. 

Individual needs are critical in work motivation, and employees and the social conditions are 
significant in boosting employee engagement. Alzahrani et al. (2018) emphasise the above aspects, 
and it is the responsibility of the management to look at and implement them in their respective 
organisation as soon as they want to implement changes. The authors also argued that intrinsic 
motivation is more essential than extrinsic motivation. We look at what is central to inherent 
motivation vs. what makes employees more engaged in their work field. Recent research by the same 
author affirms that intrinsic motivation is more efficient than extrinsic motivation (Batz Liñeiro et 
al., 2024). For the tangible example we observed in the work field in South Sudan, we proved that 
work motivation played a critical role in the organisation's overall goals, boosting productivity, 
efficiency, and effectiveness. To focus on the individual aspects, the authors approved and agreed on 
the influence of individuals' capability, competency, and the ability to perform the tasks without 
supervision from their superior. The social situations of the employees, as well as their psychological 
and work motivation needs, need consideration. Based on my experiences, we argued that autonomy 



and social relatedness positively impact the employee's work motivation, and the social situation 
should be considered. As an implication, intrinsic, extrinsic, and social aspects are needed to keep a 
good atmosphere within the working environment. 

THE ROLE OF LEADERSHIP  

The role of the leadership was identified as critical in work motivation and the organisation's 
performance perspective. Rahmadhon et al. (2024) argued that the Leadership role is crucial from a 
work perspective and critical (Mollah et al., 2025). The authors argued that a well-rewarded 
employee creates work motivation and boosts the organisation's performance. As proven by the 
author, leadership rewards for employee performance were considered one of the key success factors 
in enhancing employee motivation. Considering the knowledge of accomplishing company goals, 
leadership shall be present (Ahsan, 2025). However, from personal experience, commitment and 
leadership contribution are vital for organisational performance, and play a critical role in the 
organisation's vision. Leadership plays a key role in motivation, is a key element in the work 
environment and a key factor in motivating employees to contribute optimally (Vo et al., 2022). 
Therefore, effective leaders can influence employee behaviour. For example, massive workloads for 
manual workers can negatively impact employee motivation and contribute to the organisation's 
performance. The management teams are responsible for ensuring the workload does not affect the 
employee's health and well-being and that the organisation's productivity is not compromised 
(Alkuwari, 2025). In conclusion, motivated employees shall be recognised and rewarded for 
maintaining high-quality work. As per the personnel experience, the leadership role in rewarding 
employees positively affects employee performance (Rahmadhon et al., 2024). 

Harefa et al. (2025) found that work motivation impacts organisational performance. However, work 
motivation is critical in many aspects of the organisation's performance. For example, motivated 
employees tend to develop a learning culture and make more innovations, which positively impacts 
the organisation's goal achievement and other significant developments of the employee and the 
organisation's growth. The author argued that work motivation plays a massive role in the company's 
growth. To conclude, there is a relationship between work Motivation, employee performance, and 
workforce performance. 

The management teams play a profound role in the motivation field, impacting motivation and the 
system on individual and organisational performance. Different factors that boost the performance 
of employees and the management systems within the company are interconnected. Madzí et al. 
(2025) argued that many factors that increase performance, such as employee motivation and 
management systems, are connected to achieving organisational goals. Ahmad (2025) argued that 
work motivation and organisational performance are critical to achieving a common goal. However, 
the relationship between employee and organisational performance varied from different 
perspectives and contexts. Employee satisfaction and intrinsic motivation differ as well. Lastly, 
Palmucci et al. (2025) argued that there is a moderate relationship between motivated employees and 
organisational performance. Employees shall adhere to the company's management system to avoid 
work stress and other issues. Lastly, the authors affirmed that motivated employees adhered easily to 
the management system of an organisation. The relations between the employee's motivations and 
their growth with the company are key for the management. 

