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Abstract 

Onboarding is a critical process that influences employee integration, satisfaction, and 
retention. While extensively explored in large organisations, onboarding in small and 
medium-sized enterprises (SMEs) remains insufficiently structured and under-researched. 
This paper examines onboarding practices in SMEs through a mixed-methods approach, 
combining survey-based quantitative analysis with qualitative thematic insights. The 
findings indicate that onboarding in SMEs is predominantly informal, constrained by 
limited resources, and only moderately effective. A significant mismatch between employee 
expectations and organisational practices contributes to early turnover. The study 
highlights the importance of balancing flexibility with structure and discusses implications 
for employer branding and organisational performance. 

Keywords: onboarding, small and medium-sized enterprises (SMEs), employee 
integration, skill gaps, employer branding 

INTRODUCTION 

Onboarding represents a fundamental process within human resource management, encompassing the 
activities and practices through which organisations integrate new employees into their work 
environment. It includes both formal and informal mechanisms designed to facilitate adjustment, 
enhance understanding of organisational culture, and support the development of relationships within 
the workplace. According to Klein et al. (2015), onboarding consists of structured and unstructured 
organisational efforts aimed at supporting newcomer adaptation, which ultimately contributes to 
employee satisfaction and performance. 

The importance of onboarding is widely recognised in the literature, particularly in relation to employee 
retention and organisational effectiveness. Studies suggest that the initial months of employment are 
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critical, as a substantial proportion of employees decide whether to remain with an organisation during 
this period (Bauer, 2020; Maurer, 2023). Effective onboarding practices are associated with improved 
job satisfaction, faster integration, and enhanced productivity (Kirchner & Stull, 2021; Frögéli et al., 
2023). 

However, onboarding practices differ significantly between large organisations and SMEs. While large 
companies tend to rely on formalised processes supported by dedicated HR departments, SMEs often 
operate with limited resources and less structured systems. This results in onboarding processes that are 
more flexible but also more inconsistent and less strategically managed (Dexter, 2020). This paper 
addresses this gap by analysing onboarding practices in SMEs, focusing on barriers, skill shortages, and 
implications for organisational performance and employer branding. 

LITERATURE REVIEW 

Onboarding has been widely conceptualised as a multidimensional process that supports organisational 
socialisation. It involves a range of practices, including orientation, training, mentoring, and feedback 
mechanisms, all of which contribute to the successful integration of new employees. Klein et al. (2015) 
emphasise that onboarding encompasses both formal programmes and informal interactions, 
highlighting its complexity and organisational significance. Complementary research by Klein and 
Weaver (2000) and Bauer and Erdogan (2011) further demonstrates that structured onboarding 
processes significantly enhance employee adjustment and work outcomes. 

Empirical evidence suggests that onboarding plays a crucial role in shaping employee experiences and 
organisational performance. Kirchner and Stull (2021) show that structured onboarding is positively 
associated with employee satisfaction, while Frögéli et al. (2023) demonstrate that onboarding strategies 
integrated into daily work practices improve employee adaptation and effectiveness. These findings 
underline the importance of designing onboarding processes that combine formal structure with practical 
learning. 

Despite these benefits, SMEs face significant challenges in implementing effective onboarding systems. 
One of the most prominent barriers is the lack of resources. SMEs typically operate with limited 
financial and human capital, which restricts their ability to develop comprehensive onboarding 
programmes (Palombi et al., 2024). This limitation is further compounded by insufficient organisational 
knowledge and awareness regarding onboarding practices. 

Leadership constraints also play a critical role. Idris et al. (2023) argue that SME managers often face 
multiple responsibilities, reducing their capacity to focus on onboarding as a strategic process. As a 
result, onboarding is frequently treated as an operational necessity rather than a long-term investment in 
human capital. 

Technological limitations represent another significant challenge. Hossain (2019) highlights that limited 
access to information and communication technologies can hinder the implementation of digital 
onboarding solutions, which are increasingly important in modern work environments. Additionally, 
organisational resistance to change, described by Oduro (2020) as a form of inertia, can further impede 
the adoption of new onboarding practices. 

