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Purpose: The article aims to define the concept of HPWS and identify possible
outcomes.

Study design/methodology/approach: The study is designed to analyze the concept
of HPWS and identify its possible outcomes of HPWS. Method of scientific,
systematic literature review.

Findings: New forms of HRM and HRM systems are broadly discussed in various
scenarios but mainly focus on positive outcomes such as performance-enhancing,
employee engagement, affective organizational commitment, etc. Nevertheless, all
novelties can have as many negative outcomes as positive, but they can be addressed,
measured, and assessed only after some time.

Originality/value: HPWS entered the field in the '90s, and now it is about time to
start applying a critical approach to understand that HPWS is not universal; it has
many variations, many HRM items, and different outcomes.

Introduction

Human Resources Management (HRM) and various HRM systems face many changes and
challenges. Modifications in the labor market forced organizations to respond fast by
reorganizing the perception of HRM to keep labor sufficient. Workplaces have become a social
construct for employees. They are no longer seen as a labor force, and HR managers are no
longer just administrators but business partners. Work is a place for generating and
implementing ideas, sharing experiences, and solving problems. More and more people prefer
remote options for working by seeking autonomy and modern technology and a variety of HRM
systems services as a great deal in terms of implementing new working conditions and fulfilling
the needs of employees and organizations. Such workplaces 10 years ago were seen as our
future, but now, as MacRae and Sawatzky (2020) say, it is today's workplace.

The stimulation of changing workplaces and working conditions comes from our governments
and leading organizations as well. The European Commission has prepared the directory "DG
HR Management Plan 2021", where such aspects were discussed as requirements to foster
modern and high-performance labor, diversification in HRM, ethical and engaging work
arrangements, high-quality talents acquisition, etc. (Commission, 2020). The world economic
forum also stresses the necessity of flexibility in work arrangements (Schwab, 2019). Countries
are trying to make new legislation to help businesses adjust faster and provide necessary support
by creating guidelines for organizations on what steps they must take. And as a result, better
working conditions are more appealing to employees so that organizations can attract the best
talents. These implementations serve as a great competitive advantage.

Managers strive to implement various HRM systems such as high-performance work systems
(HPWS) and other innovative HRM tools by following some benchmarks, as they have more
resources for experimentation. Unfortunately, lack of knowledge can lead not only to expected
results but also to some negative outcomes. This field is still new and quite dynamic, so it
requires constant testing to be sure which practices are working well and which should be
reconsidered. The desired impact of HPWS is employee engagement, organizational
commitment, job satisfaction, increased level of productivity, etc. Still, in the long run, research
shows that it can also increase stress levels and burnout and negatively impact job satisfaction
and intention to leave the organization.

Volume 11 (2022) 117-123 | https://www.doi.org/10.53615/2232-5697.11.117-123



Pavlova | Dialectical View on HPWS and Its Outcomes 118

Conceptual framework of HPWS

A high-performance work system (HPWS) is defined as a series of performance-enhancing
human resource management (HRM) practices (Hana et al., 2020). It is a part of strategic HRM
that aims to maximize firms' performance and competitive advantage (Po-Chien Chang &
Shyh-Jer Chen, 2011). Concerning the definition, HPWS can be seen as a quite established
concept. Performance-enhancing HRM practices have been a topic of active research since
social and psychological concepts were analyzed in the workplace to understand what effects
negative work outcomes. For instance, the notion of alienation came into place along with
technological development in the workplace in the XIX century (Maidan, 2011). A feeling of
social detachment and alienation led to job dissatisfaction and uncertainty on an individual or
collective level as manual labor of employees has been replaced with automatization (Zeffane,
1993). This notion inspired scholars to examine social and psychological factors of employee
behavior as it caused negative job performance outcomes. Fundamental change often prompts
employee alienation as it is marked by fear, reduced productivity, and a failing commitment to
an organization's mission and leadership (Zeffane, 1993). Therefore, the primary task for
management is to establish a work environment where employees would feel safe, productive,
and creative to bring good results to the organization. And to do so, organizations implementing
HPWS with a very high expectation.

Looking retrospectively, HPWS as a scientific phenomenon can be tight to Pfeffer's (1998)
seven dimensions for creating value through people:

1. Employment security.

2. Selective hiring of new personnel.

3. Self-managed teams and decentralization of decision making as the basic principles of
organizational design.

4. Comparatively high compensation contingent on organizational performance.

Extensive training.

6. Reduced status distinctions and barriers, including dress, language, office arrangements,
and wage differences across levels.