 



ROLE OF EMOTIONAL INTELLIGENCE 

Emotional intelligence was a critical element when seeking to develop employee motivation. 
Goodman (2025) argued that employees hold their jobs for an extended period, depending on the role 
of emotional intelligence observed in the firms. It was claimed that the employee's reason for multiple 
work holdings has been identified from an aspirational standpoint. It has been argued that emotional 
intelligence enables employees to stay committed to their organisations and focus on what the 
management requires from them to be achieved. However, the author claimed that employees listen 
more when the company's leadership has a sense of emotional intelligence, and that employees are 
motivated when there is favouritism among team members and when everyone on the team is treated 
equally regardless of race, sex, gender, etc. Lastly, job insecurity was identified as one factor of 
psychological contract violation. On the other hand, Goodman (2025) argued that to avoid employee 
turnover, favouritism should be abolished so that the company will keep its members in place and 
the turnover will be reduced. 

Qureshi et al. (2025) argued that workload, occupational safety, and compensation are critical to 
employee job satisfaction and workplace safety, employee compensation, and workload. Employee 
work satisfaction is paramount within an organisation. It plays an enormous role in productivity, 
loyalty, citizenship, and, why not, retention, which are essential for the production and the firm's 
growth. It is achieved by mitigating work stress and improving job satisfaction. 

RESEARCH AND RESULTS 

This research employs the qualitative research approach. We will use the interview to explore reality 
afterwards, conducting inductive thematic analysis (Coghlan et al., 2019). Our planned activities are 
divided into the following phases (Coghlan et al., 2019): 

• Phase 1 -A comprehensive literature review will be conducted to identify the research gap. 

• Phase 2 -This research evaluates motivation factors and explains their importance in the 
demining context. 

• Phase 3 - In the third phase, conclusions shall be drafted, and the results will be compared to the 
research question, aim, and hypotheses based on our research results. 

We will consider all ethical points of view during the research and begin with them after the consent 
of an interviewed person is granted (Laryeafio & Ogbewe, 2023). 

The sample comprises four top management levels and 6 top key managerial levels at the team level, 
representing the sample for the qualitative research (Renauer et al., 2003). The employees must give 
their point of view because they are the focal points of this research and should advise why they are 
doing certain things instead of others (Johnson et al., 2015). Given the nature of qualitative research, 
the sample size of 10 respondents will be aimed for. However, this ample will allow the researcher to 
access the range of perspectives in a manageable fashion (Azam, 2015). The interviews will be a 
maximum of 45 minutes, and we will use a separate method (Suri, 2011). 

A sample of 80 team members, four multi-task teams, will constitute a sample for quantitative 
surveys. (Shu et al., 2017). That will enable the research to compare and analyse the relationships 
between variables (Suri, 2011). It is essential to get data from G4SOM alone and understand the 
situation in the Demining field in South Sudan (Faghih et al., 2018). 



We will explore data collected during the interview on motivation, i.e., understanding the expected 
outcome based on the existing theories (Douglas, 2003). After that, we will discuss the research aims 
and objectives, research questions, and the company's strategy for keeping employees motivated 
(Tosey et al., 2022). The team members will receive the surveys using the 1ka surveys platform 
(Forza, 2002). We are looking for 80 team members from four multi-task teams. We will use this 
number to obtain and explore insights and perspectives (Suri, 2011). According to Hole (2023), we 
will identify themes and conduct a thematic analysis. That will allow the researcher to identify themes 
and patterns in employee motivation (Dusi, 2022). Given that little is known about this topic in the 
Demining field currently in South Sudan, an inductive approach will be much more appropriate 
(Hole, 2023). 

Due to the time limitations and the contract obligation, the research will focus only on one G4SOM 
project in South Sudan. Considering the non-probability sampling strategy, A cross-sectional 
approach will be used (Sturman, 2007) 

This study will investigate the impacts of employee motivation within G4S0M in South Sudan in the 
context of the demining field, which will uncover the possibility of new input and insights into the 
behaviour of the demining field in the context of productivity and high result achievement. Beer 
(2023) argues that an important aspect is the organisation's high performance and productivity, since 
productivity is required in the competitive age. We believe productivity matters in a highly 
competitive field (Ghaith et al., 2022). We predict this field strongly encourages organisational 
behaviour, which is the core of a better understanding of behaviours and their impacts. For example, 
productivity will encourage enhanced and more streamlined organisational behaviour (Connelly & 
Torrence, 2018). 