822



A critical issue identified in the literature is the difficulty of knowledge transfer within SMEs. Farhan 
et al. (2024) emphasise that the absence of structured training programmes leads to inefficiencies and 
weak integration of new employees. This problem is closely linked to broader skill shortages, which 
represent a major constraint in SMEs. 

Skill gaps in SMEs are multifaceted, encompassing both technical and soft skills. Yadav et al. (2019) 
note that insufficient managerial commitment and limited resources reduce the effectiveness of 
onboarding and training processes. Idris et al. (2023) further emphasise the importance of management 
training in developing the competencies required for effective onboarding. At the same time, soft skills 
such as communication, teamwork, and adaptability are often lacking among new employees, which can 
hinder their integration into organisational culture (Lloyd et al., 2025) . 

The literature also highlights the importance of strategic approaches to employee development. 
Lundkvist and Gustavsson (2017) argue that SMEs need to align competence development with 
organisational needs in order to enhance performance and innovation. However, many SMEs remain 
reluctant to invest in training due to short-term financial constraints, despite evidence of long-term 
benefits (Akhtar et al., 2015). 

Overall, the literature suggests that effective onboarding requires a balance between structure and 
flexibility, supported by adequate resources, leadership commitment, and strategic investment in 
employee development. These insights provide the foundation for the empirical analysis presented in 
this study. 

METHODOLOGY 

The research adopts a mixed-methods approach, combining quantitative and qualitative data to provide 
a comprehensive understanding of onboarding practices in SMEs. This approach is consistent with 
contemporary methodological recommendations for organisational research, which emphasise the value 
of triangulation in enhancing validity and depth (Busetto et al., 2020). 

The study is based on survey data collected from SMEs across multiple European countries, following 
a structured research framework developed within the OnBoard project (Erasmus+ KA220, No. 2025-
1-IT01-KA220-VET-000358740). The survey targeted SME owners, managers, and HR personnel, 
capturing data on onboarding practices, barriers, skill gaps, and organisational capabilities. The dataset 
includes 97 valid responses after data cleaning, providing a robust basis for analysis. 

The analytical procedure combines descriptive statistical analysis with thematic interpretation of 
qualitative responses. Quantitative data were analysed using frequency distributions and comparative 
interpretation, allowing for the identification of dominant patterns and variations across SMEs. 
Qualitative data from open-ended responses were analysed using a thematic approach, following 
established procedures for coding and interpretation. 

This methodological design enables a nuanced understanding of onboarding practices in SMEs, 
capturing both measurable trends and contextual insights. 
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RESULTS AND ANALYSIS 

The analysis provides a detailed insight into onboarding practices in SMEs, supported by concrete 
quantitative findings. The sample consists of 97 valid responses, predominantly from micro-enterprises, 
with 62% of companies employing fewer than 10 employees and an additional 23% employing between 
10 and 50 people. The majority of respondents are decision-makers, with 44% being owners and 29% 
managers, indicating that the results reflect organisational-level perspectives rather than purely 
operational views. 

A fundamental characteristic of onboarding in SMEs is the absence of formalisation. The data show that 
60% of SMEs do not have a formal onboarding process, while only 40% report having some form of 
structured approach. This lack of structure is reflected in the types of onboarding activities used. The 
most common activity is task-based orientation, reported by 37% of respondents, followed by 
mentorship programmes (34%) and training sessions (33%). Other frequently mentioned practices 
include team-building activities and job shadowing, each reported by 31% of respondents. In contrast, 
more structured or digitalised approaches are significantly less common, with only 15% of respondents 
using formal orientation programmes and just 9% reporting the use of online onboarding portals. These 
results clearly indicate a strong reliance on informal, experience-based onboarding methods. 

The perceived effectiveness of onboarding is moderate. A majority of respondents (51%) rate their 
onboarding process as neutral, while 29% report being satisfied and only 5% very satisfied. At the same 
time, 15% express dissatisfaction. The average satisfaction score of 2.8 suggests that onboarding 
processes are functional but far from optimal . This is further reinforced by the finding that onboarding 
processes are rarely reviewed. Specifically, 41% of SMEs update their onboarding only once per year, 
while 29% never review it at all. More frequent updates are relatively rare, with only 14% reviewing 
onboarding monthly and 16% every few months. 