7. Extensive sharing of financial and performance information throughout the
organization.

e

These dimensions are the starting point leading to HPWS, as this HRM tool is designed to shape
high quality, flexible and skillful labor force by fostering best HRM practices. As the concept
of HPWS has been developed over a couple of decades and the construct itself has been
growing, it is essential to overlook which HRM aspects are taken under the HPWS construct.
The main aspects of HPWS are presented below in a map of HPWS (figure 1) by different
scholars.
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Figure 1: Map of HPWS

Completed by the author based on Cregan et al. (2020); Page et al. (2018); Kehoe et al. (2010), Miao et al.
(2020), and others

Aspects taken under the construct of HPWS (figure 1) are quite different and scattered but at
the same time related and similar. For example, the tendency to shape a flexible, responsive,
creative workplace by taking into consideration the wellbeing of employees is the key element
in every pillar, e.g., humanistic motivation system (Cregan et al., 2022), diversification
management (Stavrou, Solea, 2020), the wellbeing of employees (Kloutsiniotis, Mihail, 2017),
sustainable results (Kehoe et al., 2010), flexibility, employee involvement into decision-making
(Zheng et al., 2008), etc. these are the aspects seen as an aspiration which supposed to create
added value to the organization, and this is the main expectation. So, as seen, HPWS is more
like a process, not only a tool for shaping an efficient work environment, and it is not entirely
universal.

Items used to describe HPWS come from the scales developed by scholars who tested this
phenomenon empirically to prove the relationship between HPWS and positive outcomes.
Initially, items were created based on strategic HRM perception (scale of 191 items) and after
linked specifically to HPWS (24 items) (Becker, Huselid, 1998). Other scholars were
developing and adapting the HPWS scale primarily based on Huselid work, e.g., Datta, D. K.,
Guthrie, J. P. (2005) excluded some items and transformed it to 18 items scale; other scholars
were using Datta et al. adaptation, adding two additional items as flexible work arrangements
and family-friendly policies (Messersmith et al., 2011), Kehoe, R. R., Wright, P. M. (2013)
used only 13 items, Fu, N. B. (2019) and Takeuchi et al. (2007) adapted the scale to Japanese
cultural context by using 16 and 21 items scales (example in Fig. 2), newer research also uses
pretty much the same base with some adaptation (Andersén, J., Andersén, A., 2019). This
overview shows that the construct of HPWS is still under development and can be easily
adapted to different cultural contexts.
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1. Employees are involved in job rotation.
2. Employees are empowered to make decisions.
3. Jobs are designed around their individual skills and capabilities.
4. Selection is comprehensive (uses interviews, tests, etc.).
5. Selection emphasizes their ability to collaborate and work in teams.
6. Selection involves screening many job candidates.
7. Selection focuses on selecting the best all-around candidate, regardless of the specific job.
8. Selection emphasizes promotion from within.
9. Selection places priority on their potential to learn (e.g., aptitude).
10. Training is continuous.
11. Training programs are comprehensive.
12. Training programs strive to develop firm-specific skills and knowledge.
13. The training programs emphasize on-the-job experiences.
14. Performance is based on objective, quantifiable results.
15. Performance appraisals include management by objective with mutual goal setting.
16. Performance appraisals include developmental feedback.
17. Incentives are based on team performance.
18. Compensation packages include an extensive benefits package.
19. Our compensations include high wages.
20. The incentive system is tied to skill-based pay.
21. Our compensation is contingent on performance.

Figure 2: HPWS items
Source: Takeuchi et al. (2007)

Positive outcomes of HPWS

HPWS is a set of various HRM practices that are supposed to create a feeling for an employee
that he can create value as an inherent part of an organization (Agarwal, Farndale, 2017).
Obviously, this is an expectation of every organization. Studies have shown that HPWS's
favorable outcomes enhance employee intrinsic motivation, perceived competence, ability to
execute creative ideas, psychological safety, higher level of commitment, and organizational
performance (Agarwal, Farndale, 2017). Other studies link HPWS outcomes to supportive
culture and work climate, motivation to work, organizational coordination (Fu et al., 2019),
innovation, creativity implementation, human capital, wellbeing, flexible work programs,
autonomy, self-efficacy, enhanced employee knowledge (Wattoo et al., 2020; Chas et al., 2019;
Zhao et al., 2019). All these positive outcomes look like a panacea to organizations struggling
with finding the best way to maximize job performance while keeping employees productive
and happy. HPWS might look like a tool that perfectly balances the need between organizations
and employees, so managers implement this tool fearlessly without hesitation.