Through research, we will mainly provide new insights into the characteristics of the organisation's 
behaviour for the lifespan of the operational life in the demining field in South Sudan (Agars et al., 
2007). Our findings will contribute new knowledge and reflection on the impact of organisational 
behaviour on employee and employer changes in the motivation aspects field, based on which 
recommendations can be made to the organisation's policies to achieve better results in a highly 
competitive field (Ahmad, 2015). The effects of organisational behaviour on employees and 
employers in the demining field have never been comprehensively researched, especially in South 
Sudan. Wills et al. (1990) propose that research should be conducted in an organisational behaviour 
context to empower employees and employers and enable the organisation to remain dominant in the 
competitive edge (Shore et al., 2004). 

Our findings will clarify how employee motivation impacts the organisation's production. (Lim et 
al., 2023) We will answer the questions about how motivation increases productivity, the 
consequences that follow unmotivated employees, and their consequences on the organisation 
(Sheard & Kakabadse, 2004). The results will reveal changes in the working environment of the 
G4SOM Organisation and its mechanisms and operations. Lastly, the result will be a significant 
contribution to knowledge management. 

DISCUSSION ABOUT THE RESEARCH QUESTION 

For research, we set the following research questions: 

• RQ1: What motivates G4SOM employee to remain loyal to their organisation? 



• RQ2: What Leadership styles within G4SOM motivate employees? 

For RQ1, the study conducted by Nurzanah and Damaiyanti (2023) confirmed that motivation affects 
employee performance, work discipline affects employee performance, job satisfaction affects 
employee performance, and work loyalty affects employee performance. Social sustainability actions 
impact employee retention and loyalty when there is navigation between social capital. Cachón-
Rodríguez et al. (2022) argued that social sustainability actions had a greater impact on employee 
social capital, as alleged by employees, and social capital affected employee loyalty and retention. 
Employee motivation is linked to organisational performance. Similarly, when the employee does a 
good job and performance is acceptable, it impacts the organisation's reputation and performance. 
For example, an organisation that is requested to conduct a task for a client, when the client is happy 
with the job performed by the team, it means there will be trust in the organisation, and this shall be 
the role of the leadership to address. Kalogiannidis and Damaiyanti (2021) argued that employee 
motivation is more linked to organisational performance. However, additional factors contribute to 
the employee's capability to do better and efficiently. Similarly, Kalogiannidis and Damaiyanti 
(2021) argued that several aspects of motivation are essential to the employee's level of job 
performance. On the other hand, the leadership plays a massive role in the professional organisation; 
without strong leadership, the organisation cannot sustain itself. Similarly, communication 
determines the success of the professional organisation, including work motivation, which is the 
current driver (Saputra, 2021). 

For RQ2, the leadership positively and critically affects personnel performance. Ratnasari et al. 
(2024) argued that leadership has many positive impacts and effects on employee, work motivation 
has impacts on employee performance, discipline at work has positive effects on personnel 
performance, competence has an impact on personnel performance, and leadership style, work 
motivation, work discipline, competence, and work environment simultaneously have a positive and 
critical effects on personnel performance. 

RECOMMENDATIONS 

Based on the findings, the recommendations shall be for employees and management to ensure that 
change will be implemented for a prosperous future in the agile business world. The findings must 
be presented to the management of G4SOM South Sudan for review, and why the change shall be 
implemented shall be explained to the audience. It is vital to ensure both the employee and the 
management understand the findings and agree to implement change for reasons that will be 
elaborated. 