When assessing their own capabilities, SMEs demonstrate moderate confidence. Approximately 43% 
of respondents rate their ability to conduct effective onboarding as neutral, while 31% evaluate it 
positively (26% strong and 5% very strong). Conversely, 25% perceive their onboarding capabilities as 
weak or very weak. The average score of 3.0 indicates a middle-ground perception, suggesting 
uncertainty and inconsistency across organisations. 

The analysis of barriers reveals that resource constraints are the dominant challenge. A total of 64% of 
respondents identify insufficient budget or staff as the main barrier to onboarding. Other barriers are 
significantly less prominent, including inadequate training opportunities (22%), lack of institutional 
support (18%), poor communication (18%), insufficient management support (14%), and technology 
issues (12%). The perceived impact of these barriers confirms this pattern, with lack of budget receiving 
the highest mean score of 3.6, compared to 3.0 for institutional support and approximately 2.6–2.7 for 
other barriers. 

Another important dimension is early employee turnover. Among SMEs that observe early departures, 
78% identify misaligned expectations as the primary cause. Other factors, such as insufficient 
management support (20%) and lack of training (17%), are considerably less frequent. This indicates 
that onboarding challenges are not only operational but also closely linked to communication and 
expectation management. 
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The findings related to employee expectations reinforce this conclusion. A strong majority of 
respondents (84%) indicate that candidates expect clear job responsibilities and career pathways. 
Additionally, 64% highlight the importance of a positive company culture, and 59% emphasise support 
from managers and mentors. Opportunities for social interaction (45%) and structured training 
programmes (44%) are also considered important, although slightly less dominant. 

Skill gaps represent another critical issue. The most frequently reported gap is time management, 
identified by 50% of respondents, followed closely by technical skills (49%). Communication skills 
(38%), teamwork (37%), and the ability to adapt to company culture (37%) are also commonly 
mentioned. Despite recognising these gaps, 60% of SMEs report that they do not provide formal training 
to address them, highlighting a clear discrepancy between awareness and action. 

Finally, the analysis shows limited use of digital tools. While 53% of SMEs use basic tools such as email 
and shared documents, only 10% use advanced solutions such as learning management systems. At the 
same time, 17% do not use digital tools at all, and 19% express interest but lack the necessary resources 
or knowledge to implement them. 

RESULTS AND ANALYSIS 

The integration of quantitative findings with theoretical insights provides a deeper understanding of 
onboarding practices in SMEs. The results confirm that onboarding is characterised by a combination 
of informality, limited resources, and moderate effectiveness. The fact that 60% of SMEs lack formal 
onboarding processes strongly supports the argument that SMEs operate with less structured HR systems 
compared to larger organisations (Dexter, 2020) . 

Resource constraints emerge as the most critical factor shaping onboarding practices. The finding that 
64% of respondents identify insufficient budget or staff as the main barrier aligns with previous research 
emphasising financial and organisational limitations in SMEs (Palombi et al., 2024). The relatively high 
mean score of 3.6 for this barrier further confirms its dominant impact. These constraints explain why 
onboarding is often informal and why structured training programmes are absent in 60% of 
organisations. 

At the same time, the moderate satisfaction score of 2.8 and the neutral self-assessment of onboarding 
capability (43%) indicate that SMEs are aware of their limitations but have not fully addressed them. 
The fact that 29% of companies never review their onboarding processes suggests a lack of continuous 
improvement mechanisms, which is essential for effective HR management. 

A particularly significant insight is the mismatch between employee expectations and organisational 
practices. While 84% of respondents recognise the importance of clear job roles, and 59% emphasise 
managerial support, these expectations are not consistently met in practice. This gap is reflected in the 
high percentage (78%) of early turnover attributed to misaligned expectations. This finding extends 
existing literature by demonstrating that onboarding failures in SMEs are not only due to structural 
limitations but also to communication issues. 