Scholars compare practices of HPWS to a black box where HRM tools are used to enhance job
performance (Messersmith et al., 2011). Their study based on a large sample of employees
suggests that there is an influence of HPWS on department performance through job
satisfaction, organizational commitment, psychological empowerment, and organizational
citizenship behavior (Fig. 3).

v

HPWS | Dep. performance

A

Job satisfaction

Org. citizenship
Org. commitment behavior

Empowerment

Figure 3: Theoretical model linking HPWS to department performance
Source: Messersmith et al. (2011)



Pavlova | Dialectical View on HPWS and Its Outcomes 121

The theoretical model represents the influence of HPWS through a black box of employee
attitudes and behaviors on department performance. This case model states that HPWS impacts
black box items, and those items influence department performance. It is important to strike
that the study was focused on finding the only positive impact of HPWS on department
performance.

As with every novelty in business, HPWS needed some time to test long-term impact, and when
the desired outcomes were still not reached, scholars and practitioners started to question the
tool. To get a more profound understanding of this phenomenon, a dialectical approach must
be employed, which assumes that HPWS can have negative and positive outcomes. The
dialectical view suggests that the social world constantly changes; therefore, all arrangements
are processual and interactive. People's efforts to transcend their limits eventually conflict with
the established arrangement and generate social change (Hana et al., 2020, based on Benson,
1977).

Negative outcomes of HPWS

First of all, there are some doubts about the measurement of HPWS, its validity, and causality.
It was noted that it is incorrect to state that HPWS generates those positive outcomes without
specifying which practices were tested and recommended to use in specific cases because
different studies tested different items of HPWS (Gerhard, 2012). Second, according to Peccei
et al. (2013), it is hard to assess more or less positive effects and work experiences of HRM
systems in a simple way. It is rather complex, highly context-specific, and contingent. Relevant
effects are likely to vary depending on many factors. Such aspects as the historical context of
an organization and other control variables must be considered (Peccei et al., 2013). There are
also doubts that HPWS is a valuable retention tool, and the study again proves that HPWS is
not universal (Stirpe and Zarraga-Oberty, 2016). Following these arguments, researchers are
now starting to test the negative effects of HR systems as well as positive ones to have a better
view (Elorza et al., 2022).

So, what kind of negative outcomes can HPWS bring? One of the reasons HPWS can have a
negative effect is a so-called job intensification related to the implementation of HPWS, which
can lead to increased job stress and burnout (Page at el., 2018). As the primary focus of HPWS
is to enhance job performance, it might seem like an overwhelming and never stopping process
of pushing employees to do more. As Paskvan & Kubicek (2018) noted, working faster and
working more seems to have become a dictum of daily activities at our jobs, making work
intensification a global issue. Employees' wellbeing and work-life balance are at stake, which
is related to emotional exhaustion when an employee cannot switch his focus on his personal
life after work (Mariappanadar, 2016). HPWS can also be related to workplace bullying, which
affects employee retention, as the study showed (Page et al., 2018). Organizations can better
understand and assess these possible consequences by employing a stress-management model
of job strain (Karasek, 1979). The model predicts that mental strain results from the interaction
of job demands and job decision latitude. As Kasasek (1979) stated, even long before HPWS
took place, the consistent finding is that it is the combination of low decision latitude and heavy
job demands associated with mental strain. This same combination is also associated with job
dissatisfaction. “The model postulates that psychological strain results not from a single aspect
of the work environment, but from the joint effects of the demands of a work situation and the
range of decision-making freedom (discretion) available to the worker facing those demands
“— this implication perfectly reflects the concept of HPWS.

Possible negative outcomes do not make HPWS an ineffective tool; in fact, it shows how
powerful it can be. However, organizations must consider the level of intensity and always keep
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in mind that it is not just a set of HRM tools. It is instead a process, and as a process, it must be
under supervision all the time.

References
Agarwal, P., Farndale, E. (2017). High-performance work systems and creativity implementation: the role of

psychological capital and psychological safety. Human Resource Management journal. DOI:
10.1111/1748-8583.12148

Andersén, J., Andersén, A. (2019). Are high-performance work systems (HPWS) appreciated by everyone? The
role of management position and gender on the relationship between HPWS and affective commitment.
Employee Relations. ISSN: 0142-5455

Becker, E. B., Huselid, M.,. (1998). High Performance Work Systems and Firm Performance: A Synthesis of
Research and Managerial Implications. Research in Personnel and Human Resource Management.

Chas, R. G., Fontela, E. N., & Neira, C. V. (2019). High-performance work systems and work-role performance:
A multilevel moderated mediation model. Performance Management Quarterly, 32(1), 77— 101.