It will clearly explain to the managers what went well, what went wrong, and what shall be remedied 
for better workforce environments. The role of all participants shall be clearly stated to ensure all 
parties, including employees and employers, are on the same page. A copy of the findings shall be left 
at G4SOM South Sudan for review and approval. After the findings are discussed, the management 
team is responsible for considering and implementing them to uncover the power of employee 
motivation and its impact on overall organisational performance and competitiveness in the agile 
business world. 

CONCLUSION 



Given the critical importance of motivation in the demining field, this study sought to identify 
potential backgrounds of employee motivation within the demining context. However, a qualitative 
research approach was employed, followed by the results' thematic analysis and context analysis. 
This chapter concluded the study by highlighting the key findings concerning the research aims and 
questions. Motivation factors and leadership role were the primary antecedents, while social 
environment and emotional intelligence were secondary antecedents. However, more shall be studied 
as soon as we conduct our research. Based on these findings, actionable recommendations were made 
to the organisation's owner. The research results suggest that the employer and practitioner 
consider and implement the employee's needs, positively impacting overall organisational 
performance. The chapter concluded with a review of overall limitations, from which future research 
recommendations flowed. 

REFERENCES 

 

Agars, M. D., Kaufman, J. C., & Locke, T. R. (2007). Social influence and creativity in organisations: A multi-
level lens for theory, research, and practice. Research in Multi-Level Issues, 7(7), 3–61. 
https://doi.org/10.1016/s1475-9144(07)00001-x 

Ahmad, N. R. (2025). Exploring the Relationship between Leadership Styles and Employee Motivation in Remote 
Work Environments. Al-Aasar, 2(1), 21-32. 

Ahsan, M. J. (2025). Cultivating a culture of learning: the role of leadership in fostering lifelong development. 
The learning organisation, 32(2), 282-306. 

Ahmad, A. (2015). Business Intelligence for Sustainable Competitive Advantage. Advances in Business 
Marketing and Purchasing, 22A, 3–220. https://doi.org/10.1108/s1069-096420150000022014 

Ali, B. J., & Anwar, G. (2021). An empirical study of employees' motivation and its influence on job 
satisfaction. International Journal of Engineering, Business and Management, 5(2), 21-30. 

Alkuwari, A. K. M. (2025). Impact of Leadership Practices on Organisational Work Environments. 
Journal of Ecohumanism, 4(1), 3410-3428. 
Arief, S. W. H., Sudiro, A., & Djumahir, D. (2022). Work stress and work motivation on employees' turnover 

intention mediated by organisational commitment. Interdisciplinary Social Studies, 2(1). 
Arshad, M., Abid, G., Contreras, F., Elahi, N. S., & Athar, M. A. (2021). Impact of prosocial Motivation on 

organisational citizenship behavior and organisational commitment: The mediating role of managerial 
support. European Journal of Investigation in Health, Psychology and Education, 11(2), 436. 

Azam, M. S. (2015). Diffusion of ICT and SME Performance. Advances in Business Marketing and Purchasing, 
23, 7–290. https://doi.org/10.1108/s1069-096420150000023005 

Başer, M.Y., Büyükbeşe, T., & Ivanov, S. (2025). "The effect of STARA awareness on hotel employees' turnover 
intention and work engagement: the mediating role of perceived organisational support", Journal of 
Hospitality and Tourism Insights, Vol. 8, No. 2, 532-552. https://doi.org/10.1108/JHTI- 12-2023-0925 

Batz Liñeiro, A., Romero Ochoa, J. A., & Montes de la Barrera, J. (2024). Exploring entrepreneurial intentions 
and motivations: a comparative analysis of opportunity-driven and necessity-driven entrepreneurs. 
Journal of Innovation and Entrepreneurship, 13(1), 11. 

Bdair, O. M. (2025). Inference for Two-Parameter Birnbaum–Saunders Distribution Based on Type-II Censored 
Data with Application to the Fatigue Life of Aluminum Coupon Cuts. Mathematics, 13(4), 590.  