The analysis of skill gaps further supports this interpretation. Although 50% of SMEs identify time 
management as a key deficiency and 49% highlight technical skills, the lack of formal training in 60% 
of organisations indicates a reactive rather than proactive approach to employee development. This 
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confirms the arguments of Lundkvist and Gustavsson (2017) regarding the need for strategic 
competence development in SMEs. 

The limited adoption of digital tools also reflects structural and resource constraints. The fact that only 
10% of SMEs use advanced digital solutions suggests a low level of digital maturity, which may hinder 
the scalability and consistency of onboarding processes. 

From an employer branding perspective, these findings highlight both risks and opportunities. The 
personalised nature of SME onboarding, reflected in the use of mentoring (36%) and team-based 
activities (approximately 30%), represents a competitive advantage. However, the lack of structure and 
consistency, combined with unmet employee expectations, may negatively affect organisational 
reputation and retention. 

Overall, the results suggest that SMEs should not aim to replicate large-company onboarding models 
but rather develop hybrid approaches that combine flexibility with basic structural elements. Even 
incremental improvements, such as increasing the frequency of onboarding reviews or introducing 
simple training practices, could significantly enhance onboarding effectiveness. 

CONCLUSION 

This study provides a comprehensive analysis of onboarding practices in small and medium-sized 
enterprises (SMEs), combining theoretical insights with empirical findings derived from survey data. 
The results confirm that onboarding in SMEs is predominantly informal, shaped by structural 
constraints, and characterised by moderate effectiveness. 

A key finding of the study is the lack of formal onboarding processes, as 60% of SMEs report not having 
structured onboarding systems. Instead, onboarding relies heavily on practical, experience-based 
approaches such as task-based learning, mentoring, and interpersonal interaction. While this flexibility 
represents a strength, it also leads to inconsistencies and limits the scalability of onboarding practices. 
The moderate satisfaction levels, reflected in an average score of 2.8, further indicate that onboarding 
processes are functional but not optimised. 

Resource constraints emerge as the most significant barrier, with insufficient budget and staffing 
identified as the dominant challenge. This finding reinforces the broader understanding that SMEs 
operate under structural limitations that restrict their ability to invest in formal HR processes and 
training. At the same time, the study identifies a critical mismatch between employee expectations and 
organisational practices. While candidates expect clear roles, structured guidance, and managerial 
support, these elements are not consistently provided, resulting in misaligned expectations and 
contributing to early turnover, which is reported by 78% of respondents experiencing such cases. 

Another important insight relates to skill gaps among new employees, particularly in time management, 
technical competencies, and soft skills. Despite recognising these deficiencies, a majority of SMEs do 
not provide formal training, highlighting a disconnect between awareness and action. This suggests that 
onboarding in SMEs is often reactive rather than strategically managed. 

From a broader perspective, onboarding represents both a challenge and an opportunity for SMEs. While 
limited resources constrain the development of structured systems, the personalised and flexible nature 
of SME environments can enhance employee engagement and support employer branding. The findings 
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suggest that even simple improvements, such as clearer communication, basic onboarding structures, 
and more frequent evaluation, could significantly enhance onboarding effectiveness. 

Despite its contributions, this study has several limitations. First, the sample is predominantly composed 
of micro and small enterprises, which may limit the generalisability of the findings to larger SMEs or 
different organisational contexts. Second, the data are based on self-reported perceptions of respondents, 
which may introduce bias or subjectivity in the evaluation of onboarding practices. Third, the cross-
sectional nature of the data does not allow for the observation of changes over time or the long-term 
impact of onboarding practices on employee outcomes. Additionally, while the study includes 
respondents from multiple countries, it does not fully explore cross-country differences, which may 
influence onboarding practices due to cultural and institutional factors. 

Future research should address these limitations by adopting longitudinal designs that examine the long-
term effects of onboarding on employee retention, performance, and organisational outcomes. 
Comparative studies across countries and sectors would provide deeper insights into contextual 
differences and best practices. Furthermore, future studies could explore the role of digital tools and 
technologies in supporting onboarding in SMEs, particularly in relation to scalability and efficiency. 
Finally, qualitative research focusing on employee experiences could complement organisational 
perspectives and provide a more holistic understanding of onboarding processes. 