Commission, E. (2020). Human Capital and Digital Skills. DOI:https://ec.europa.eu/digital-single-
market/en/human-capital

Datta, D. K., Guthrie, J. P. (2005). Human Resource Management and Labor Productivity: Does Industry Matter?
The Academy of Management Journal. doi:10.5465/AMJ.2005.15993158

Elorza, U., Garmendia, A., Kilroy, S., Voorde, K., Beurden, J. (2022). The effect of high involvement work
systems on organisational performance and employee well-being in a Spanish industrial context. Human
Resource Management Journal. DOI:10.1111/1748-8583.12436

Fu, N. B. (2019). Chinese and Irish professional service firms compared: Linking HPWS, organizational
coordination, and firm performance. Journal of Business Research.DOI: 10.1016/j.jbusres.2018.08.021

Gerhard, B. (2012). Construct validity, causality, and policy recommendations: The case of high-performance
work practices systems. Human Resource Management Review. DOI: 10.1016/j.hrmr.2011.12.002

Hana, J., Sun, J., Wang, H.,. (2020). Do high-performance work systems generate negative effects? How and then?
Human Resource Management Review. DOI: 10.1016/j.hrmr.2019.100699

Hana, J., Sun, J., Wang, H.,. (2020). Do high-performance work systems generate negative effects? How and
when? Human Resource Management Review, 1-14. doi:https://doi.org/10.1016/j.hrmr.2019.100699

Karasek, R. (1979). Job demands, job decision latitude, and mental strain: implications for job redesign. DOI:
10.2307/2392498

Kehoe, R. R., Wright, P. M. (2013). The Impact of High-Performance Human Resource Practices on Employees’
Attitudes and Behaviors. Journal of Management. DOI: 10.1177/0149206310365901

MacRae, 1., Sawatzky R. . (2020). Remote Working: Personality and Performance. research results. Retrieved
from https://bit.ly/3fPviWo

Maidan, M. (2011). Karl Marx on Technology and Alienation. Critique: Journal of Socialist Theory, 322-324.
DOI:10.1080/03017605.2011.561640

Mariappanadar, S. (2016). Health harm of work from the sustainable HRM perspective: scale development and
validation. . International Journal of Manpower. DOI:10.1108/1JM-12-2015-0204

Messersmith, J. G., Patel, P. C., Lepak, D. P. (2011). Unlocking the Black Box: Exploring the Link Between High-
Performance Work Systems and Performance. Journal of Applied Psychology. DOI:10.1037/a0024710

Page, S. J., Bentley, T., Teo, S., Ladkin, A. . (2018). The dark side of high-performance human resource practices
in the visitor economy. International Journal of Hospitality Management. DOI
10.1016/j.ijhm.2018.02.016

Paskvan, M., & Kubicek, B. (2018). Job demands in a changing world of work: Impact on workers' health and
performance and implications for research and practice. DOI: 10.1007/978-3-319-54678-0 3

Peccei, R., Voorde, K., Veldhoven, M. (2013). HRM, wellbeing, and performance: A theoretical and empirical
review. Human resource management and performance: Achievements and challenges, chapter: two, 15-
45.

Pfeffer, J. (1998). Seven Practices of Successful organizations. California Management Review.
DOI:10.2307/41165935



Pavlova | Dialectical View on HPWS and Its Outcomes 123

Po-Chien Chang & Shyh-Jer Chen. (2011). Crossing the level of employee's performance: HPWS, affective
commitment, human capital, and employee job performance in professional service organizations. The
International Journal of Human Resource Management. DOI:10.1080/09585192.2011.555130

Schwab, K. (2019). The Global Competitiveness Report. World Economic Forum.

Stirpe, L., Zarraga-Oberty, S. (2016). Are High-Performance Work Systems always a valuable retention tool? The
roles of workforce feminization and flexible work arrangements. European Management Journal. DOL:
10.1016/j.em;j.2016.04.002

Takeuchi, R., Wang, H., Lepak, D. P., Takeuchi., K. (2007). An Empirical Examination of the Mechanisms
Mediating Between HighPerformance Work Systems and the Performance of Japanese. Journal of
Applied Psychology. DOI:10.1037/0021-9010.92.4.1069

Wattoo, M. A., Zhao, S., & Xi, M. . (2020). High-performance work systems and work-family interface: Job
autonomy and self-efficacy as mediators. Asia Pacific Journal of Human Resources, 58(1), 128— 148.

Zeffane, R. (1993). Uncertainty, Participation and Alienation: Lessons for Workplace Restructuring. International
Journal of Sociology and Social Policy, 4. ISSN: 0144-333X

Zhao, Y., Fan, X., & Son, J. (2019). How and when matter: Exploring the interaction effects of high-performance
work systems, employee participation, and human capital on organizational innovation. Human Resource
Management Journal, 58(3), 253— 268.




<<
  /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