Beer, M. (2023). Developing a Sustainable High-Commitment, High-Performance System of Organizing, 
Managing, and Leading. An Actionable Systems Theory of Change and Development, 3(1), 95–128. 
https://doi.org/10.1108/s0897-301620220000030006 

Busababodhin, P., Phoophiwfa, T., Volodin, A., & Suraphee, S. (2025). On the Asymptotic Normality of the 
Method of Moments Estimators for the Birnbaum–Saunders Distribution with a New Parametrization. 
Mathematics, 13(4), 636. 



Cachón-Rodríguez, G., Blanco-González, A., Prado-Román, C., & Del-Castillo-Feito, C. (2022). How 
sustainable human resources management helps in the evaluation and planning of employee loyalty and 
retention: Can social capital make a difference? Evaluation and program planning, 95, 102171. 

Calluso, C., & Devetag, M. G. (2025). The impact of leadership preferences and personality traits on employees' 
motivation. In Evidence-based HRM: a Global Forum for Empirical Scholarship (Vol. 13, No. 1, 17-34). 
Emerald Publishing Limited. 

Coghlan, D., Shani, A. B. (Rami), & Hay, G. W. (2019). Toward a Social Science Philosophy of Organization 
Development and Change. Research in Organizational Change and Development, 27, 1–29. 
https://doi.org/10.1108/s0897-301620190000027003 

Connelly, S., & Torrence, B. S. (2018). The Relevance of Discrete Emotional Experiences for Human Resource 
Management: Connecting Positive and Negative Emotions to HRM. Research in Personnel and Human 
Resources Management, 2 (1), 1–49. https://doi.org/10.1108/s0742-730120180000036001 

Croes, R., Padrón-Ávila, H., Rivera, M., & Renduchintala, C. (2025), "A triadic model of job retention and 
turnover dynamics in the hospitality industry", International Journal of Contemporary Hospitality 
Management, Vol. 37 No. 3, 700-721. https://doi.org/10.1108/IJCHM-02-2024-0298 

Douglas, D. (2003). Grounded theories of management: a methodological review. Management Research News, 
26(5), 44–52. https://doi.org/10.1108/01409170310783466 

Dusi, D. (2022). Doing Right (by) Thematic Analysis. Theory and Method in Higher Education Research, 8, 1–
16. https://doi.org/10.1108/s2056-375220220000008001 

Elkhwesky, Z., Salem, I. E., Ramkissoon, H., & Castañeda-García, J. A. (2022). A systematic and critical review of 
leadership styles in contemporary hospitality: a roadmap and a call for future research. International 
Journal of Contemporary Hospitality Management, 34(5), 1925-1958. 

Elmuratova, S., & Óskinbeva, G. (2024). Hackman and Oldham's work motivation model. Modern Science and 
Research, 3(11), 613-616. 

Faghih, N., Dastourian, B., Sajadi, S. M., Henten, A., & Foroudi, P. (2018). A framework for business model 
with strategic innovation in ICT firms. The Bottom Line, 31(1), 16–41. https://doi.org/10.1108/bl-01-2018-
0002  

Farahmandpour, Z., & Voelkel, R. H., Jr. (2025). Unraveling the Causes of Teacher Turnover: A Meta- Analysis 
of Global Literature. Leadership and Policy in Schools, 39(2), 1–17. 
https://doi.org/10.1080/15700763.2025.2458610 

Forson, J. A., Ofosu-Dwamena, E., Opoku, R. A., & Adjavon, S. E. (2021). Employee motivation and job 
performance: a study of basic school teachers in Ghana. Future Business Journal, 7(1), 30. 