In conclusion, the study highlights the need for SMEs to adopt a balanced approach to onboarding that 
combines flexibility with essential structural elements. By aligning organisational practices with 
employee expectations and investing in simple but effective onboarding strategies, SMEs can improve 
integration outcomes, reduce turnover, and strengthen their position as attractive employers. 

REFERENCES 

Akhtar, C., Ismail, K., Ndaliman, M., Hussain, J., & Haider, M. (2015). Can intellectual capital of SMEs help in 
their sustainability efforts? Journal of Management Research, 7(2), 82–99. 
https://doi.org/10.5296/jmr.v7i2.6930 

Busetto, L., Wick, W., & Gumbinger, C. (2020). How to use and assess qualitative research methods. 
Neurological Research and Practice, 2(1), 14. https://doi.org/10.1186/s42466-020-00059-z 

Cmar, J., & Steverson, A. (2021). Job-search activities, job-seeking barriers, and work experiences of transition-
age youths with visual impairments. Journal of Visual Impairment & Blindness, 115(6), 479–492. 
https://doi.org/10.1177/0145482X211059182 

Dexter, J. (2020). Human resources challenges of military to civilian employment transitions. Career 
Development International, 25(5), 481–500. https://doi.org/10.1108/CDI-02-2019-0032 

Farhan, D., Haritsar, Y., & Kurniawan, D. (2024). The role of accountant competencies in improving financial 
statement quality in small and medium enterprises (SMEs): A case study analysis. Global, 2(10), 2502–
2512. https://doi.org/10.59613/global.v2i10.345 

Fiore, E., Sansone, G., & Paolucci, E. (2019). Entrepreneurship education in a multidisciplinary environment: 
Evidence from an entrepreneurship programme held in Turin. Administrative Sciences, 9(1), 28. 
https://doi.org/10.3390/admsci9010028 

Frögéli, E., Jenner, B., & Gustavsson, P. (2023). Effectiveness of formal onboarding for facilitating 
organizational socialization: A systematic review. PLOS ONE, 18(2), e0281823. 
https://doi.org/10.1371/journal.pone.0281823 

Hossain, M. (2019). Barriers faced by rural female entrepreneurs of SMEs in accessing financial institutions for 
loans in Bangladesh. Journal of International Business and Management, 1–9. 
https://doi.org/10.37227/jibm.2019.21 

827



Idris, B., Saridakis, G., Georgellis, Y., Lai, Y., & Johnstone, S. (2023). Exporting is a team sport: The link 
between management training and performance in SMEs. International Journal of Manpower, 45(5), 1019–
1036. https://doi.org/10.1108/IJM-03-2023-0150 

Kirchner, M., & Stull, F. (2021). Employee onboarding and satisfaction in US manufacturing companies. 
Industrial and Commercial Training, 54(2), 267–278. https://doi.org/10.1108/ICT-06-2021-0044 

Klein, H. J., & Polin, B. (2012). Are organizations taking the right steps? The relationship between onboarding 
practices and employee engagement. Journal of Organizational Behavior, 33(8), 263–283. 

Klein, H. J., Polin, B., & Sutton, K. (2015). Specific onboarding practices for the socialization of new 
employees. International Journal of Selection and Assessment, 23(3), 263–283. 
https://doi.org/10.1111/ijsa.12113 

Klein, H. J., & Weaver, N. A. (2000). The effectiveness of an organizational socialization program on new 
employees’ adjustment and work outcomes. Personnel Psychology, 53(1), 47–66. 

Lloyd, N., Smeeton, N., Freethy, I., Jones, J., Wills, W., Dennington-Price, A., & Brown, K. (2025). Workplace 
health and wellbeing in small and medium sized enterprises (SMEs): A mixed methods evaluation of 
provision and support uptake. International Journal of Environmental Research and Public Health, 22(1), 
90. https://doi.org/10.3390/ijerph22010090 

Lundkvist, A., & Gustavsson, M. (2017). Conditions for employee learning and innovation—Interweaving 
competence development activities provided by a workplace development programme with everyday 
work activities in SMEs. Vocations and Learning, 11(1), 45–63. https://doi.org/10.1007/s12186-017-
9179-6 

828



<<
  /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