Forza, C. (2002). Survey research in operations management: a process�based perspective. International Journal 
of Operations & Production Management, 22(2), 152–194. https://doi.org/10.1108/01443570210414310 

G4S. (2018). G4S Corporate Website. Retrieved from https://www.g4s.com/ 
G4s.com. (2019). Clearing landmines to restore safety in South Sudan. Retrieved from 

https://www.g4s.com/news-and-insights/insights/2019/01/29/clearing-landmines-to-restore- safety-in-south-
sudan 

Ghaith, A., Ma, H., & Labib, A. W. (2022). A pursuit to reliability – Toward a structural based reliability 
framework (FSR). International Journal of Quality & Reliability Management, 39(4), 936-960. (ahead-
of-print). https://doi.org/10.1108/IJQRM-08-2020-0277 

Goodman, K. (2025). How Emotional Intelligence Shapes Motivation in the Workplace: A Narrative Literature 
Review (Doctoral dissertation). Regent University. 

Hackman, J. R., & Oldham, G. R. (1976). Motivation through the design of work: Test of a theory. 
Organisational Behavior & Human Performance, 16(2), 250–279. https://doi.org/10.1016/0030- 
5073(76)90016-7 

Harefa, M. Y. N. P., Dompak, T., Salsabila, L., & Lodan, K. T. (2025). The Influence Of Work Motivation On 
Employee Performance: A Literature Study On The Factors Of Existence, Relationship, And Growth 
Needs In Improving Workforce Performance. Momentum Matrix: International Journal of 
Communication, Tourism, and Social Economic Trends, 2(1), 52-65. 



Hole, L. (2023). Handle with care considerations of Braun and Clarke's approach to thematic analysis. 
Qualitative Research Journal, 24(4). https://doi.org/10.1108/qrj-08-2023-0132 
Imran, U. D., Ghazwan, M. F., & Firmansyah, F. (2025). The Effect of Recognition and Appreciation on Employee 

Motivation and Performance. Economics and Digital Business Review, 6(1), 1-18. 
Johnson, K. K. P., Lennon, S. J., Mun, J. M., & Choi, D. (2015). Fashion/clothing research: an analysis of three 

journals. Journal of Fashion Marketing and Management: An International Journal, 19(1), 41–55. 
https://doi.org/10.1108/jfmm-10-2013-0115 

Kanfer, R., & Chen, G. (2016). Motivation in organisational behavior: History, advances and prospects. 
Organisational Behavior and Human Decision Processes, 136, 6–19. 
https://doi.org/10.1016/j.obhdp.2016.06.002  

Kalogiannidis, S. (2021). Impact of employee motivation on organizational performance. A scoping review 
paper for public sector. The Strategic Journal of Business & Change Management, 8 (3), 984-996. 

Kassa, B. Y., & Worku, E. K. (2025). The impact of artificial intelligence on organisational performance: The 
mediating role of employee productivity. Journal of open innovation: technology, market, and 
complexity, 100474. 

Laryeafio, M. N., & Ogbewe, O. C. (2023). Ethical Consideration Dilemma: Systematic Review of Ethics in 
Qualitative Data Collection through Interviews. Journal of Ethics in Entrepreneurship and Technology, 
3(2), 94–110. https://doi.org/10.1108/JEET-09-2022-0014 

Lim, F. H., Bahar, N., Wahab, S. N., & Hamzah, M. I. (2023). Knowledge sharing on mobile social networking: 
motivational drivers and influence on productivity. VINE Journal of Information and Knowledge 
Management Systems, 1(1), 1-10. https://doi.org/10.1108/vjikms-06-2022-0211 

Liu, M., Zhao, J., & Liu, H. (2025). Digital transformation, employee and executive compensation, and sustained 
green innovation. International Review of Financial Analysis, 97, 103873. 

McCoach, D. B., & Flake, J. K. (2018). The role of motivation. In S. I. Pfeiffer, E. Shaunessy-Dedrick, & M. 
Foley-Nicpon (Eds.), APA handbook of giftedness and talent (201–213). American Psychological 
Association. https://doi.org/10.1037/0000038-013 

Mehner, L., Rothenbusch, S., & Kauffeld, S. (2024). How to maximise the impact of workplace training: a mixed-
method analysis of social support, training transfer and knowledge sharing. European Journal of Work 
and Organizational Psychology, 34(2), 201–217. https://doi.org/10.1080/1359432X.2024.2319082 

Milton, D., Appleton, P. R., Quested, E., Bryant, A., & Duda, J. L. (2025). Examining the mediating role of 
motivation in the relationships between teacher-created motivational climates and quality of engagement 
in secondary school physical education. PloS one, 20(1), e0316729. 

Mohebbi, A. (2025). Enabling learner independence and self-regulation in language education using AI tools: a 
systematic review. Cogent Education, 12(1), 2433814. 

Mollah, M. A., Chowdhury, M. S., & Shin, J. (2025). Relationship Between Leader-member Exchange and 
Organisational Innovation: Role of Intrinsic Work Motivation and Technological Turbulence. South Asian 
Journal of Human Resources Management, 23220937241299171. 

Nurzanah, E., & Damaiyanti, A. (2023). Literature Review: The Influence of Motivation, Work Discipline, Job 
Satisfaction, and Employee Loyalty on Employee Performance. Nusantara Journal of Behavioral and 
Social Science, 2(4), 111-116. 

Palmucci, D. N., Giovando, G., & Vincurova, Z. (2025). The post-Covid era: digital leadership, organisational 
performance and employee motivation. Management Decision, 3(1), 25.  

Prayogi, M. A., & Lesmana, M. T. (2021). The influence of leadership style and motivation on the performance 
of employees. In Conference on International Issues in Business and Economics Research (CIIBER 2019), 
122-127. Atlantis Press. 

Qureshi, A. A., Zafar, H., & Siddiqui, F. A. (2025). The Influence of Executive Commitment, Staff Engagement, 
and Training Programs on Employee Performance: Evidence from the Banking Sector in a Developing 
Economy. The Critical Review of Social Sciences Studies, 3(1), 1697- 1714. 



Rahmadhon, G., Firdaus, V., & Sumartik, S. (2024). The mediating role of work motivation: The effect of 
leadership, workload, and reward on employee performance. Jurnal Fokus Mana-jemen Bisnis, 14(2),190-
208. 

Rahmawati, A., & Setiawan, N. (2024). The Influence of Entrepreneurial Motivation on MSME Business 
Success: A Literature Review. Journal of Business Improvement, 1(2). 

Ratnasari, S. L., Badawi, S., Susanti, E. N., Susanto, A., Sari, H., Natta, U., & Hayati, M. (2024). The effect of 
leadership style, work motivation, work discipline, competence and work environment on police 
personnel performance. In proceeding of international conference on multidisciplinary study, Vol. 2, No. 
1, 18-29. 

Renauer, B. C., Duffee, D. E., & Scott, J. D. (2003). Measuring police�community co�production. Policing: An 
International Journal of Police Strategies & Management, 26(1), 9–28. 
https://doi.org/10.1108/13639510310460279 

Saleem, S. A., Sultan, F., & Ali, Z. U. N. (2025). The Role of Transformational Leadership on Employee 
Performance in Pakistan. Physical Education, Health and Social Sciences, 3(1), 1-12. 

Sanusi, O., & Yudhyani, E. (2025). The Effect of Motivation and Compensation as Well as Leadership Style on 
the Performance of Employees of the Population and Civil Registration Office of Samarinda City with 
Job Satisfaction as an Intervening Variable. International Journal of Entrepreneurship and Business 
Development, 8(1), 40-51. 

Saputra, F. (2021). Leadership, communication, and work motivation in determining the success of professional 
organizations. Journal of Law, Politic and Humanities, 1(2), 59-70. 

Scholl, B. J., & Leslie, A. M. (1999). Modularity, development, and 'theory of mind.' Mind & Language, 14(1), 
131–153. https://doi.org/10.1111/1468-0017.00106 

Shebani, Z., Aldhafri, S., & Alsaidi, F. (2025). The effect of parental involvement on academic passion: the 
mediating role of student motivation in learning English online. International Journal of Adolescence and 
Youth, 30(1), 2467109. 

Sheard, A. G., & Kakabadse, A. P. (2004). A process perspective on leadership and team development. Journal
 of Management Development, 23(1), 7–106. 
https://doi.org/10.1108/02621710410511027  

Seibert, S., Akkermans, J., & Liu, C. H. (2024). Understanding contemporary career success: A critical review. 
Annual Review of Organizational Psychology and Organizational Behavior, 11(1), 509- 534. 

Shore, L. M., Tetrick, L. E., Taylor, M. Susan., Shapiro, J. A.-M. C., Liden, R. C., Parks, J. M., Morrison, 
E. W., Porter, L. W., Robinson, S. L., Roehling, M. V., Rousseau, D. M., Schalk, R., Tsui, A. S., & Dyne, L. V. 

(2004). The employee-organisation relationship: a timely concept in a period of transition. Research in 
Personnel and Human Resources Management, 23(1), 291–370. https://doi.org/10.1016/s0742-
7301(04)23007-9 

Shu, L., Jiang, P., Wan, L., Zhou, Q., Shao, X., & Zhang, Y. (2017). Metamodel-based design optimization 
employing a novel sequential sampling strategy. Engineering Computations, 34(8), 2547–2564. 
https://doi.org/10.1108/ec-01-2016-0034 

Siswanti, Y., & Muafi, M. (2025). Authentic leadership for creativity and innovation: The moderating role of 
motivating language. SA Journal of Human Resource Management, 23, 13. 

Sturman, M. (2007). The Past, Present, and Future of Dynamic Performance Research. Research in Personnel 
and Human Resources Management, 26, 49–110. https://doi.org/10.1016/s0742- 7301(07)26002-5 

Suri, H. (2011). Purposeful Sampling in Qualitative Research Synthesis. Qualitative Research Journal, 11(2), 
63–75. 

Tosey, P., Cairns-Lee, H., & Lawley, J. (2022). An Introduction to Clean Language Interviewing for Research. 
Emerald Publishing Limited EBooks, 3–16. https://doi.org/10.1108/978-1-80117-330- 820221001 

Varma, C. (2018). Importance of employee motivation & job satisfaction for organisational performance. 
ResearchGate, 6(2), 10-20. 

Vo, T. T. D., Tuliao, K. V., & Chen, C. W. (2022). Work motivation: The roles of individual needs and social 
conditions. Behavioral Sciences, 12(2), 49. 



Wills, G., Kennedy, S. H., Cheese, J., & Rushton, A. (1990). Maximising Marketing Effectiveness. 
Management Decision, 28(2), 1-10. https://doi.org/10.1108/eum0000000000054 



<<
  /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
  /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

  /CreateJDFFile false
  /Description <<

    /BGR <>
    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000410064006f006200650020005000440046002065876863900275284e8e9ad88d2891cf76845370524d53705237300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002>
    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef69069752865bc9ad854c18cea76845370524d5370523786557406300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002>
    /CZE <>
    /DAN <>
    /DEU <>
    /ESP <>
    /ETI <>
    /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 <FEFF9ad854c18cea306a30d730ea30d730ec30b951fa529b7528002000410064006f0062006500200050004400460020658766f8306e4f5c6210306b4f7f75283057307e305930023053306e8a2d5b9a30674f5c62103055308c305f0020005000440046002030d530a130a430eb306f3001004100630072006f0062006100740020304a30883073002000410064006f00620065002000520065006100640065007200200035002e003000204ee5964d3067958b304f30533068304c3067304d307e305930023053306e8a2d5b9a306b306f30d530a930f330c8306e57cb30818fbc307f304c5fc59808306730593002>
    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020ace0d488c9c80020c2dcd5d80020c778c1c4c5d00020ac00c7a50020c801d569d55c002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e>
    /LTH <>
    /LVI <>
    /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 <>
    /SKY <>
    /SLV <>
    /SUO <>
    /SVE <>
    /TUR <>
    /UKR <>
    /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


